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Abstract

This study was designed to identify the factors contributing to job satisfaction of
business education teachers relating to school administration, colleagues, parents, and students
and to determine if there was a relationship between overall teacher job satisfaction of business
education teachers as it relates to the same four variables. The study also investigated if there
was a difference in the level of teacher job satisfaction of business education teachers based on
personal characteristics when analyzed by gender, ethnicity, grade level currently teaching,
years of experience in the teaching profession, and highest degree held. Of 1,421 surveys
emailed, 139 business educators completed the study, which was a return of just under 10
percent. While 139 surveys were received, not all participants answered all the questions on the
survey.

Data were analyzed using Statistical Package for the Social Sciences (SPSS) version
27.0 using the following statistical procedures: Analysis of Variance (ANOVA), Descriptive,
Multivariate Analysis of Variance (MANOVA), and Pearson Product-Moment Correlation.
Many of the participants were female (78.42 percent), white (81.29 percent), currently teaching
in a secondary school (73.53 percent), have over 31 years of teaching experience (46.04
percent), and hold a master's degree (56.12 percent),

The results of this study revealed a moderate to elevated level of job satisfaction, which
in turn supported the participants’ commitment to their school and their intent to remain
teaching. There was not a significant effect of gender or ethnicity on the perceived level of job
satisfaction of business education teachers. However, there was a statistically significant effect
with grade level currently teaching, years of experience in the teaching profession, and the

highest degree held on the perceived level of job satisfaction of business education teachers.



The results of this study will inform school leaders and researchers of the key factors

that influence teacher job satisfaction, especially among business education teachers.
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Chapter 1

Nature of the Problem

Introduction and Background

The state of the teaching profession is an urgent topic. Schools are having a challenging
time filling the vacancies that teacher attrition, turnover, and other factors create. These
challenges affect schools in many ways, and most are having difficulties in staffing their
schools. Many schools are leaving vacancies unfilled despite actively trying to hire for them.
The efforts to address teacher shortages must consider how schools are affected by both teacher
attrition and turnover and by the shrinking pipeline of new potential teachers enrolling in
teacher preparation programs (Garcia & Weiss, 2019).

Data on new potential teachers enrolling in teacher preparation programs is an important
indicator of the potential supply of new teachers. Nationally, there were more than one-third
fewer students enrolling in teacher preparation programs in 2018 than in 2010. Every state in
the nation has experienced declining enrollment in teacher preparation, with some states
experiencing drastic declines of more than 50 percent. From 2010 through 2018, there was a 28
percent decline in students completing teacher preparation programs. Data on individuals
completing teacher preparation programs reveal that from 2003 through 2013, there were more
than 200,000 students completing teacher preparation programs; in 2018, however, fewer than
160,000 students completed such programs (Partelow, 2019). These declines are notable on
their own, but even more so considering they occurred alongside increasing enrollment in

bachelor’s degree programs over the same period (Camera, 2019).



Once teachers complete teacher preparation programs, schools are also having a harder
time retaining credentialed teachers. This can be seen in the small but growing share of all
teachers who are newly hired and in their first year of teaching (4.7 percent) and in the
substantial shares of teachers who quit who are certified and experienced (Garcia & Weiss,
2019). However, there is a limited story behind these national figures. Teacher labor markets are
hyperlocal, with most teachers choosing to work within 15 miles of their hometowns
(Reininger, 2012). By examining state-by-state and even institution-by-institution information,
policymakers can go beyond top-line national numbers to learn more about the trends in
enrollment in each state.

A volume of policies and innovative technologies promising to dramatically
revolutionize America’s teaching and education over the past decade has failed to produce
desired results, as well as led to a decline in job satisfaction among educators, with large
numbers of educators leaving the teaching profession. The teacher shortage is real, large, and
growing, and worse than we thought. When factors contributing to teacher job satisfaction
(school administration, colleagues, parents, and students) are considered, the shortage is even
more acute than originally estimated.

A recent report completed for the Alliance for Excellent Education found about 13.8
percent, are either leaving their school or leaving teaching altogether (Garcia & Weiss, 2019). A
recent Gallup poll shows that almost half of the teachers in the United States say they are
actively looking for a different job now or watching for opportunities (McFeely, 2018). That is
not only heartbreaking for the professionals involved; it is devastating news for the stability of

education in America.
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Low employee job satisfaction in every industry is taking a huge toll on quality of life
both inside and outside the workplace (Johnson, 2011). According to this study, employees who
are happy in their jobs are twice as likely to flourish in their lives overall as compared to those
who are unhappy at work. Discontented employees did not look forward to the workday and
they were twice as likely to be diagnosed with depression. The unhappy workers also had higher
stress levels than happy workers and were at greater risk of heart disease and other health
problems. This issue is infiltrating our nation’s school buildings and affecting the lives of our
children.

High teacher turnover affects student performance and costs our schools every year.
Research conducted by deBrey et al. (2021) for the Digest of Education Statistics found there
are approximately 14,000 school districts managing 98,000 schools serving over 51 million
students in kindergarten through 12" grade, and the number keeps growing. Financial support
for America’s great public education system comes from local, state, and federal tax revenue
and has a cost of over 600 billion dollars (about $1,800 per person in the US) a year (deBrey, et
al., 2021). The enormity of our system of public education is one of our nation’s largest
investments. The education system is a crucial factor in our country’s economic, political, and
social agendas. Schools are critical to our nation’s success and are essential to preparing our
future workforce, citizens, and political leaders that will eventually make decisions on our
country’s progress. At the heart of the school building is the work of over three and a half
million public school teachers (deBrey, et al, 2021). Teachers create lessons, deliver
instructions, assess learning, and collaborate with school administration, colleagues, parents,

and students. They build communities inside the classroom and foster a love of learning while
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keeping everyone safe. Teachers are the foundation of our nation’s educational system. The
classroom teacher is responsible for the task of achieving the benchmarks of public education.

American filmmaker George Lucas once stated, “Education is the single most important
job of the human race” (Lucas, 2012 para. 6). If teachers are valuable and are the foundation of
our nation’s educational system, the declining levels of job satisfaction among teachers is
concerning. Problems with teachers’ frustrations have been closely tied with the challenges of
teacher retention. Teaching has higher attrition rates than most professions including nursing,
architecture, engineering, and law (Ingersoll & Perda, 2009). According to Fantilli &
McDougall (2009), novice teachers are 2% times more likely to leave the profession than their
more experienced counterparts. Almost 25 percent of all first-year teachers leave the profession
after the first 12 months and almost 50 percent leave after five years. When teachers leave the
profession consistency is lost, coherency of instructional programming suffers, and workload
increases for those teachers left behind (Guin, 2004). Ingersoll (2001) found that increased
discipline problems and lower student achievement are associated with teacher turnover, which
is a byproduct of teacher job dissatisfaction.

Even though the demand for teachers is at an all-time high, the number of teachers
leaving the profession because they are not happy with their job is staggering (Mulvahill, 2019).
McCallum & Price (2016) found many teachers who accept positions with school districts
become dissatisfied and leave the profession within the first five years. Building principals and
school districts are currently examining ways that will meet the challenging demand for
qualified educators in our schools and keep them happy. The shortage of qualified teachers has
contributed to the decline of the educational system in our country and is weakening the

foundation in our classrooms each year. High turnover rates reduce student achievement in the
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classrooms that are directly affected as well as students school wide. Not only does teacher
dissatisfaction and turnover harm our educational system, but it also brings a financial burden as
well. Estimates exceed $20,000 to replace each teacher who leaves (Carver-Thomas & Darling-
Hammond, 2017).

About 90 percent of the demand for teachers is created when teachers leave the
classroom, with two-thirds of teachers leaving for reasons other than retirement (Carver-
Thomas & Darling-Hammond, 2017). If school districts can address the reasons that create high
turnover, such as job dissatisfaction, they can reduce the demand for teachers who are in short
supply. To address the shortage and attract quality teachers, school districts have teamed up
with area colleges and put in place special programs. Some school districts are offering free
alternate route classes for professionals who have qualified and agree to work for at least three
years within the districts (Teacher Certification Degrees, 2019).

The significance of teacher turnover is understated because too few people are entering
the profession (Darling-Hammond & Sykes, 2003). In their research, Darling-Hammond &
Sykes (2003) found that retraining teachers is considered a larger problem than training new
ones. However, finding new teachers to fill vacancies is becoming more difficult because fewer
people are choosing education as a profession. Nationally, enrollment in teacher education
programs has steadily declined. Over half of college students surveyed believe the teaching
profession has become less prestigious (National Online Survey of College Students - Education
Attitudes — Third Way, n.d.), and only three percent of high school students reported that they
intended to pursue a teaching career, a percentage that has dropped steadily since 2010. For
example, in 2014, five percent said they had such plans, and in 2010, seven percent. Twenty

years ago, nine percent of high school students who took the American College Test (ACT) said
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they were planning education careers. The ACT found a continuation of another disturbing
trend in the survey as well: The students who plan to become educators are lower-than-average
achievers. That finding is based on the proportion who met its college-readiness benchmarks,
ACT scores that correlate with a good chance of getting at least Bs or Cs in college courses
(Belgarde, 2015).

After deciding to pursue teaching as a career and working so hard to successfully
complete courses and earn a teaching certificate or a license, teachers are becoming dissatisfied
and leaving the classroom. In 2013, MetLife conducted a survey which discovered teacher
satisfaction dropped nationally by 23 percent from 2008-2012. The survey also found that over
half of the classroom teachers felt “under great stress several days a week” (The MetLife
Survey of the American Teacher: Challenges for School Leadership., 2013, p. 3). Social media
has become a common place for teachers to speak out publicly about their dissatisfaction with
their profession (Ziegler, et al., 2021).

Statement of the Problem

Teacher job satisfaction has become a national crisis. Low levels of teacher satisfaction
in the classroom are undermining teacher quality and are driving teacher shortages (Finn, 2003).
With growing student populations and the attrition of dissatisfied teachers, the supply of new
teachers is not sufficient to keep pace. Ingersoll (2001) found in his research that the number of
teachers entering the classrooms increased steadily during the 1990s. However, teacher attrition
increased at a faster rate. Despite their best recruiting practices, school systems show a net loss
of staff each year.

Why are teachers not satisfied in their classrooms? Some say that teachers become

unhappy because of poor student behavior, lack of support, and/or too much standardized
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testing (Mulvahill, 2019). In his research, Veenman (1984) discovered the perceived problems
of teachers’ job satisfaction over 30 years ago. He found that novice teachers experience
problems with classroom discipline, motivation of students, difficulty dealing with individual
differences among students, assessment of students’ work, and relations with parents. Veenman
found that if teachers were to experience eight weeks of full day student teaching rather than
half days for an entire semester, their perceived problems tended to decrease, therefore
increasing satisfaction. He also noted that gender and age play a role in the secondary education
classroom. Males experienced fewer problems than their female counterparts and teachers under
the age of 24 and above the age of 35 experienced more problems than those between the ages
of 24 and 34. In a study conducted by McCarra (2003), she surveyed 932 graduates who were
elementary education graduates between 1996 and 2000 and who had taught one to three years
as a full-time contracted teacher. McCarra found eight perceived problems that concerned
teachers: (1) relations with parents, (2) accountability, (3) relations with principals, (4)
discipline and classroom management, (5) training issues, (6) inadequate guidance and support,
(7) relations with colleagues, and (8) professional growth.

While policymakers have focused on increasing the attractiveness of becoming a teacher
or lowering the standards to become an educator, these solutions can intensify teacher
shortages. Long-term solutions can be implemented after investigating why teachers leave the
classroom and minimize teacher shortages while prioritizing student achievement. Teacher
turnover harms everyday school operations by disrupting school stability, collaboration, and
collegial relationships among faculty.

As our nation’s school administrators and leaders search for ways to slow the departure

of teachers, it is important to evaluate the level of job satisfaction that teachers are experiencing
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in the classroom. It is assumed that teachers with a high level of satisfaction are more likely to
stay, and Willis and Varner (2010) linked high teacher satisfaction to high productivity and high
student achievement. Therefore, when classrooms are experiencing high teacher retention rates,
the level of job satisfaction should affect the desire to stay in the classroom.

Research indicates that teachers are leaving the profession at unprecedented rates. Phi
Delta Kappa International, a professional association for educators, surveyed 556 public school
teachers and 50 percent of those surveyed say they have considered leaving the profession
(“Frustration in the schools Teachers speak out on pay, funding, and feeling valued,” 2019). In
the same survey, high school teachers were the most likely to say they have considered quitting,
with 61 percent saying they have thought about leaving the profession. One teacher was quoted
in the report as saying, “I am not just considering it. | am getting out. There is no support. We
are asked to do too much for too little money. We are treated like trash by administrators,
students, and parents (‘“Frustration in the schools Teachers speak out on pay, funding, and
feeling valued,” 2019).

A shortage of teachers harms students and the public education system. Lack of
sufficient, qualified teachers and staff instability threaten student’s ability to learn and reduce
teachers’ effectiveness. Low teacher satisfaction consumes economic resources that could be
better deployed elsewhere. The teacher shortage makes it more difficult to build a solid
reputation for teaching and to professionalize it, which further contributes to perpetuating
teacher job dissatisfaction. This study was designed to focus on perceived elements that drive
teacher job satisfaction and keep teachers in the classroom. The problem is that dissatisfied

teachers are leaving the profession.
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Purpose of the Study

It is a mistake to think that teacher supply is the core problem. All too often, quality
teaching is compromised to recruit the quantity of teachers needed to fill the classrooms. Doing
so lowers standards for entry into the education profession, quality teacher preparation is
excused, licensure becomes a box that needs to be checked instead of being a mark of quality,
and the adage that “anyone can teach” gains ground every fall when under qualified teachers are
hired. If we are simply hiring warm bodies just to meet the needs of teacher shortages, we are
mistaking the symptoms for the problem.

Unfortunately, far too little attention has been paid to research pertaining to business
education teachers’ job satisfaction. The role of business education teachers in preparing skilled
and semiskilled workers for employment is significant. To ensure business education teachers
not only strive and survive in the teaching profession, understanding their level of job
satisfaction is the essence of the longevity of business education programs nationwide. This
study examines the factors that contribute to the level of job satisfaction in business education
teachers.

Although prior research considered levels of job satisfaction among teachers, this study
was significant due to its contribution to the understanding of the relationship of the overall
level of job satisfaction with business education teachers. This study was also intended to
identify levels of teacher job satisfaction as it relates to several stakeholders and determine if

there was a level of job satisfaction associated with various demographics.

Research Questions

The following research questions were designed to address the purpose of this study:
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1. What is the perceived level of job satisfaction of business education teachers as it
relates to school administration, colleagues, parents, and students?

2. Is there a relationship between overall teacher job satisfaction of business education
teachers as it relates to school administration, colleagues, parents, and students?

3. What are the differences in the perceived level of job satisfaction of business
education teachers related to gender, ethnicity, grade level currently teaching, years

of experience in the teaching profession and highest degree held?

Theoretical Framework

Understanding job satisfaction requires knowing some of the major theories of
psychology. The concept of job satisfaction, particularly among educators, has not been
examined extensively, and there seems to be little unity in understanding job satisfaction in an
education setting. Fredrick Herzberg’s Motivation-Hygiene theory (Nickerson, 2021)
summarizes the understanding of job satisfaction in education.

In The Motivation to Work (Herzberg et al., 1967), the authors interviewed 200
engineers and accountants. Subjects were asked to describe, “any kind of story you like—either
a time when you felt exceptionally good or a time when you felt exceptionally bad about your
job” (p. 35). Over the course of twelve investigations in similar organizations, Herzberg
classified the work dimensions into motivators and hygiene factors. Motivators were the
satisfying events described in the interviews. They included achievement, recognition, work
itself, responsibility, advancement, and growth. When employees recalled a story where they
felt “exceptionally bad,” they often spoke of company policy and administration, supervision,

relationship with supervisor, work conditions, relationships with peers, personal life, and
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security. Herzberg classified these as hygiene factors and he noticed that they were primarily

disruptions in the external work context, while the motivators dealt with internal states of mind.

The researcher built the conceptual model shown in Figure 1 to visualize

interrelationships of the variables in Herzberg’s theory. The model contains major constructs:

personal characteristics, perceived work environment, and job satisfaction (see Figure 1).

Influences on the
Work Environment

e

Personal Characteristics
* Gender

Ethnicity

Current Teaching Grade Level
Years in the Teaching Profession

Highest Degree

Perceived Work

Outcome of the Work

Environment

Motivators
Student Behavior
Student Discipline
Classroom Management
Support
Guidance
Student Motivation

Relationships with Administration

Relationships with Colleagues
Relationships with Parents
Relationships with Students
Professional Growth
Accountability

Training

Personal Quality of Life

Job Security

Campus Security

~

/

Figure 1
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The conceptual model drives three research questions of this study: What is the
perceived level of teacher job satisfaction as it relates to school administration, colleagues,
parents, and students? Is there a relationship between overall teacher job satisfaction of business
education teachers as it relates to school administration, colleagues, parents, and students? In
addition, what are the differences in the perceived level of job satisfaction of business education
teachers related to gender, ethnicity, grade level currently teaching, years of experience in the
teaching profession and highest degree held?

Definitions of Terms

Business Education Teacher: The focus for business education teachers is transferring
the skills and knowledge students need to become quality business professionals. They teach
business-related courses such as accounting, human resources, labor relations, finance,
marketing, and management (Teacher Certification Degrees, 2019).

Job Satisfaction: The feeling of contentment or a sense of accomplishment, which an
employee derives from his/her job. It is a result of appraisal that causes one to attain their job
values or meet their basic needs. It helps in determining to what extent a person likes or dislikes
his/her job. It could also serve as a motivation to work (What Is Job Satisfaction? Definition,

Features and Causes - Business Jargons, 2017).

Limitations

Limitations are the conditions beyond the control of the researcher that may place
restrictions on the conclusions of the study and their applications to other situations. The
limitations of this research include (a) the results are based only on the participants who are
members of the National Business Education Association and (b) self-reporting survey

instrument. The findings may not be representative of teachers in other schools or school
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districts due to differences in geographic location, school population size, student

demographics, and faculty characteristics.

Delimitations

Delimitations are the boundaries beyond which the study was concerned. This study was
conducted in July 2020 before the effects of the COVID-19 pandemic were apparent. The
results of the survey do not include the job dissatisfaction of teachers as we navigated the
uncharted waters of the 2020-2021 school year. Therefore, the literature or results do not

include any information regarding the COVID-19 pandemic.

Assumptions of the Study

It was assumed that participants answered the questions on the survey instrument
truthfully and that they were representative teachers in the population. It was also assumed that
teachers wanted to participate voluntarily and were able to complete the survey without any

assistance. The sample size was sufficient to conduct the study.
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Chapter 2

Review of Literature

The review of literature will include the following topics:
A Brief History of Public Education in the United States
Job Satisfaction
Theories on Job Satisfaction
Research on Teacher Job Satisfaction
Personal and Professional Characteristics of Teachers
Teacher Job Satisfaction in Relation to:

School Administration

Colleagues

Parents

Students

Summary

A Brief History of Public Education in the United States

Beginning with the settling of the early American colonies and continuing through the
twenty-first century, our public education system is one of the principle entities through which
knowledge and cultural values have been distributed across multiple generations. As a result,
important social and political changes that have occurred in America, as well as globally, have
shaped public school systems. The relationship between public schools and society highlights

the vital role of public education in our country (Mendez et al., 2017).
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During the Colonial era, education was used to promote religious doctrine. The initial
objective of the first schools in the original colonies was to teach boys to read the Bible. In the
eighteenth century, schools were financed by a combination of local allocations and fees were
charged to families who had children attending school. One teacher instructed all students in a
single room. However, anything beyond learning basic literacy and mathematics required
attendance at a private academy. While America worked on gaining its independence and
forming the new republic during the Revolutionary War, the new leaders were concerned about
educating their citizens — although their vision was limited to White male landowners. It was
illegal to teach enslaved Africans to read and write during the colonial era. After the nation
gained its independence, religious instruction and basic literacy were sometimes encouraged in
the northern states. During the Industrial Era, the expansion of public education was a result of
switching from agricultural to industrial. In this era, education was about the assimilation of
Americanization to new immigrants. Teachers had limited education and there were no formal
credentials. The usual standard for training as a teacher was as simple as passing a competency
exam and interviewing with the local school board. This started to change in 1823 with the
creation of two-year normal or teaching schools, but in many parts of the United States,
teaching did not require a four- year college degree until after World War I1. Despite these and
other issues, by 1870 all states had free elementary schools (Singer, 2015).

Until the twentieth century, secondary education was a small-scale experience, reserved
for the privileged, rather than the universal democratic institution of today. In the late nineteenth
century, there were only 500 public high schools with 50,000 students in the United States
(Boyer & Carnegie Foundation for the Advancement of Teaching, 1983). Even as late as 1910,

only about ten percent of American youth attended high school. However, things were
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changing. By 1920, most urban high schools offered four high school tracks: college
preparatory, commercial (prepared young women for office work), vocational (industrial arts for
males and home economics for females), and general studies (which offered a diploma without
any training). In 1935, about 40 percent of Americans had a high school diploma. This

increased to 50 percent by 1940, although the rapidness of the increase is misleading. Many
young men and women stayed in high school during the Great Depression because there were
no jobs available. During the twentieth century, the percentage of teenagers who graduated from
high school increased from about six percent to about 85 percent (Singer, 2015).

The Smith-Hughes Act of 1917 was the first authorization for the Federal funding of
vocational education. Subsequent legislation for VVocational Education — now known as Career
and Technical Education — included the Vocational Act of 1973 and the Carl D. Perkins Act of
1984, also known as “Perkins.” Perkins was reauthorized as the Carl D. Perkins VVocational and
Applied Technology Act in 1990. The purpose of Perkins is to develop more fully the academic,
career, and technical skills of secondary and postsecondary students who elect to enroll in career
and technical education programs. There have been several updates to Perkins since it was first
signed into law. We now operate under Perkins V (Carl D. Perkins Career and Technical
Education Act of 2006, Pub. L. No. 116-6, (2019).

The National Commission on Excellence in Education published A Nation at Risk (A
Nation at Risk: The Imperative for Educational Reform A Report to the Nation and the
Secretary of Education United States Department of Education by The National Commission on
Excellence in Education, 1983), which had a profound influence on the public regarding
education reform. The commission was appointed to assess the quality of teaching and learning

in our Nation’s public and private schools, colleges, and universities. The report mentioned,
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“the dedication of teachers that keeps them serving in schools and colleges, even as the rewards
diminish” (p. 16). The Commission found that, “Not enough of the academically gifted students
are being attracted to teaching; that teacher preparation programs need substantial improvement;
that the professional working life of teachers is on the whole unacceptable; and that a serious
shortage of teachers exists in key fields” (p. 20).

The last several years have been marked by top-down education policies that promote
testing over teaching, competition over collaboration, austerity over investment, and
scapegoating teachers rather than valuing them (Weingarten, 2017). In 2001, the United States
entered a new era of education accountability with the establishment of the No Child Left
Behind Act of 2001 also known as NCLB. The primary purpose of NCLB was to ensure that all
students in every public school achieve important learning goals while being educated in a safe
classroom by well-prepared teachers. The act was to employ four key principles: accountability
for results; greater flexibility for states, school districts and schools in the use of federal funds;
more choices for parents of children from disadvantaged backgrounds; and an emphasis on
teaching methods that have been demonstrated to work (No Child Left Behind Act of 2001 (2002
-H.R. 1), n.d.).

On December 10, 2015, President Obama signed Every Student Succeeds Act (ESSA),
legislation to rewrite the Elementary and Secondary Education Act and replace NCLB (Hunt,
2015). ESSA provides support to high schools where one-third or more of students do not
graduate. It also provides support to schools with groups of traditionally underserved students
who consistently demonstrate low performance. The law requires data on student achievement

and graduation rates to be reported as well as action in response to that data. However, unlike
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NCLB, states, districts, and schools will determine what support and interventions are
implemented.
Job Satisfaction

The high amount of education reform, which school districts have seen recently, has
influenced teacher job satisfaction. These federal mandates require that all schools employ staff
of “highly qualified teachers.” The definition of a “highly qualified teacher”” means that teachers
be fully licensed by the state department and must not have had any certification waived on an
emergency basis. However, these mandates do not address the topics of poor incentives and
stress related implications from the focus of high-stakes standardized testing — which all lead to
job dissatisfaction.

Even though it is recognized as a powerful force, job satisfaction is difficult to narrow
down in precise terms. However, there is a general agreement that job satisfaction is a vital
ingredient in the success of any school. Low job satisfaction can make people unhappy,
insecure, and indifferent. The effects of satisfaction are easier to identify than the concept.
Excessive absences, fighting, and laziness are by products of low satisfaction, whereas
dependability, cheerfulness, and enthusiasm are signs of high satisfaction (Picincu, 2011).
Levels of teacher job satisfaction affect productivity in our classrooms. If there is high teacher
job satisfaction, the staff will do its best to promote effective learning.

One of the earliest reports on job satisfaction defined the term as “any combination of
psychological, physiological, and environmental circumstances that causes a person truthfully to
say, ‘I am satisfied with my job’” (Hoppock, 1935, p. 47). The report by Hoppock explained

that some aspects of the job might be considered satisfying by the employee while others are
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dissatisfying. Overall satisfaction with a job is a combination of the balance between the
satisfiers and dissatisfiers of the job.

Researchers have provided other definitions of job satisfaction since this early
contribution. Herzberg, Mausner, Peterson, and Capwell (1957) explained that job satisfaction
is a multi-dimensional attitude. The authors identified three aspects of job satisfaction
including: (a) specific activities of the job, or intrinsic satisfaction; (b) place and working
conditions of the job; and (c) factors including economic rewards, security, or social prestige.

Locke (1976) defined job satisfaction as “a pleasurable or positive emotional state
resulting from the appraisal of one’s job or job’s experiences” (p. 1304). Job satisfaction can
also be described as the relationship between what an individual wants from his/her job and
what the individual perceives the job offers. Locke found that employee satisfaction resulted in
lower absenteeism and turnover.

Job satisfaction was defined by Spector (1997) as the degree to which a person likes or
dislikes a job. The notion of job satisfaction is significant to most work withdrawal behavior
theories. Spector explained that job satisfaction has been studied by researchers from both the
global perspective and facet approach. The global approach viewed satisfaction as an overall
attitude regarding the job and was primarily used by researchers comparing job satisfaction to
another variable such as turnover or commitment. The facet approach viewed satisfaction in
relation to a person’s attitude regarding specific aspects of their job and was used by researchers
interested in improving an individual’s satisfaction levels. Aspects of the job considered by the
facet approach could include salary, policies and procedures, or recognition. Spector also noted
that these two approaches were often used together to obtain a complete understanding of

satisfaction.
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The American Psychological Association (Weir, 2013) suggests that one of the first
things a person may ask you upon meeting you for the first time is, “What do you do?”” These
four words may seem meaningless, but when this question is incorporated into a full equation of
variables such as life, work, family, values, happiness, and meaningfulness the question is quite
powerful, as one realizes how much influence the job we do has on our lives, during work and
away from work. The Society of Human Resource Management (SHRM, 2016) conducted a
nationwide study focused on United States employees reported overall job satisfaction. The
SHRM (2016) study concluded that 88 percent of those investigated reported being satisfied
with their current job. However nearly half of those surveyed indicated that they would be likely
or very likely to look for a job outside of their current organization within one year (SHRM,
2016). The SHRM (2016) survey further details the top ten contributors to employee job
satisfaction: (1) the respectful treatment of all employees at all levels; (2) overall compensation;
(3) overall benefits; (4) job security; (5) trust between employees and managers; (6)
opportunities to use skills and abilities in your work; (7) organization’s financial stability; (8)
relationship with immediate supervisor; (9) feeling safe in your work environment; and (10)
supervisor’s respect for employee ideas. The results of the SHRM (2016) study serve as a
warning to organizations, to take note that employees (a) value the organizations culture, (b)
compensation is becoming an increasing importance, (c) employees want to feel valued, and (d)
employees feel the need to be included (p. 9).

An expansive search for job satisfaction returned several definitions of job satisfaction.
Vroom (1964) states that some versions of job satisfaction use terms interchangeably such as
job attitudes, workplace satisfaction, employee morale. Hoppock (1935) defines job satisfaction

as “any combination of psychological, physiological, and environmental circumstances that
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causes a person to say, ‘I am satisfied with my job’” (p. 47). Vroom (1995) refers to job
satisfaction as “affective orientations on the part of individuals toward work roles that they are
presently occupying. Positive attitudes toward the job are conceptually equivalent to job
satisfaction and negative attitudes toward the job are equivalent to job dissatisfaction” (p. 115).
Weiss (2002) contends that one’s experience with job satisfaction is an attitude shaped by
“positive (or negative) evaluative judgment one makes about one’s job or job situation” (p.
175). Locke (1976) has the most simply stated definition of job satisfaction, “a pleasurable or
positive emotional state resulting from the appraisal of one’s job or job experience” (p. 1300).
Each of these definitions emphasizes that cognitive evaluation as well as emotional or affective
behaviors play a significant role in shaping the attitudes of employees and their meaning of job
satisfaction.

Theories on Job Satisfaction

There are several theories that contribute to the concept of job satisfaction. Abraham
Maslow’s Hierarchy of Needs, Herzberg’s Two-Factor Theory, Hulin and Blood’s Reference
Group Theory, Theory of Work Adjustment, Locke’s Discrepancy Theory, and Hackman and
Oldham’s Job Characteristics Model were the major theories found in the literature that have
been used to explain teacher job satisfaction.

Abraham Maslow developed one of the first theories that examined the contributors to
job satisfaction. Although his needs hierarchy was drawn to explain human motivation, the
theory is applicable to the work setting and has been used to explain job satisfaction. According
to Maslow, job satisfaction is achieved when the job and its environment meet the needs of the
individual (Maslow, 1954). The hierarchy of needs includes physiological, social-emotional,

safety, love and belongingness, esteem, and self-actualization. In his theory, Maslow stated that
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self-actualization would not be met until all the lower and most basic needs are satisfied. Once
the basic needs of hunger, thirst, shelter, and safety are fulfilled, the needs on the next level
become the priority. The last step on Maslow’s hierarchy of need is where the staff member
seeks to self-actualize; where they need to grow and develop to become everything they can
become. People who feel empowered and have realized self-actualization tend to have higher
job satisfaction. When someone feels connected, safe, and has a sense of belonging to their
career, the higher-level needs of esteem and self-actualization can be realized (Maslow, 1943).

Within a school district, safety is one of the benefits that help staff members meet their
basic physiological needs. Safety needs can manifest itself through faculty members feeling
physically safe in their school buildings, as well as job security. When a school’s staff feels
safe, they can focus on their job and feel as though they are a valuable part of the school
community. With the feeling of safety, the staff will have positive relationships with colleagues
and supervisors. Once satisfied, the faculty members will seek to feel as though they are valued
and appreciated by their colleagues and their school district. The researcher took Maslow’s

hierarchy of needs and created a pyramid specifically for education (see Figure 2).
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I am inspired. | want to
help my students succeed

Importance

| feel valued and am glad
I chose teaching as a career

Belonging
I am not growing professionally and would
leave if tempted. | don’t like my colleagues.

Disengaged
I don’t feel safe in my building or about my job.
I don’t interact with or teach my students.

Survival

I'm just here because it's a “job.”
| never go above and beyond.

Figure 2

Herzberg et al. (1967) categorized job satisfaction into two factors: motivators and
hygienes. Their Motivator-Hygiene Theory suggests that job satisfaction and dissatisfaction are
not two opposite ends of the spectrum, but instead are two separate and often unrelated
concepts. Herzberg felt the factors leading to job satisfaction are separate and distinct from
those that lead to job dissatisfaction. For example, remedying the causes of employee
dissatisfaction does not create job satisfaction. If there is a hostile work environment, giving an
employee a promotion will not make them satisfied. If there is a healthy work environment but
the satisfaction factors are not provided, the work the employees are accomplishing will still not
be satisfying.

Herzberg defined motivators as intrinsic factors, which tend to be the less tangible and

more emotional needs of Maslow’s hierarchy and are represented in the higher levels of his
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pyramid. Examples of motivators are good feelings about a job, recognition, accomplishment,
and professional growth. Employers should recognize that although these needs may fall out of
the traditional scope of what a workplace should provide, they could be critical to strong
individual and team productivity.

Hygiene factors are the more tangible and basic needs of Maslow’s Hierarchy and are
represented on the lower levels of his pyramid. They were defined as extrinsic motivators like
positive working conditions, job security, safety, and interpersonal relationships. It is important
for employers to realize that providing appropriate and expected extrinsic motivators will foster
job satisfaction and increase motivation among employees.

If school administrators want to increase their faculty’s level of job satisfaction, they
should be concerned with the nature of the work itself and the opportunities for their staff to
gain status, assume responsibility, and achieve self-realization. However, if they want to reduce
dissatisfaction, they must focus on the environment of the school and its policies, procedures,
and working conditions. To ensure a satisfied staff, principals must pay attention to both sets of
job factors.

Hulin and Blood’s Reference Group Theory (1968) referred to the thought that
employees compare their success on the job to others, namely their friends, colleagues, and
others in the industry. Hulin and Blood theorized that the understanding of groups to whom
individuals relate is critical to understanding their level of job satisfaction.

The Theory of Work Adjustment (Dawis et al., 1968) is based on the idea of
correspondence or a reciprocal relationship between individuals and their work environment.
Work adjustment was the process by which an individual fulfills the requirements of the work

environment, and the work environment fulfills the requirements of the individual. Work
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adjustment was indicated by an individual’s level of job satisfaction. Job satisfaction was the
extent to which the individual can meet job demands and was a function of the relationship
between the individual’s abilities and the ability requirements of the job. Job satisfaction was
the extent to which the job meets the expectations and needs of the individual. The balance
achieved between the individual and the work environment created tenure. Tenure was defined
as remaining on the job. As levels of job satisfaction increased, the probability of tenure also
increased.

Many theorists have tried to formulate why people feel the way they do concerning their
job. In his study titled The Nature and Causes of Job Satisfaction, Locke (1976) developed the
idea known as Discrepancy Theory. He suggested that someone’s job satisfaction comes from
what they feel is important rather than the fulfillment or un-fulfillment of their needs. His
Discrepancy Theory suggests that dissatisfaction will occur when a person receives less than
what they want.

In their Job Characteristics Model, Hackman and Oldham (1976) explained that job
satisfaction occurs when the work environment encourages intrinsically motivating
characteristics. The Job Characteristics Model summarizes and integrates a large amount of
research by identifying the key features of jobs, which affect employees’ attitudes and
behaviors. They identified five key characteristics: skill variety, task identity, task significance,
autonomy, and feedback. The theory is that if an organization identifies these characteristics,
they will lead to greater personal and work outcomes, a high internal work motivation, high
quality work performance, and lower levels of absenteeism and turnover.

Hackman and Oldham (1976) state that the theory is not expected to work with equal

effectiveness for all individuals. Those individuals who strongly value personal feelings of
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accomplishment and growth should respond highly to a job high in motivating potential. On the
other hand, individuals who do not value growth and accomplishment will feel anxiety of
discomfort by it, therefore identifying employee growth-need-strength.

The Job Characteristics Model has been utilized in education research. The model was
used in research of 393 teachers in twelve elementary schools in Jeffersonville and St. Francois
counties in Missouri (Gibbons, 1995). While examining the results of the findings, a
relationship among job dimensions, psychological states, and personal work outcome measures
was revealed. The results mirrored the previous findings of Hackman and Oldham.

McLawhon and Cutright (2012) found that people’s behavior results from their
perception of their capacity in the workplace and their perceived estimation of rewards for
doing their part. Their research found that job satisfaction is dependent upon how closely a
person’s abilities match the job and how closely the person’s needs are met.

A fundamental requirement for helping our students succeed is to provide a quality
education. A quality education begins with highly qualified individuals who know high levels of
job satisfaction with the necessary knowledge and skills to enter the teaching profession and
remain employed in this occupation. When a healthy school environment exists and teacher
satisfaction is high, “teachers feel good about each other and, at the same time, feel a sense of
accomplishment from their jobs” (Hoy, 2016).

Research on Teacher Job Satisfaction

Hadaway (1978) used the Theory of Work Adjustment as the foundation for his study of
personal characteristics related to the job satisfaction of high school business teachers. The
research indicated that business teachers were most satisfied by four intrinsic items: (a) social

service, (b) moral values, (c) activity, and (d) creativity. The teachers were least satisfied by two
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intrinsic items: (a) compensation, and (b) advancement. They were also least satisfied by two
extrinsic items: (a) school policies and procedures, and (b) recognition. Hadaway concluded that
both intrinsic and extrinsic factors could cause dissatisfaction among teachers, while only

intrinsic factors contribute to teacher job satisfaction.

Neuman (1997) examined the Theory of Work Adjustment and the concept of
satisfaction to determine if the theory was applicable to the teaching profession. The research
indicated that general satisfaction among secondary teachers was low. In addition, items with
the highest degree of satisfaction were intrinsic factors, while the items with the lowest degree
of satisfaction were extrinsic factors. Neuman concluded that intrinsic factors are important to
retain quality teachers because they satisfy teachers’ higher order needs and serve as internal

motivators.

A comparison of the perceptions of secondary school teachers and principals concerning
factors related to job satisfaction and job dissatisfaction were studied in conjunction with
Herzberg’s Two-Factor Theory (Ulriksen, 1996). The findings from the study supported
Herzberg’s theory. Teachers indicated the most job satisfaction from the intrinsic factors of
recognition, achievement, and work itself. Principals also correctly perceived these factors as
contributors to job satisfaction. Overall, Ulriksen found the intrinsic factors contributed more to
job satisfaction than to job dissatisfaction, which was consistent with Herzberg’s theory.
Teachers indicated the most job dissatisfaction from the extrinsic factors of policies and
administration and interpersonal relationships-subordinates (Ulriksen, 1996). The concept of
interpersonal relationships-subordinate in an educational setting resulted in a direct impact on
the work itself since students were considered the subordinates. Based on the results of the

study, Ulriksen does not recommend the direct application of Herzberg’s theory from a business
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setting in respect to this factor. Overall, Ulriksen found the extrinsic factors contributed more to
job dissatisfaction than to job satisfaction. However, principals incorrectly perceived the effects
of the policies and administration, interpersonal relationships-subordinates, and supervision
factors on the satisfaction and dissatisfaction of teachers. They also incorrectly perceived their

behavior having a positive impact on the teachers’ satisfaction.

In a study of the job satisfaction of high school journalism teachers, Dvorak and Phillips
(2001) used Herzberg’s Two-Factor Theory to identify predictors of job satisfaction. The results
of the study indicated that the teachers felt generally satisfied. If given the opportunity to return
to college to start over again, 70 percent of the teachers indicated they would again choose
teaching. Dvorak and Phillips found a mix of intrinsic and extrinsic factors predicted the job
satisfaction of these teachers. Intrinsic predictors included advancement, work itself, and
responsibility. In contrast to Herzberg’s theory, working conditions, salary, and job security

were extrinsic factors that were significant predictors of job satisfaction for this sample.

Personal and Professional Characteristics of Teachers

Studies of job satisfaction and teacher retention usually use teacher personal
characteristics such as age and gender, teacher professional characteristics such as years of
teaching experience, and degree level. Sims (2018) presented evidence of teachers’ age being
weakly correlated with job satisfaction, while gender had no effect. Studies on teacher turnover
in the United States demonstrate that young teachers depart from schools at higher rates than
their middle-aged colleagues and that women are more likely to leave schools (Borman &
Dowling, 2008; Guarino, et al., 2006; Ingersoll, 2001; Kukla-Acevedo, 2009). These results

may be attributed to the fact that younger female teachers leave schools for reasons of family
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rearing; however, these teachers are also more prone to return to teaching afterwards (Allen,
2005).

Several studies examined ethnicity and job satisfaction among faculty members.
Sabharwal and Corley (2009) found that Asians and Pacific Islanders were more dissatisfied
than Whites/Caucasians, but Blacks/African Americans were equally or more satisfied than
Whites/Caucasians. Another study completed at Cornell University (2006) found that faculty
members’ job satisfaction did not significantly vary by race.

Literature suggests that teacher identity is central to sustaining motivation, efficacy, job
satisfaction, and commitment, and these attributes are crucial in determining teacher retention.
While the benefits associated with a strong sense of teacher identity are great, teachers face
unique challenges and tensions in developing their professional identity. Pressure that exists in a
teacher’s personal life can affect their identity, which can further affect their job satisfaction
(Day et al., 2006). Standardized test results, classroom management, motivating students, and
professional relationships construct teachers’ professional characteristics. Teachers are also
heavily influenced by how they feel about themselves as well as how they feel about their
students. This causes an unavoidable relationship between teachers’ professional and personal
characteristics due to the significant amount of personal investment involved in being a
classroom teacher. Kelchtermans (1993) stated that a teacher’s identity evolves over time and
consists of the following five interrelated parts:

e Self-image: how teachers describe themselves through past experiences and stories
e Self-esteem: how an individual is defined by self or others
e Job motivation: decisions teachers make when deciding to stay, remain committed, or

leave the job
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e Task perception: how teachers define their jobs
e Future perspective: ambition or expectation for future growth of their job

The emotional climate of the school and classroom will affect the attitudes of teaching
and learning (Day, et al., 2006). When examining students’ academic achievements and growth,
emotions—excitement, fear, joy, and anger—can be extensive. This emotional investment can
disrupt the effective state of a teacher. When teachers lose control over educational principles or
when trust or respect from parents is diminished, teachers experience a range of negative
emotions—frustration, stress, anxiety, or sadness (Day, et al, 2006). Emotions play a key role in
the make-up of a teacher’s personal and professional identity.

Teaching is a stressful job due to increasing demands from administrators, colleagues,
parents, and students. Teacher stress is positively related to teacher-student rapport and low
level of teacher effectiveness (Abel & Sewell, 1999; Kokkinos, 2007). Excessive amounts of
teacher related stress could lead to teacher burnout, mediocre performance, or loss of job
satisfaction. Although teacher related stress is unavoidable, strong leadership from school
administration can help alleviate some of the challenges that are associated with stress.
Communication among school staff and strong collegiality helps educators experience lower
levels of stress and higher levels of job satisfaction, therefore leading to more commitment in
the classroom (Klassen et al., 2010).

Teacher Job Satisfaction in Relation to:

School Administration. The role of school administration has been evolving since its
beginning. The issue has been mostly around whether the principal is a manager of the building
or a leader of the school. For much of the twentieth century, the role of school administration

was that of manager where the principal was expected to uphold district mandates, manage
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personnel, manage the budget, and handle other operational issues (Usdan, et al., 2000).
Because of these duties, principals have a small voice in the education reform debates. Maehr,
et al. (1992) state, “People are more personally invested in their work with an organization
when they have a voice in what happens to them, and their work has meaning and significance

in contributing to a higher purpose or goal” (p. 423).

Principal leadership plays a significant role in teacher turnover. Teachers identify the
quality of administrative support as a key factor in decisions to leave a school. In addition,
teachers point to the importance of school culture and collegial relationships, time for
collaboration, and decision-making input—areas in which the principal plays a significant role
(The role of principals in addressing teacher shortages, 2017).

According to Clays (2021), the main reasons teachers walk away from their jobs is
because of the poor working conditions, unreasonable demands, and unrealistic expectations
they face every day. Collectively, these issues make the teaching profession unbearable for even
the best educators. She identified several areas where school administration could assist:

(Teachers) don’t have time to use the bathroom, they’re tired of bad student behavior,

and teachers’ planning time is consumed by meetings. Instruction is always in

competition with school programs, they’re asked to take on too many roles, and keeping
their students engaged keeps getting harder. Teachers must share their classrooms and
desks with other educators and bullying among teachers is on the rise. They aren’t
allowed to give students failing grades, students are coming to school increasingly
unprepared to learn, and there’s too much pressure to teach to the test. School violence

is increasing, and teachers feel pressured to not speak out about their concerns (p. 2).
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Clays went further stating, “Educators feel pressured to not send students to the office.
Administrators want us to handle student behavior problems in the classroom...The truth is,
many teachers just keep allowing their students to act out in the classroom, disrupting learning,
and being disrespectful because they have run out of options” (p.4).

In a study conducted by Will (2017), 25 percent of teachers were dissatisfied due to
testing and accountability measures, 21 percent of teachers were unhappy with the school
administration, and 21 percent were dissatisfied with their teaching careers. The study also
found that non-elementary teachers are more likely to move schools or leave teaching entirely.

Treating teachers in ways that support and empower them, for example involving them
in decision-making and acknowledging their expertise, administrators can help satisfy their
teachers. School administrators can make a real difference and ignoring building principals’
voices is a huge mistake. Local, state, and federal policymakers have a role to play in recruiting
and training principals. The education law that passed in 2015, ESSA put a new emphasis on the
development of principals. ESSA provides one such opportunity, as local and state
policymakers can leverage federal ESSA funding to strengthen principal preparation and
development (The role of principals in addressing teacher shortages, 2017).

Tom Boasberg, Denver’s superintendent, put it this way: “Your ability to attract and
keep good teachers and your ability to develop good teachers, in an unbelievably challenging
and complex profession, is so dependent on your principals” (p. 1). Most other knowledge-
based professions, he added, pay more attention to grooming leaders than education does
(Leonhardt, 2017).

According to Wang (2019), one-way principals can support teachers is to give them

more opportunities to express their opinions and allow teachers to have a voice. Hearing teacher
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input improves their connection with their work and enables educators to become more
involved. Principals can increase teacher job satisfaction by actively standing behind their
teachers. Effective principals are guardians of teachers’ time. They can assist teachers with
student discipline matters, allow teachers to develop discipline codes, and support teachers’
authority in enforcing those policies. (Blasé & Kirby, 2009).

Although it is a teacher’s responsibility to take steps that preserve their professional
satisfaction, they must be encouraged, supported, and appreciated by the broader school
community. When teachers are provided with what they need to remain inspired and dynamic in
the classroom by school administration, teachers, parents, students, and all stakeholders will be
the beneficiaries.

Teachers are more likely to remain in the classroom when they feel supported by
administrators. In fact, principal support can matter more than even teacher workload when it
comes to decisions to stay at or leave a school. This support can take many forms, including
providing emotional and instructional support. School leaders who support teachers with
instructional resources, teaching materials, and professional learning opportunities have also
been associated with lower teacher attrition rates. Principals at schools with reduced teacher
turnover also ensure that teachers have the necessary communication channels and sensible
budgets to address the learning needs of all their students (The role of principals in addressing
teacher shortages, 2017).

Meister (2010) discovered that having a supportive and understanding principal and
community enhances an educator’s success and satisfaction in their job. If a principal exhibits

behavior that ensures a sense of safety for their teachers, the outcome is satisfied educators. A
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strong school building and community stems from an administrator’s professionalism and
supports a better education for all children.

Colleagues. Research shows that collaboration on a change process ties directly into job
satisfaction (Meister, 2010). Meister found that educators become inspired, learn, grow
professionally, and find their identity within a group. Therefore, collaborating within a group
setting is a powerful strategy and allows educators to feel competent. Collaboration is also
beneficial because it allows teachers to attempt innovations they might not have attempted on
their own. Thus, teachers working with a group are provided with built-in support that enables

them to talk about their teaching and learning (Meister, 2010).

Professional learning communities with colleagues are essential to developing a trusting
relationship amongst educators (Mcneil, 2000). Because of the work community and the
established relationships between coworkers, George and Jones (2005) believe that coworkers
can also influence employee job satisfaction. Many researchers have corroborated George and
Joneses (2005) study by highlighting those employees who support each other develop a festive
work atmosphere and improves the job satisfaction for the work community (Churchill et al.,
1974; Wright & Kim, 2004).

Workplace relationships and interactions have an impact on employee job satisfaction
and retention. Relationships with colleagues, a sense of collaboration and community among
faculty, and recognition from other teachers have all been cited as factors for teachers’
willingness to stay in the profession (Bogenschild, et al., 1988). Many teachers want to spend
more time collaborating with colleagues (Shah, 2012). Developing a collaborative culture can

help schools retain talented teachers. School administration can help create this culture by
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building collaboration sessions into teachers’ schedules and appointing “teacher leaders” who
can take ownership over the sessions’ content and character (Nutter, 2019).

These teacher leader roles serve a dual function: by taking charge of team meetings,
teacher leaders not only perform a relevant, meaningful administrative function, but also
improve their upward mobility in the field. Stepping into these roles can vastly improve
teachers’ job satisfaction as studies show teachers who leave the profession often do so because
of a lack of leadership opportunities (Nutter, 2019).

Building collaborative relationships among teachers has been proven to increase teacher
job satisfaction. Teachers have so much to share with each other, but it can be difficult when
time is limited during the school day. With packed schedules, piles of grading, and the endless
pressure to prep for tomorrow, it is no wonder many teachers spend little time outside their own
classrooms. Some schools have realized that when teachers have regular, structured
opportunities to learn together, innovative ideas are more likely to travel from one classroom to
the next (Boss, 2018). When a school district provides venues for teachers to collaborate with
each other, a positive work environment is developed. Collaborative relationships are built on
trust and serve as an effective form of professional development for improving classroom
instruction (Wang, 2019).

Encouraging teachers to learn together is hardly a new concept. More than three decades
ago, Little (1982) identified teacher collaboration with colleagues as a cornerstone of school
success. This collaboration included time for colleagues to discuss classroom challenges, design
learning materials together, and analyze each other’s practice. Collaborating with colleagues is
also listed as a key feature of what makes for effective professional development (Darling-

Hammond, et al., 2017).
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Collaboration takes time and planning. If classroom observation becomes part of a
school’s strategy, administrators must make time during the regular school day for shared
professional learning among the staff. School leaders should also have to have clear objectives
for the program of observation, and protocols to keep discussion on track and to ensure that the
time is not wasted (Boss, 2018).

Employees, especially educators, seek to be treated with respect by those they work
with. The building principal should be cognizant of their staff’s moods and ask if there is
anything they can do from an employer/employee standpoint. If a teacher’s issue stems from the
classroom, this gives the teacher an open door to discuss concerns with the school
administration. Similarly, the hallway neighbors should watch out for each other and be aware
of any issues that may arise because of teacher job dissatisfaction.

Parents. Regardless of the level of education, years of teaching experience, supportive
school administration, having involved parents is related to high levels of teacher satisfaction
(Perie et al., 1997). Today, the level of education of parents is much higher than in the past
(Lamar University, 2019). Parents with a high level of education tend to involve themselves
more in their children’s education, even in the daily work at school (Black-Branch, 1996).
However, in a study of German teachers, Stoeber and Rennert (2007) found that constant
demands from parents negatively predicted teacher job satisfaction. If their students’ parents do
not trust an educator, if parents criticize an educator, or if parents feel the educator is
uncooperative, there may be a strain on a teacher’s job satisfaction. Any or all these situations
may increase anxiety, create a feeling that the teacher is not doing a respectable job, resulting in
lower self-efficacy, and need for self-protection, with profound consequences for teachers’

attitudes and job satisfaction.
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All too often, parents look to school administrators to discipline teachers if their child
has failures while having no expectations for their child to change. This is an exceedingly
difficult and tricky situation to navigate, and if a teacher does not have the support of their
school administration, teachers will find themselves continuously in conferences being

reprimanded with little positive outcomes.

On a more positive note, a report done by Loewus (2012) indicates that parent
engagement has increased over the last 35 years. Fewer teachers and parents today than in 1987
say that parents take too little interest in their children’s education and fail to motivate their
children to learn. There is also a strong correlation between parent engagement and teacher
satisfaction, according to the report. Fifty-seven percent of teachers in schools that have high
parent engagement say they are very satisfied with their job, whereas only 25 percent in schools

with low parent engagement indicate the same.

Students. Research has established a relationship between teacher satisfaction and
student achievement (Adams & Bailey, 1989). The findings indicate that secondary school
teacher satisfaction depends in part on whether their students are high scholastic achievers.
Similarly, student achievement tended to increase as a function of positive teacher satisfaction

(Leslie, 1989).

The school building is an achievement arena not only for students but also for teachers
who strive to succeed at their job. The ability to manage students in a classroom setting is a
critical factor in any educational institution. When a student’s behavior is disruptive and the
teacher does not react, instructional time is lost for all students. To reach the various
instructional goals required of educators, it is necessary for teachers to deal with students’

disruptive behavior in each classroom. Classroom teachers who doubt or consider their abilities
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weak with classroom management are quick to consider student misbehavior as threats, which
they would prefer to avoid (APA PsycNet, n.d.). Teachers cannot avoid classroom management

tasks if they are to reach educational goals.

When students do not comply with the classroom’s general expectations, negative
student behavior may correlate with teacher job satisfaction (Kohut, 2014). For instance, a study
done by Ruggeri-DiLello (2015) indicated how student discipline had a strong relationship with
teacher satisfaction and negative student behavior with teacher satisfaction. To further explain
the correlation found in Ruggeri-DiLello’s (2015) study, Cooper and Yan (2014) highlight
teachers’ confidence in their ability to competently deal with negative student behavior may
affect their job satisfaction. When teachers lose job satisfaction because of negative student
behavior, teachers often display heightened dissatisfaction with other job elements (Calitz, et
al., 2014).

Teacher job satisfaction contributes to the quality of work performed in the classroom
(Cranny et al., 1992). The quality of work performed by the faculty in a school affects
numerous areas. The most important stakeholder affected by teacher performance is the
students. Students are the lifeline of any school building. Therefore, keeping teachers satisfied
with their jobs and reducing the number of teachers leaving the classroom is one of the most
important tasks in maintaining the effectiveness of our school systems.

Summary

Teachers represent one of the most important groups of professionals for America’s
future (Bishay, 1996; Duncan, 2015). Unfortunately, teachers also represent one of the most
dissatisfied groups of professionals in the United States (Ingersoll, et al., 2014). In fact, a survey

headed by Richard Ingersoll investigating why teachers leave their profession, 48 percent of the
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teachers surveyed selected job dissatisfaction over options such as family or personal reasons, to
pursue other jobs, school staffing action, or retirement (Walker, 2015). Job satisfaction of
teachers has been an issue of concern for nearly sixty years (Ingersoll, 2014, Walker 2015). The
increased demands for teacher assessments and teacher accountability coupled with the
occupational difficulties such as increased workloads, poor working conditions, low salary, and
poor student behavior have many teachers feeling elevated levels of stress, occupational
burnout, and low job satisfaction (Walker, 2015). As more teachers experience low levels of job
satisfaction and job dissatisfaction, school districts across the United States are reporting
problems with teacher turnover, teacher attrition, and teacher recruitment (Ingersoll, 2001,
Heim, 2016). Walker (2015) warns that the as cases of teacher job dissatisfaction persist, an
imminent teacher shortage is aiming for many school districts throughout the United States.
Chapman and Lowther (1982) conducted one of the first published studies focused on teacher
job satisfaction. By carrying out a survey of 542 college graduates that continued into the
teaching profession, Chapman and Lowther found that female teachers experienced higher
levels of job satisfaction as opposed to their male counterparts. Motivation factors such as
recognition from supervisors, principals, and other leaders contributed to increased job
satisfaction.

While the role of teachers’ work for student outcomes is widely recognized, the question
whether teachers are content with their career is often overlooked (Bascia and Rottmann, 2011).
Meanwhile, teacher job satisfaction has many important and far-reaching implications. First, it
contributes to teacher well-being, as satisfied teachers are less susceptible to stress and burnout
(Kyriacou and Sutcliffe, 1977; Skaalvik and Skaalvik, 2011). In addition, there is evidence that

students of teachers who are content with their job also feel better (Collie, et al., 2012).
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Furthermore, satisfied teachers offer higher instructional quality and better learning support for
their students (Klusmann, et al., 2008).

Teacher job satisfaction may be one of the most crucial factors affecting student
achievement and is a critical topic to be researched. This review of literature indicates there are
many interrelated factors when researching teacher job satisfaction. The review of literature for
this study was broken into five sections. Section one presented a brief history of education in
the United States and discussed the changes that the educational system in our country has
implemented hoping to secure a better future for our students. Section two discussed theories of
job satisfaction and examples of each theory were presented specifically for educators. The third
section discussed personal and professional characteristics, which examined how the identity of
a teacher is influenced by the social conditions in which they work, therefore affecting job
satisfaction. The fourth section introduced the variables associated with this study — school
administration, colleagues, parents, and students.

The review of literature led to the development of this study. Reviewing the history of
education in the United States helped the researcher understand some of the vehicles of change
driven by the federal government. A better comprehension of the government’s involvement in
our education system assisted in portraying the sense of urgency to improve student
achievement. Research related to job satisfaction helped identify factors that influence a
teacher’s success in the classroom. Furthermore, the review of literature revealed relationships
between core job characteristics. The research conducted on personal and professional
characteristics identified how teachers feel about themselves as well as how they feel about their

students. Finally, the review of literature assisted the researcher in deciding the four variables
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(school administration, colleagues, parents, and students) that were used in this study. This
information helped identify potential research questions to frame the study.

Overall, the review of literature indicates that as the level of teacher job satisfaction
increases, the chances of a teacher remaining in the classroom also increases; therefore, the
review of the related literature implies there is a significant relationship between teacher job
satisfaction and the four mentioned variables — school administration, colleagues, parents, and

students.
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Chapter 3
Methods and Procedures

The focus of this study was to determine the self-reported level of job satisfaction
among business education teachers relating to school administration, colleagues, parents, and
students. The study sought to determine if there was a relationship between overall teacher job
satisfaction of business education teachers as it relates to school administration, colleagues,
parents, and students. The survey was designed to determine if gender, ethnicity, grade level
currently teaching, years of experience in the teaching profession, and highest degree held are
indicators of job satisfaction.

Permission to conduct the study was requested from the Auburn University Institutional
Review Board (IRB). Researchers at Auburn University are required to obtain permission from
the IRB to use the response of human subjects. A request for exempt status, an information
letter, and a copy of the survey instrument was forwarded to the IRB for approval prior to
continuation of the study. The board reviewed the protocol and granted the necessary
permission to proceed with the study (see Appendix A).

Although the world was in a pandemic, this study was conducted in the early stages of
COVID-19. The results of the survey include the job satisfaction of teachers when no one
expected the pandemic to last so long. Therefore, the results of this study do not include any
information regarding the COVID-19 pandemic.

Population

The population was business education teachers who are members of the National

Business Education Association (NBEA), which is the nation’s leading professional

organization devoted exclusively to serving individuals and groups engaged in instruction,
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administration, research, and dissemination of information for and about business. NBEA serves
as a unifying agency among other groups dedicated to advancing and improving business
education and provides the vital link between both the private and public sector. “NBEA gives
business educators an opportunity to stay on top of the changing skills required in today’s
business world through its linkages with corporations and small businesses.” (“About NBEA -
National Business Education Association”). In addition, NBEA’s Legislative Advocacy
Committee keeps members involved with the ongoing national, state, and local efforts to further
business education. Permission was granted by the president of the association to electronically

send the information letter (see Appendix B) to all members in good standing.

Instrumentation

To ensure content and face validity of the scores from the survey instrument, an expert
panel was used to evaluate the content. The expert panel was members of the university faculty
chosen for their knowledge and experience in descriptive survey research design, survey
instruments, and data collection. The expert panel was asked to assist in developing an
instrument, which accurately reflects the area and realm of interest (teacher job satisfaction of
business education teachers) in this study, and the perception that the instrument measured what
it was intended to measure. Comments of the expert panel, input, and recommendations were
considered and incorporated to produce the researcher-designed survey titled Teacher Job
Satisfaction Survey (see Appendix C). After modifications of the instrument, the survey was
finalized and distributed to the population for data collection.

Data was collected through the survey instrument titled Teacher Job Satisfaction Survey.
The instrument was used to gather data that was developed by the researcher to identify the

level of job satisfaction and if it has a relationship with several variables as well as the school
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administration, colleagues, parents, and students. The researcher developed the survey
instrument using Qualtrics (https://www.qualtrics.com) when no appropriate instrument could
be found and emailed the survey to NBEA. The corporate office of NBEA sent the survey
electronically to all members in good standing.

The researcher-designed survey included the following components:

1) demographic information; 2) factors regarding school administration and teacher job
satisfaction; 3) factors regarding colleagues and teacher job satisfaction; 4) factors regarding
parents and teacher satisfaction; 5) factors regarding students and teacher satisfaction; 6)
personal responses regarding job satisfaction; and 7) an open-ended response to discuss any
factors not addressed in the survey that contributes to the participants’ level of job satisfaction.
Questions 1 through 5 (demographic information) of the survey instrument included the
demographic data (gender, ethnicity, grade level currently teaching, years of experience in the
teaching profession, and highest degree held).

In the next section — Section 2 — (factors regarding school administration and teacher job
satisfaction) of the survey instrument participants were given thirteen items to indicate how
factors regarding school administration affect their level of job satisfaction. A Likert-type scale
was used to react to statements using the following: (0) Strongly Disagree, (1) Disagree, (2)
Agree, and (3) Strongly Agree. The researcher utilized Cronbach’s Alpha to estimate the
internal consistency of the instrument in this study. According to Pedhazur & Schmelkin
(1991), a scale is considered reliable if Cronbach’s Alpha is greater than or equal to 0.70 (o>
0.70). Cronbach’s Alpha was calculated to be 0.92 (a. = 0.92). Therefore, the results of the

reliability for this scale indicated an acceptable level for research purposes.
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The following section — Section 3 — (factors regarding colleagues and teacher job
satisfaction) of the survey instrument, nine items asked participants to indicate how factors
regarding relationships with colleagues affect their level of job satisfaction. A Likert-type scale
was used to react to statements using the following: (0) Strongly Disagree, (1) Disagree, (2)
Agree, and (3) Strongly Agree. Cronbach’s Alpha was calculated to be 0.90 (o = 0.90).
Therefore, the results of the reliability for this scale indicated an acceptable level for research
purposes.

In the next section — Section 4 — (factors regarding parents and teacher job satisfaction)
of the survey instrument, participants were given nine items and asked to indicate how factors
regarding parents affect their level of job satisfaction. A Likert-type scale was used to react to
statements using the following: (0) Strongly Disagree, (1) Disagree, (2) Agree, and (3) Strongly
Agree. Cronbach’s Alpha was calculated to be 0.92 (a. = 0.92). Therefore, the results of the
reliability for this scale indicated an acceptable level for research purposes.

The following section — Section 5 — (factors regarding students and teacher job
satisfaction) of the survey instrument included a list of seven factors and participants were
asked to indicate their level of job satisfaction regarding students and how students affect
teacher job satisfaction. A Likert-type scale was used to react to statements using the following:
(0) Strongly Disagree, (1) Disagree, (2) Agree, and (3) Strongly Agree. Cronbach’s Alpha was
calculated to be 0.80 (o = 0.80). Therefore, the results of the reliability for this scale indicated
an acceptable level for research purposes.

The concluding section — Section 6 — (overall statements) of the survey instrument
included seventeen statements regarding the level of satisfaction the teacher was experiencing.

The participants were asked to indicate the level that they agree with the statements. A Likert-
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type scale was used to react to statements using the following: (0) Strongly Disagree, (1)
Disagree, (2) Agree, and (3) Strongly Agree. Cronbach’s Alpha was calculated to be 0.89 (o =
0.89). Therefore, the results of the reliability for this scale indicated an acceptable level for
research purposes.

There was an open-ended response section of the survey instrument, which was optional
and requested any additional factors not addressed in the survey that the participants felt
contributed to their level of job satisfaction.

The participants were given the following items electronically:

1. An information letter (see Appendix B). The information letter, as required by the
Auburn University Institutional Review Board, described the study to the potential
participants and outlined the procedures to be followed to complete the survey. An
explanation was provided in the information letter of the purpose, need for and
importance of each participant to respond completely and to the best of their ability.

2. Survey Instrument (see Appendix C). The survey instrument contained components of
teacher satisfaction designed to elicit responses on their level of job satisfaction as
related to school administration, colleagues, parents, and students.

To preserve the confidentiality of the participants, the survey was completed using
Qualtrics, an online survey program that allowed the researcher to enable the anonymous
response setting. Enabling this setting removed the participants’ identifying information and
location data from the results. When responses were gathered using the individualized link, any

identifying information and location data of the participants was removed.
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Validity and Reliability

The survey items were developed in conjunction with the research objectives of this
study after conducting the review of literature. The areas included in the review of literature
focused on a brief history of public education in the United States, the meaning of job
satisfaction, theories on job satisfaction, research on teacher job satisfaction, personal and
professional characteristics of teachers, and teacher job satisfaction in relation to school
administration, colleagues, parents, and students.

The more consistent the results from a measurement instrument are, the more reliable
they will be. More items that are consistent will result in a higher coefficient alpha, representing
a higher level of reliability (Shannon & Davenport, 2001). The researcher utilized Cronbach’s
Alpha to estimate the internal consistency of the instrument in this study. The instrument was
made up of items scored with a Likert-type scale using four values. In the survey sections that
included factors regarding school administration and teacher job satisfaction, factors regarding
colleagues and teacher job satisfaction, factors regarding parents and teacher job satisfaction,
factors regarding students and teacher job satisfaction, and the overall statements, a Likert-type
scale was used depicting the following: (0) Strongly Disagree, (1) Disagree, (2) Agree, and (3)
Strongly Agree.

According to Pedhazur & Schmelkin (1991), a scale is considered reliable if Cronbach’s
Alpha is greater than or equal to 0.70 (o > 0.70). A seven-part questionnaire was sent to 1,421
members of NBEA. The school administration subscale consisted of twelve items (o = 0.92);
the colleague subscale consisted of eight items (a. = 0.90); the parent subscale consisted of eight

items (a = 0.92); the student subscale consisted of six items (o = 0.80); and the overall
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statements subscale consisted of seventeen items (o = 0.89). The results of the Cronbach’s

Alphas for each subscale indicated acceptable levels for research purposes.

Data Collection

The population in this study was 1,421 business education teachers who are members of
the National Business Education Association. Each member received an email including an
information letter (see Appendix B) describing the study and a link to the survey. Responses
were anonymous as described in the invitation email.

The participants were asked to return the survey within two weeks by submitting the
survey using Qualtrics. Each participant was sent an anonymous link that was included in the
information letter.

After two weeks, members of the National Business Education Association were
emailed a reminder requesting their assistance in satisfying research requirements by returning
the survey if not already completed. The survey link was included in the follow-up reminder.
Participants were only contacted once by follow-up.

Data Analysis

After completing the review of literature, the researcher created a matrix (see Figure 3)

to create survey items for the survey instrument. This table kept the focus on the goals of the

study and served as a checklist for the objectives of this research.
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Research Question Matrix

Researcher Developed Matrix for Survey Questions and Statistical Tests

Research Question

Survey Questions and the Variable
which are associated

Statistical Test

1. What is the perceived
level of job satisfaction
of business education
teachers as it relates to
school administration,
colleagues, parents, and
students?

Dependent Variables and Questions
related to each:
School Administration:
6,7,8,9,6 10,11, 12, 13, 14, 15, 16,
17, and 18
Colleagues:
19, 20, 21, 22, 23, 24, 25, 26, and 27
Parents:
28, 29, 30, 31, 32, 33, 34, 35, and 36
Students:
37, 38, 39, 40, 41, 42, and 43

Descriptive
Statistics,
Means, and
Standard
Deviations
Within- Subjects
ANOVA

2. s there a difference in

Dependent Variables and Questions

Pearson Product-

the relationship between | related to each: Moment
overall teacher job School Administration: Correlation
satisfaction as it relates 6,7,8,9,10, 11, 12, 13, 14, 15, 16,
to school administration, 17, and 18
colleagues, parents, and | Colleagues:
students? 19, 20, 21, 22, 23, 24, 25, 26, and 27
Parents:
28, 29, 30, 31, 32, 33, 34, 35, and 36
Students:
37, 38, 39, 40, 41, 42, and 43
3. What are the differences | Dependent Variables and Question MANOVA
in the perceived level of | related to each: follow-up
job satisfaction of School Administration: ANOVA if

business education
teachers related to
gender, ethnicity, grade
level currently teaching,
years of experience in the
teaching profession and
highest degree held?

18
Colleagues:

27
Parents:

36
Students:

43
Each question measured the level of
teacher job satisfaction as it related to
gender, ethnicity, grade level currently
teaching, years of experience in the
teaching profession, and highest degree
held.

significance is
noted

Figure 3
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Statistical treatment of the data included the use of the software application Statistical
Package for Social Sciences, version 27 (SPSS) as well as Qualtrics. Descriptive statistics
including frequencies and percentages were used to summarize, analyze, organize, and describe
the collected data. Descriptive statistics were also used to provide an indication of relationships

between variables. Demographic data were explained in this study using descriptive statistics.

Research Question 1: What is the perceived level of job satisfaction of business
education teachers as it relates to school administration, colleagues, parents, and students?
Research Question 1 was analyzed using descriptive statistics, means, and standard deviations
as well as within-subjects Analysis of Variance (ANOVA). Standard deviation is the most
common measure of statistical dispersion, measuring how widely spread the values are in a data
set (Gravetter et al., 2017).

Research Question 2: Is there a relationship between overall teacher job satisfaction of
business education teachers as it relates to school administration, colleagues, parents, and
students? The Pearson Product-Moment Correlation was used to analyze Research Question 2.
The Pearson r correlation is the most common correlation (Gravetter et al., 2017). It measures
the degree and direction of the linear relationship between two variables. A basic property of
Pearson’s r in the range is from -1 to 1. A correlation of -1 means a perfect negative linear
relationship, a correlation of 0 means no linear relationship, and a correlation of 1 means a
perfect positive linear relationship (Lane, 2003).

Research Question 3: What are the differences in the perceived level of job satisfaction
of business education teachers related to gender, ethnicity, grade level currently teaching, years
of experience in the teaching profession and highest degree held? Research Question 3 was

analyzed using Multivariate Analysis of Variance (MANOVA), which was performed to
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analyze if there was a difference in the perceived level of job satisfaction of business education
teachers relating to school administration, colleagues, parents, and students based on gender.

The results of this study will be beneficial to schools. The factors of teacher job
satisfaction will help predict areas that will contribute to the success of the whole school and
provide valuable information for school administrations in recruiting and retaining highly
qualified and satisfied classroom teachers. Teacher education programs at colleges and
universities will also gain insight from this study for use when preparing candidates for the job
pool.
Summary

The objective of this study was to determine which of the four dependent variables —
school administration, colleagues, parents, or students — contribute to job satisfaction of
business education teachers. Analysis of Variance (ANOVA), descriptive statistics, the Pearson
Product-Moment Correlation, and Multivariate Analysis of Variance (MANOVA) were used to
analyze the results of the Teacher Job Satisfaction survey. Several steps were taken to increase
the study’s validity and reliability. Through the data collection and analysis process, an
understanding of the factors that contribute to job satisfaction of business education teachers

was explored. The following chapter will report the findings of this research study.
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Chapter 4

Statistical Analysis and Results

Introduction and Restatement of the Problem

This research study was designed to identify factors that contribute to job satisfaction of
business education teachers. Specifically, the study was conducted to determine if there was a
difference in the perceived level of job satisfaction of business educators as it related to several
aspects of the teaching environment using the researcher made survey titled Teacher Job
Satisfaction Survey. Independent variables included gender, ethnicity, grade level currently
teaching, years of experience in the teaching profession and highest degree held. Dependent
variables included school administration, colleagues, parents, and students.

This chapter provides the data obtained for each research objective. Data analysis
techniques included descriptive statistics, Analysis of Variance (ANOVA), Pearson Product-
Moment Correlation, and Multivariate Analysis of Variance (MANOVA). Analyses were
conducted to determine the effect of each independent variable on the dependent variables using

an alpha level of 0.05.

Descriptive Data Analysis and Results

Descriptive statistics, including frequencies and percentages were run using IBM’s
Statistical Package for the Social Sciences, version 27 (SPSS) to summarize, analyze, and
present the demographic data of business educators responding to the study. Table 1 presents
the demographic information related to participants’ gender, ethnicity, grade level taught, years
of teaching experience and highest degree held. Out of 1,421 surveys emailed, 139 business

educators completed the study, which was a return of just under 10 percent. While 139 surveys
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were received, not all participants answered all the questions on the survey. Therefore, N may
vary for various questions. The participants included 109 females (78.42 percent) and 30 males
(21.58 percent). The largest percentage of participants by ethnicity was white/Caucasian (81.29
percent). The percentage of participants who were currently teaching in a secondary school
setting (grades 9-12) was 73.53 percent, a post-secondary setting 26.47 percent. The number of
years of teaching experience reported by business education teachers were placed into several
categories and many of participants have taught over 31 years (46.04 percent) followed by 21-
30 years (17.99 percent). Many of the participants hold a master’s degree (56.12 percent). Table

1 shows the demographic data of the participants.
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Table 1

Demographic Data of Participants

Categories N %
Gender

Female 109 78.42

Male 30 21.58
Ethnicity

White/Caucasian 113 81.29

Other 26 18.71
Grade Level Currently Teaching

Secondary setting (Grades 9-12) 100 73.53

Post-Secondary setting 36 26.47
Years of Teaching Experience

1-10 years 29 20.86

11-20 years 21 15.11

21-30 years 25 17.99

Over 31 years 64 46.04
Highest Degree Held

Bachelors 17 12.23

Masters 78 56.12

Specialist 15 10.79

Doctorate 29 20.86
Note: N =139
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Research Questions

Research Question 1: What is the perceived level of job satisfaction of business
education teachers as it relates to school administration, colleagues, parents, and students?

Sections 2, 3, 4, and 5 of the Teacher Job Satisfaction Survey addressed this research
question. Twelve items were included on the subscale for school administration as it relates to
job satisfaction and measured using a Likert-type scale with options (0) Strongly Disagree, (1)
Disagree, (2) Agree, and (3) Strongly Agree. Table 2 summarizes the school administration
subscale and includes the overall mean and standard deviation of each. Cronbach’s Alpha was
calculated to be 0.92 (o = 0.92). Therefore, the results of the reliability for this scale indicated
an acceptable level for research purposes.
Table 2

School Administration Subscale

Question M SD
Helps me when dealing with student discipline 2.48 0.78
Recognizes me for my excellent teaching 2.24 0.95
Offers me assistance when necessary 2.35 0.79
Assists me with developing creativity 1.89 1.17
Is willing to attend parental conferences with me 2.67 1.03
Makes me feel as if | belong at our school 2.31 0.91
Provides me with opportunities for professional growth 2.44 0.79
Holds me accountable 2.56 0.69
Tells me when training opportunities are available 2.18 0.90
Is interested in my well-being outside of school 2.13 1.02
Keeps me informed of changes in my employment 2.35 1.09
Makes me feel safe and secure at work 231 1.00

Note: Likert-type scale used: 0 = strongly disagree, 1 = disagree, 2 = agree, and 3 = strongly agree
N =117
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Eight items were included on the subscale for colleagues as it relates to job satisfaction

and measured using a Likert-type scale with options (0) Strongly Disagree, (1) Disagree, (2)

Agree, and (3) Strongly Agree. Table 3 summarizes the colleague subscale and includes the

overall mean and standard deviation of each. Cronbach’s Alpha was calculated to be 0.90 (o =

0.90). Therefore, the results of the reliability for this scale indicated an acceptable level for

research purposes.
Table 3

Colleague Subscale

Question M SD
Accepts me as a valued member of our faculty 2.43 0.77
Are willing to collaborate with me on student discipline 2.47 0.87
Support me when things are getting tough 2.43 0.81
Encourage me to have healthy relationships with administration 2.33 0.93
Offer me creative solutions for motivating students 2.31 0.88
Assist me when dealing with difficult parental issues 2.67 0.99
Hold me accountable 2.39 0.98
Tell me when training opportunities are available 2.22 0.98

Note: Likert-type scale used: 0 = strongly disagree, 1 = disagree, 2 = agree, and 3 = strongly agree

N =116
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Eight items were included on the subscale for parents as it relates to job satisfaction and

measured using a Likert-type scale with options (0) Strongly Disagree, (1) Disagree, (2) Agree,

and (3) Strongly Agree. Table 4 summarizes the parents’ subscale and includes the overall mean

and standard deviation of each. Cronbach’s Alpha was calculated to be 0.92 (o = 0.92).

Therefore, the results of the reliability for this scale indicated an acceptable level for research

purposes.
Table 4

Parents’ Subscale

Question M SD
Support me in my classroom 2.35 1.00
Recognize me for excellent teaching 2.32 1.11
Support my program through volunteering 2.32 1.57
Assist me with motivating their student 2.09 1.25
Appreciate my communication with them 2.54 0.92
Compliment me in public 2.56 1.23
Keep their posts about our school on social media positive 2.54 1.30
Hold me accountable 2.64 0.96

Note: Likert-type scale used: 0 = strongly disagree, 1 = disagree, 2 = agree, and 3 = strongly agree

N =114
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Six items were included on the subscale for students as it relates to job satisfaction and

measured using a Likert-type scale with options (0) Strongly Disagree, (1) Disagree, (2) Agree,

and (3) Strongly Agree. Table 5 summarizes the students’ subscale and includes the overall

mean and standard deviation of each. Cronbach’s Alpha was calculated to be 0.80 (a = 0.80).

Therefore, the results of the reliability for this scale indicated an acceptable level for research

purposes.

Table 5

Students’ Subscale

Question M SD
Feel my discipline procedures are fair and equitable 2.35 0.77
Follow my classroom management procedures 2.32 0.70
Understand my classroom routines 2.53 0.55
Assist me with motivating other students 1.96 1.00
Talk about how much they like my class 2.23 0.60
Seem to feel safe and secure on our campus 2.38 0.57

Note: Likert-type scale used: 0 = strongly disagree, 1 = disagree, 2 = agree, and 3 = strongly agree

N =112
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Table 6 compares the four variables — school administration, colleagues, parents, and

students — using Within Subject ANOVA. Multiple comparisons were calculated to examine

which variables of job satisfaction of business education teachers differed. Once significance (p

< 0.05) was calculated for each dependent variable, the Mean (M) and Standard Deviation (SD)

were reviewed to determine which variable was higher or lower. The variable school

administration was lower than the variables colleagues and students; the variable colleagues was

lower than the variable students were; and the variable parents was lower than the variables

school administration, colleagues, and students.

Table 6

Within Subject ANOVA Results

School

Administration Colleagues Parents Students

M (SD) M (SD) M (SD) M (SD) F p Post-hoc
results

2.03 (1.004) 242 (0.781)  1.88(0.902) 2.50(0.570) 21.422 <.001  Colleagues >
School

Administration
and Parents
Students >

School
Administration,
Colleagues and

Parents
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Research Question 2: Is there a relationship between overall teacher job satisfaction of
business education teachers as it relates to school administration, colleagues, parents, and

students?

Sections 2, 3, 4, and 5 of the Teacher Job Satisfaction Survey addressed this research
question. Descriptive statistics were run to calculate Mean (M) and Standard Deviation (SD) of
each variable. Pearson Product-Moment Correlation was used to analyze the linear relationship

between school administration and teacher job satisfaction of business education teachers.

Table 7 shows a significant correlation between school administration and teacher job
satisfaction of business education teachers for every perception. Pearson’s r shows a positive
linear relationship between the dependent variable — school administration — and each of the

perceptions.
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Table 7

Correlation Results of School Administration

Correlation with

Satisfaction Satisfaction of Significant
Perception of: M School Value
(SD) Administration
(Pearson’s 1)

Helps me when dealing with 2.46 0.634 <.001
student discipline (0.775)
Recognizes me for my excellent 2.23 0.650 <.001
teaching (0.968)
Offers me assistance when 2.35 0.560 <.001
necessary (0.782)
Assists me with developing 1.88 0.675 <.001
creativity (1.158)
Is willing to attend parental 2.68 0.519 <.001
conferences with me (1.026)
Makes me feel as if | belong at our 2.31 0.774 <.001
school (0.900)
Provides me with opportunities for 2.43 0.621 <.001
professional growth (0.794)
Holds me accountable 2.56 0.261 .004

(0.683)
Tells me when training 2.18 0.512 <.001
opportunities are available (0.885)
Is interested in my well-being 2.13 0.676 <.001
outside of school (1.008)
Keeps me informed of changes in 2.36 0.475 <.001
my employment (1.083)
Makes me feel safe and secure at 2/31 0.738 <.001
work (0.982)
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Table 8 shows a significant correlation between colleagues and teacher job satisfaction
of business education teachers for every perception. Pearson’s r shows a positive linear
relationship between the dependent variable — colleagues — and each of the perceptions.

Table 8

Correlation Results of Colleagues

Correlation with

Satisfaction Satisfaction of Significant
Perception of: M Colleagues Value
(SD) (Pearson’s 1)

Accepts me as a valued member of 2.44 0.748 <.001
our faculty (0.770)
Are willing to collaborate with me 2.47 0.638 <.001
on student discipline (0.867)
Support me when things are getting 2.44 0.828 <.001
tough (0.803)
Encourage me to have healthy 2.33 0.654 <.001
relationships with administration (0.930)
Offer me creative solutions for 2.31 0.779 <.001
motivating students (0.879)
Assist me when dealing with 2.67 0.487 <.001
difficult parental issues (0.994)
Hold me accountable 2.39 0.429 <.001

(0.800)
Tell me when training opportunities 2.22 0.512 <.001
are available (0.976)
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Table 9 shows a significant correlation between parents and teacher job satisfaction of
business education teachers for every perception. Pearson’s r shows a positive linear
relationship between the dependent variable — parents — and each of the perceptions.

Table 9

Correlation Results of Parents

Correlation with

Satisfaction Satisfaction of Significant
Perception of: M Parents Value
(SD) Pearson’s r
Support me in my classroom 2.35 0.785 <.001
(0.995)
Recognize me for my excellent 2.32 0.790 <.001
teaching (1.108)
Support my program through 2.32 0.687 <.001
volunteering (1.571)
Assist me with motivating their 2.09 0.815 <.001
student (1.245)
Appreciate my communication 2.54 0.678 <.001
with them (0.923)
Compliment me in public 2.56 0.600 <.001
(1.234)
Keep their posts about our school 2.54 0.604 <.001
on social media positive (1.304)
Hold me accountable 2.64 0.572 <.001
(0.961)
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Table 10 shows a significant correlation between students and teacher job satisfaction of
business education teachers for every perception. Pearson’s r shows a positive linear
relationship between the dependent variable — students — and each of the perceptions.

Table 10

Correlation Results of Students

Correlation with

Satisfaction Satisfaction of Significant
Perception of: M Students Value
(SD) Pearson’s r

Feel my discipline procedures are 2.35 0.398 <.001
fair and equitable (0.768)
Follow my classroom management 2.32 0.469 <.001
procedures (0.700)
Understand my classroom routines 2.53 0.502 <.001

(0.553)
Assist me with motivating other 1.96 0.346 <.001
students (0.999)
Talk about how much they like my 2.23 0.442 <.001
class (0.600)
Seem to feel safe and secure on our 2.38 0.427 <.001
campus (0.573)
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Research Question 3: What are the differences in the perceived level of job satisfaction
of business education teachers related to gender, ethnicity, grade level currently teaching, years

of experience in the teaching profession and highest degree held?

Sections 1, 2, 3, 4, and 5 of the Teacher Job Satisfaction Survey addressed this research
question. Multivariate Analysis of Variance (MANOVA) was used to analyze if there was a
difference in the perceived level of job satisfaction of business education teachers relating to
school administration, colleagues, parents, and students based on gender, ethnicity, grade level
currently teaching, years of experience in the teaching profession, and highest degree held. This
type of statistical procedure is used to determine whether the difference between the mean
scores of two or more groups on multiple dependent variables are statistically significant (Ross

& Shannon, 2008).

Gender

An initial MANOVA examined the independent variable named gender with four
dependent variables — school administration, colleagues, parents, and students — as dependent
variables. Wilks’ Lambda was used to test if there were differences between the group means
for school administration, colleagues, parents, and students. Although the multivariate test of
differences was not significant when the variable named gender was examined with the four
variables — school administration colleagues, parents, and students, Wilk’s Lambda = 0.99,
F(4,106) = 0.318, p = 0.865, participants who identified themselves as female rated higher
perceived levels of teacher job satisfaction. This result is supported by the research done by
Chapman and Lowther (1982) who found that female teachers experienced higher levels of job

satisfaction as opposed to their male counterparts.
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Ethnicity

Due to the small number of responses in several of the ethnicity categories, the
researcher decided to recode the variable ethnicity. The new categorization was coded
White/Other. The researcher ran a MANOVA on the independent variable named ethnicity,
which examined the recoded variable with four dependent variables — school administration,
colleagues, parents, and students. Wilks’ Lambda was used to test if there were differences
between the group means for school administration, colleagues, parents, and students. Although
the multivariate test of differences was not significant, Wilk’s Lambda = 1.00, F(4, 106) =
0.069, p = 0.991, participants who identified themselves as white/Caucasian rated higher

perceived levels of teacher job satisfaction.

Grade Level Currently Teaching

A few participants currently teach combined secondary and post-secondary. Due to the
small number in the option of teaching secondary and post-secondary, the researcher decided to
recode the variable. The new categorization was coded either secondary or post-secondary. The
researcher ran a MANOVA on the independent variable named grade level currently teaching,
which examined the recoded independent variable with four dependent variables — school
administration, colleagues, parents, and students. Wilks’ Lambda was used to test if there were
differences between the group means for school administration, colleagues, parents, and
students. The multivariate test of differences returned with a significance, Wilk’s Lambda =

0.64, F(8, 208) = 6.399, p < .001.

Because of the significance of the results when examining the MANOVA, the researcher

investigated further and noted that there was significance noted with the dependent variables
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school administration and parents. An Analysis of Variance (ANOVA) on the independent
variable named grade level currently teaching and the dependent variables — school
administration [F(2, 116) = 2.679, p = 0.073 and parents [F(2, 109) = 24.399, p <.001. The
ANOVA revealed differences in relation to the dependent variables — school administration and
parents. Further examination of the data revealed that post-secondary teachers reported higher

levels of job satisfaction than that of secondary teachers on each dependent variable.

Years of Experience in the Teaching Profession

When reviewing the data after the surveys were received, the researcher decided to
combine the categories of years of experience in the teaching profession from 1 — 5 years and 6
— 10 years to 1 — 10 years of experience in the teaching profession. The remainder of the
categories did not change — 11 — 20 years, 21 — 30 years, and over 31 years. A fourth
MANOVA examined the independent variable named years of experience in the teaching
profession with four dependent variables — school administration, colleagues, parents, and
students. Wilks’ Lambda was used to test if there were differences between the group means for
school administration, colleagues, parents, and students. The multivariate test of differences

returned with a significance, Wilk’s Lambda = 0.75, F(16, 315) = 1.939, p = 0.017.

Because of the significance of the results when examining the MANOVA, the researcher
investigated further and noted that there was significance noted with the dependent variables
parents and students. An Analysis of Variance (ANOVA) on the independent variable named
years of experience in the teaching profession and the dependent variables — parents [F(4, 108)
=2.735, p = 0.033 and students [F(4, 107) = 2.753, p = 0.032. The ANOVA revealed
differences in relation to the dependent variables — parents and students. Further examination of

the data revealed that teachers who have over 31 years of experience in the teaching profession
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reported higher levels of job satisfaction regarding the dependent variables parents and students

than those who have less than 30 years of experience.

Highest Degree Held

The final MANOVA examined the independent variable named highest degree held with
four variables — school administration, colleagues, parents, and students — as dependent
variables. Wilks’ Lambda was used to test if there were differences between the group means
for school administration, colleagues, parents, and students. The multivariate test of differences

returned with a significance, Wilk’s Lambda = 0.81, F(12, 275) = 1.943, p = 0.030.

Because of the significance of the results when examining the MANOVA, the researcher
investigated further and noted that there was significance noted with the dependent variable
parents. An Analysis of Variance (ANOVA) on the independent variable named highest degree
held and the dependent variable — parents [F(3, 109) = 4.337, p = 0.006. The ANOVA revealed
differences in relation to the dependent variable parents. Further examination of the data
revealed that teachers that have a doctorate reported higher levels of job satisfaction than that of

any other degree.

Table 11 shows the relationships of the dependent variables school administration,
colleagues, parents, and students based on independent variables gender, ethnicity, grade level
currently teaching, years of experience in the teaching profession, and highest degree held. The
independent variables that showed the most significance was grade level currently teaching,

years of experience in the teaching profession, and highest degree held.
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Table 11

MANOVA Results

School
Administration M (SD) Colleagues M (SD)
Categories Wilks’
Lambda N F(p) F(p)

Gender 0.99 0.16 0.04 (0.85)

Female (p = .865) 98 (0.69) 2.04 (1.015) 2.43 (0.786)

Male 13 1.92 (0.954) 2.38 (0.768)
Ethnicity 1.00 0.16 0.11 (0.74)

White (p=.991) 92 (0.90) 2.03 (0.954) 2.43 (0.746)

Other 19 2.00 (1.247) 2.37 (0.955)
Grd Lvl Tch 0.64 2.68 0.52 (0.60)

Secondary (p<.001) 81 (0.07) 1.92 (1.058) 2.36 (0.784)

Post-Sec 25 2.42 (0.703) 2.48 (0.823)
Yrs Tch Exp 0.75 1.26 0.82 (0.52)

(p=.017) (0.29)

1-10 years 25 1.87 (0.919) 2.51 (0.628)

11-20 years 18 1.82 (1.015) 2.41(0.712)

21-30 years 19 2.16 (1.015) 2.32 (0.820)

Over 31 years 59 2,09 (1.014) 2.43 (0.828)
Highest Degree 0.81 0.459 0.398 (0.76)

Bachelors (p =.030) 9 (0.72) 2.22 (0.972) 2.33 (0.866)

Masters 68 2.01 (0.985) 2.50 (0.658)

Specialist 13 2.08 (1.115) 2.31 (1.032)

Doctorate 21 1.95 (1.071) 1.95 (1.071)
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MANOVA Results (continued)

Parents M (SD) Students M (SD)
Categories Wilks’ N F (p) F (p)
Lambda
Gender 0.99 1.30 (0.26) 0.08 (0.77)
Female (p = .865) 98 1.92 (0.904) 2.51 (0.579)
Male 13 1.62 (0.870) 2.46 (0.519)
Ethnicity 1.00 0.05 (0.83) 0.03 (0.86)
White (p =.991) 92 1.89 (0.883) 2.50 (0.584)
Other 19 1.84 (1.015) 2.53 (0.513)
Grd Lvl Tch 0.64 24.40 (<.001) 1.76 (0.18)
Secondary (p <.001) 81 2.38 (0.784) 1.62 (0.784)
Post-Sec 25 2.48 (0.823) 2.84 (0.554)
Yrs Tch Exp 0.75 2.735 (0.033) 2.753 (0.032)
(p=.017)

1-10 years 25 1.37 (0.691) 2.38 (0.701)
11-20 years 18 1.88 (1.054) 2.41(0.618)
21-30 years 19 1.68 (1.003) 2.37 (0.496)
Over 31 years 59 2.13 (0.810) 2.62 (0.524)

Highest Degree 0.81 4.51 (0.01) 0.198 (0.90)
Bachelors (p =.030) 9 1.11 (0.782) 2.44 (0.527)
Masters 68 1.82 (0.863) 2.53 (0.585)
Specialist 13 2.00 (0.913) 2.38 (0.650)
Doctorate 21 2.33(0.856) 2.52 (0.512)

In review of the independent variable grade level currently teaching, school

administration and parents returned statistically significant results, 0.007 and <.001,

respectively. Both variables show higher mean scores in the category post-secondary, therefore

reporting higher levels of perceived job satisfaction. Reviewing the significance of the

independent variable years of experience in the teaching profession, the dependent variables that

showed significance were parents and students, 0.033 and 0.332, respectively. Both variables

show higher mean scores — therefore reporting higher perceived levels of job satisfaction in the

category of teachers that reported having over 31 years of experience in the teaching profession.
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The final independent variable that returned significance was highest degree held. The
dependent variable parents showed significance with a result of 0.01. The respondents who held

a doctorate reported higher levels of satisfaction.

In the last section of the survey, participants were asked to mention any additional
factors that contribute to their level of teacher job satisfaction that were not addressed. This
request was an open-ended section of the survey instrument and was optional (see Appendix D).
Only 42 out of the 139 participants responded. Several participants replied with comments
about school administration. One feels their building principal is supportive and is great to work
with. However, their superintendent is not, and the responses would have varied if asked about
the district administration. Another acknowledged, “School leadership is huge!” They added, “If
| had received this same survey last year with my previous principal in charge my answers
would have been significantly different and very negative.” A respondent stated, “My
administrator is in no way adjusting his unhealthy attitude to accommodate the pandemic and its
effect on our jobs. Many have looked and found jobs elsewhere for this reason alone. | am very
saddened by my administrator in contrast to other schools nearby which are supporting their
staff.” Finally, a participant noted, “This year [2020-2021] is difficult. Administration continues
to blame teachers for lack of student participation. We cannot care more than our students do
and that is where I am. | love teaching but I'm seriously thinking of leaving the profession. Our
admin team is not proactive, they are reactive.”

Only one participant responded with a comment about their colleagues. They stated that
they enjoy the support, recognition, and social time with their colleagues. One respondent wrote
a comment on their parents, “While I don’t mind contacting parents, they are overwhelmed and

are bothered by the constant contact. Remind, email, school status, etc... It is too much, and we

79



are being seen as a bother. We need one contact method only.” Another commented, “Like all
teachers | do have some challenging students whose parents are NOT helpful in providing
successful strategies for me to try.”

A comment regarding their students was, “My students who are high scorers on the ACT
are not going into teaching, even if they want to due to pay. It is as simple as supply and
demand. You cannot require a bachelor’s degree and pay an Associate Degree wage. Use the
money that is being allocated for teacher recruitment to pay your existing teachers and they will
stay in the profession.”

There were some overall comments regarding teacher job satisfaction. “I feel like I burn
out earlier every year and with age, [’'m almost 50, it takes much longer to get things done. This
would not be bothersome as I enjoy keeping current and constantly changing lessons. The
frustrating piece is that federal and state mandates in education are constantly changing (really,
they’re not, it’s just a different name to the same old practice) but the expectation is all your
materials will have to be recreated -assessment types, layout, standards, etc. also our state
changed our retirement system so instead of retiring in 3-4 years I now can’t retire for 12-15.”
Also of note, “I do not feel that the financial compensation is equitable to the job role / hours
that are invested” and “As professionals, we need a much higher wage. It is an insult to say that
teachers do not teach for the income, they teach for the outcome. We teach both! Asa CTE
instructor, it is difficult to recruit students because our classes are essential, yet another, state
test. They could choose another elective, which doesn’t add to their already existing testing

load.”
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Summary

This fourth chapter presented the data that were analyzed to identify levels of teacher job
satisfaction among business education teachers as it relates to selected stakeholders — school
administration, colleagues, parents, and students. Quantitative data was gathered through the

Teacher Job Satisfaction Survey, which was completed by 139 participants.

The results of this study found that there were no statistically significant effects on the
perceived level of job satisfaction of business education teachers when compared with gender
and ethnicity. A statistically significant difference was found when the perceived job
satisfaction of business education teachers was compared to the independent variables named
grade level that participants currently teach, years of experience in the teaching profession, and
highest degree held. When the significance of the results was investigated further, it revealed
that the dependent variables of school administration and parents have an effect on the
independent variable named grade level currently teaching and participants who teach on the
post-secondary level reported having a higher perceived level of job satisfaction. Parents and
students have an effect on years of experience in the teaching profession and participants who
have over 31 years of experience in the teaching profession reported having a higher perceived
level of job satisfaction. Finally, parents have an effect on the highest degree held with

participants who held a doctorate reporting a higher perceived level of job satisfaction.

Only 30.22 percent of participants provided a response to the open-ended section to
provide any additional comments regarding this study or their experience as a business
education teacher. The themes from these comments centered on the joys of being a business

education teacher as well as the frustrations with their administration and colleagues.
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Chapter 5

Summary, Conclusions, and Recommendations

Introduction

Teaching is one of the most rewarding occupations in the world. However, teacher job
satisfaction is rapidly decreasing. Utilizing the review of literature, a survey instrument titled
“Teacher Job Satisfaction Survey” was developed by the researcher to assess the level of
teacher job satisfaction among business educators. Analyses were conducted to determine the
level of teacher job satisfaction among business educators who are members of the National
Business Education Association relating to school administration, colleagues, parents, and

students.

In the previous chapter, data collected from the members of the National Business
Education Association utilizing the researcher-designed survey instrument entitled “Teacher Job
Satisfaction Survey” were presented and analyzed. This chapter includes discussions of the

findings, conclusions, and recommendations.

Summary of Findings

Although prior research considered levels of job satisfaction among teachers, this study
was significant due to its contribution to the understanding of the relationship of the overall
level of job satisfaction with business education teachers. Overall, the participants of this study
expressed relatively high levels of job satisfaction. There is a direct linear correlation between
school administration, colleagues, parents, and students and their contribution to teacher job

satisfaction of business education teachers.
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Descriptive statistics, means, and standard deviations as well as within-subjects
ANOVA were calculated on each of the dependent variables — school administration,
colleagues, parents, and students. Although all dependent variables were statistically significant,
the within-subject ANOVA revealed that colleagues and students have a greater significance on
overall level of job satisfaction than school administration and parents.

The four dependent variables — school administration, colleagues, parents, and students
all have a positive correlation with the level of job satisfaction of business education teachers
and each of the perceptions included on the survey in this study. Although statistically
significant, the dependent variable school administration resulted in a weaker correlation (p =
.004) and the perception with the weakest correlation to school administration was “holds me
accountable.” The perception with the strongest correlation to school administration was
“makes me feel as if I belong at our school.” Abraham Maslow’s Hierarchy of Needs Theory
supports this result where the need belongingness is key to job satisfaction (Maslow, 1954).
Herzberg’s Two-Factor Theory also supports this result where extrinsic motivators such as
positive working conditions and interpersonal relationships have an impact on fostering job
satisfaction (Maslow, et al., 1967). It is important for school administration to realize that
providing appropriate and expected extrinsic motivators among their faculty will foster job
satisfaction and increase motivation.

Although the dependent variable colleague was statistically significant (p<.001), the
perception with the weakest correlation was “hold me accountable,” the same as the variable
school administration. The perception with the strongest correlation was “offer me creative
solutions when motivating students.” Dawis’s Theory of Work Adjustment supports this result

where intrinsic items such as creativity (Dawis et al., 1968) satisfy workers.
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The dependent variable named parent was also statistically significant (p<.001). The
perception with the weakest correlation was again “hold me accountable.” The perception with
the strongest correlation was “assist me with motivating their student.” Maslow’s Hierarchy of
Needs Theory supports this result where the goal is to reach self-actualization (Maslow, 1943).
The last step on Maslow’s hierarchy of need is where the staff member seeks to self-actualize;
where they need to grow and develop to become everything they can become. People who feel
empowered, such as receiving assistance from a parent to motivate their student, have realized
self-actualization and tend to have higher job satisfaction.

The dependent variable named student was also statistically significant (p<.001). The
perception with the weakest correlation was “assist me with motivating other students” and the
strongest correlation was “understand my class routine.” Management of students in a
classroom setting is easier if students understand class routines. When a student does not
understand class routines, their behavior becomes disruptive and instructional time is lost for all
students, therefore jeopardizing instructional goals, and adding pressure to the teacher’s job
(APA PsycNet, n.d.).

Even though a statistically significant difference was not present when analyzing gender
or ethnicity, further examination showed that participants who identified as females as well as
those who reported their ethnicity as white/Caucasian reported having a higher level of teacher
job satisfaction.

Significance resulted when the dependent variable parent was compared to grade level
currently teaching, years of experience in the teaching profession, and highest degree held.
When looking at these results individually, participants who teach at the post-secondary level,

have over 31 years of experience in the teaching profession, or hold a doctoral degree reported
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having higher levels of job satisfaction. Significance was also noted when the dependent
variable school administration was compared to grade level teaching and the dependent variable

years of experience in the teaching profession was compared to students.

Conclusions

Teacher job satisfaction can determine teacher commitment, which affects school
effectiveness (Shann, 1998). Results of this study can be used to inform administrators and
other school personnel about their role in determining teacher job satisfaction for business
education teachers. This study may also provide support for those entering the teaching
profession as well as teacher education programs. Creating a work environment that allows
teachers to feel satisfied and creating policies that lead to greater levels of job satisfaction and
increases the effectiveness of our education system (Shen, 1997).

Through this study, policymakers and administrators may gain a better understanding of
the variables that affect teacher job satisfaction of business education teachers. By studying how
teachers feel about work, or job satisfaction, this dissertation could have implications for
understanding how to retain and recruit teachers to the profession for longer periods. This
researcher envisions that the outcome of this dissertation informs policymakers and
administrators about the variables that influence overall job satisfaction with business education
teachers. Therefore, the outcome of this dissertation may assist leaders in aligning future teacher
recruitment and teacher retention strategies with key teacher job satisfaction factors.

The following conclusions were based on the findings of the study.

1. The business education teachers in this study were generally satisfied with their job.

This finding is consistent with other studies of business education and teacher job

satisfaction. (Johnson, 2004).
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2. Cronbach’s Alpha was calculated on each of the dependent variables — school
administration, colleagues, parents, and teachers. Each variable returned an
acceptable score; therefore, the scale was considered reliable.

3. A Pearson Product-Moment correlation was conducted to determine the relationship
between the dependent variables of school administration, colleagues, parents, and
students and perceived levels of job satisfaction of business education teachers. The
four dependent variables and job satisfaction showed a statistically significant
positive relationship. The practical significance of this finding was large. This
finding is consistent with other studies that also found positive correlations between
the constructs of teacher job satisfaction (Sims, 2018).

4. There was a statistically significant effect on the perceived level of job satisfaction
of business education teachers and the grade level currently teaching.

5. Although there was not a statistically significant difference between gender and
overall job satisfaction, females reported slightly higher perceived levels of teacher
job satisfaction than males. This finding is consistent with prior research with job
satisfaction and the variable of gender (Sims, 2018).

6. Although there was not a statistically significant difference between ethnicity and
overall job satisfaction, participants who identify as being white/Caucasian reported
slightly higher perceived levels of teacher job satisfaction than other ethnicities. This
finding is consistent with prior research with job satisfaction and ethnicity
(Sabharwal & Corley, 2009).

Recommendations

These recommendations for additional research are presented based upon the findings

and conclusion of this study:
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1. A study of the factors that contribute to job satisfaction of business education teachers
should be conducted with a sample that represents a larger population of business
education teachers in the United States to determine if the findings of this study are
consistent. Since no other studies were found which analyzed the relationship between
job satisfaction of business education teachers and dependent variables such as school
administration, colleagues, parents, and students, it is important to replicate the study
with a larger sample to determine if the findings are consistent. Additional studies would
also provide support for the growing body of literature on the relationship of factors that
contribute to teacher job satisfaction.

2. For future studies, independent variables such as grade level currently teaching, years of
experience in the teaching profession, and highest degree held should be included to
provide descriptive information on the sample.

3. This study provided for a wide area of research rather than in depth. A more thorough
understanding of factors that contribute to job satisfaction of business education
teachers, such as a qualitative study should be conducted. A qualitative study could
provide an understanding of how school administration, colleagues, parents, and
students affect teacher job satisfaction of business education teachers. This would help
reach the goal of improving teacher retention and attracting business education teachers
to the profession.

4. Future studies should be completed comparing the variables of business teachers who
earned their license through a traditional route and those who received their license

through an alternate route.
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5. This study discovered that business education teachers report elevated levels of job
satisfaction. A future study should be conducted that compares levels of job satisfaction
with intent to remain in the profession to determine if elevated levels of satisfaction
result in an increased intent to remain. The Theory of Work Adjustment (Dawis et al.,
1968) stated that the greater the balance between the individual and their work
environment, the greater chance of tenure. Shen (1997) contended that creating a work
environment that allows teachers to have influence and control of school and policies
leads to greater levels of job satisfaction and increased teacher retention. Further studies
in this area should seek to determine if this holds true for business education teachers.

6. Since this study did not include any information on the effects of the COVID-19
pandemic, a future study should be completed comparing the findings of this research to

the results of a study done post COVID-19.

88



References

A nation at risk: The imperative for educational reform A report to the nation and the secretary
of education United States department of education by the national commission on
excellence in education. (1983). https://edreform.com/wp-
content/uploads/2013/02/A_Nation_At_Risk_1983.pdf

Abel, M. H., & Sewell, J. (1999). Stress and burnout in rural and urban secondary school
teachers. The Journal of Educational Research, 92(5), 287-293.
https://doi.org/10.1080/00220679909597608

Adams, B., & Bailey, G. D. (1989). School is for teachers: Enhancing the school environment.
NASSP Bulletin, 73(513), 44-48. https://doi.org/10.1177/019263658907351310

Allen, M. B. (2005). Eight questions on teacher recruitment and retention: What does the
research say? Education Commission of the States.

APA PsycNet. (n.d.). Psycnet.apa.org. https://psycnet.apa.org/record/1997-08589-000

Bascia, N., & Rottmann, C. (2011). What’s so important about teachers’ working conditions?
The fatal flaw in North American educational reform. Journal of Education Policy,
26(6), 787-802.

Belgarde, E. A. (2015). National the condition of college & career readiness 2015.
https://www.act.org/content/dam/act/unsecured/documents/Condition-of-College-and-
Career-Readiness-Report-2015-United-States.pdf

Bishay, A. (1996, Fall). Teacher motivation and job satisfaction: A study employing the

experience sampling method. Journal of Undergraduate Science, 3, 147-154.

89



Black-Branch, J. L. (1996). The consequences of teaching and job satisfaction:
Federation/union, remunerations, and career development, the most important factors.
Journal of Collective Negotiations in the Public Sector, 25(3), 1-1.
https://doi.org/10.2190/bmy7-nd4d-y7c0-n3gb

Blase, J., & Kirby, P. C. (2009). Bringing out the best in teachers: What effective principals do.
Corwin Press.

Bogenschild, E.G., Lauritzen, P., & Metzke, L. (1988). A study of teacher attrition.

Marquette University.

Borman, G. D., & Dowling, N. M. (2008). Teacher attrition and retention: A meta-analytic and
narrative review of the research. Review of Educational Research, 78(3), 367—409.
https://doi.org/10.3102/0034654308321455

Boss, S. (2018, March 14). 3 ways to unlock the wisdom of colleagues. Edutopia.
https://www.edutopia.org/article/3-ways-unlock-wisdom-colleagues

Boyer, E. L., & New. (1985). High school: A report on secondary education in America. Harper
& Row, Inc.

Calitz, T., Roux, A., & Strydom, H. S. (2014). Factors that affect social workers’ job
satisfaction, stress, and burnout. Social Work, 50(2). https://doi.org/10.15270/50-2-393

Camera, L. (2019, December 3). Sharp nationwide enrollment drop in teacher prep programs
cause for alarm. US News & World Report. https://www.usnews.com/news/education-
news/articles/2019-12-03/sharp-nationwide-enrollment-drop-in-teacher-prep-programs-

cause-for-alarm

Carl D. Perkins Career and Technical Education Act of 2006, Pub. L. No. 116-6, (2019).

90



Carver-Thomas, D. & Darling-Hammond, L. (2017). Teacher turnover: Why it matters
and what we can do about it. Learning Policy Institute.

Chapman, D., & Lowther, M. (1982). Teachers satisfaction with teaching. The Journal of
Educational Research, 75(4), 241-247.

Churchill, G. A., Ford, N. M., & Walker, O. C. (1974). Measuring the job satisfaction of
industrial salesmen. Journal of Marketing Research, 11(3), 254.
https://doi.org/10.2307/3151140

Clays, M. (2021, January 18). Why U.S. public school teachers are leaving the profession for
good. ToughNickel. https://toughnickel.com/finding-job/Why-Are-Teachers-Quitting

Collie, R. J., Shapka, J. D., & Perry, N. E. (2012). School climate and social-emotional
learning: Predicting teacher stress, job satisfaction, and teaching efficacy. Journal of
Educational Psychology, 104(4), 1189.

Cooper, P., & Yan, Z. (2014). Some possible effects of behavior management training on
teacher confidence and competence: Evidence from a study of primary school teachers
in Hong Kong. Educational Studies, 41(1-2), 156—
170.https://doi.org/10.1080/03055698.2014.955739

Cornell University Provost’s Advisory Committee on Faculty Work Life. (2006).
Understanding faculty satisfaction. Cornell University, Institutional Research and
Planning. www.dpb.cornell.edu/documents/1000369.pdf

Cranny, C. J., Smith, P. C., & Stone, E. F. (1992). Job satisfaction: How people feel about their

jobs and how it affects their performance. Lexington Books.

91



Darling-Hammond, L., Hyler, M., & Gardner, M. (2017). Effective teacher professional
development. https://learningpolicyinstitute.org/sites/default/files/product-
files/Effective_Teacher_Professional_Development REPORT.pdf

Darling-Hammond, L., & Sykes, G. (2003). Wanted, a national teacher supply policy for
education: The right way to meet the “highly qualified teacher” challenge. Education
Policy Analysis Archives, 11, 33. https://doi.org/10.14507/epaa.v11n33.2003

Davis, F. W., & Yates, B. T. (1982). Self-efficacy expectancies versus outcome expectancies as
determinants of performance deficits and depressive affect. Cognitive Therapy and
Research, 6(1), 23-35. https://doi.org/10.1007/bf01185724

Dawis, R. V., Lofquist, L. H., & Weiss, D. J. (1968). A theory of work adjustment: A revision.
University of Minnesota Press.

Day, C., Kington, A., Stobart, G., & Sammons, P. (2006). The personal and professional selves
of teachers: Stable and unstable identities. British Educational Research Journal, 32(4),
601-616. https://doi.org/10.1080/01411920600775316

deBrey, C., Snyder, T., Zhang, A., & Dillow, S. (2021). Digest of Education Statistics 2019
[Review of Digest of Education Statistics 2019].

https://files.eric.ed.gov/fulltext/ED611019.pdf

Duncan, A. (2015). Why teaching is the most important profession.
https://www.linkedin.com/pulse/leading-from-classroom-arne-duncan

Dvorak, J., & Phillips, K. D. (2001). Job satisfaction of high school journalism educators.
[Paper presented at the annual meeting of the Association for Education in Journalism

and Mass Communication, 2001] https://eric.ed.gov/?id=ED456466

92



Fantilli, R. D., & McDougall, D. E. (2009). A study of novice teachers: Challenges and supports
in the first years. Teaching and Teacher Education, 25(6), 814-825.
https://doi.org/10.1016/j.tate.2009.02.021

Finn, C. (2003, February 5). No Dream Denied: A Pledge to America’s Children. The Thomas
B. Fordham Institute. https://fordhaminstitute.org/national/commentary/no-dream-
denied-pledge-americas-children

Frustration in the schools. Teachers speak out on pay, funding, and feeling valued. (2019). Phi
Delta Kappan, 101(1), NP1-NP24. https://doi.org.10.1177/0031721719871559

Garcia, E., & Weiss, E. (2019, April 16). U.S. schools struggle to hire and retain teachers: The
second report in “The perfect storm in the teacher labor market” series. EConomic
Policy Institute. https://www.epi.org/publication/u-s-schools-struggle-to-hire-and-retain-

teachers-the-second-report-in-the-perfect-storm-in-the-teacher-labor-market-series/

George, J. M., & Jones, G. R. (2005). Understanding and managing organizational behavior
(4th ed.). Pearson, Practice Hall.

Gibbons, T. W. (1995). Motivational characteristics of job satisfaction for elementary
school teachers [Dissertation Motivational characteristics of job satisfaction for
elementary school teachers].

Gravetter, F. J., Wallnau, L. B., & Forzano, Lori-Ann B. (2017). Essentials of statistics
for the behavioral sciences + research methods for the behavioral sciences. Cengage
Learning.

Guarino, C. M., Santibafiez, L., & Daley, G. A. (2006). Teacher recruitment and retention: A
review of the recent empirical literature. Review of Educational Research, 76(2), 173—

208. https://doi.org/10.3102/00346543076002173

93



Guin, K. (2004). Chronic teacher turnover in urban elementary schools. Education
Policy Analysis Archives, 12, 42. https://doi.org/10.14507/epaa.v12n42.2004

Hackman, J. R. & Oldham, G. R. (1976). The job diagnostic survey: an instrument for the
diagnosis of jobs and the evaluation of job redesign projects. Yale University.
Department of Administrative Sciences.

Hadaway, F. J. (1978). Selected personal characteristics related to job satisfaction of public
high school business teachers. [Unpublished doctoral dissertation].

Heim, J. (2016). America has a teacher shortage, and a new study says its getting worse.
https://www.washingtonpost.com/local/education/america-has-a-teachershortage-and-a-
new-study-says-its-getting-worse/2016/09/14/d5delcee-79e8-11e6-
beac57a4a412e93a_story.html?utm_term=.4f09b81f062a

Herzberg, F., Mausner, B., Peterson, R. O., & Capwell, D. F. (1957). Job attitudes: Review of
research and opinion. Psychological Service of Pittsburg.

Herzberg, F., Mausner, B., & Snyderman, B. (1967). The motivation to work.

Wiley & Sons.

Hoppock, R. (1935). Job satisfaction. Harper & Row.

Hoy, W. K. (2016). Educational administration: theory, research, and practice. Mcgraw-
Hill.

Hulin, C. L., & Blood, M. R. (1968). Job enlargement, individual differences, and worker
responses. Psychological Bulletin, 69(1), 41-55. https://doi.org/10.1037/h0025356

Hunt, J. (2015, December 10). No child left behind replacement focuses on marginalized
groups. NBC News; NBC News. https://www.nbcnews.com/news/nbcblk/no-child-left-

behind-replacement-focuses-marginalized-groups-n477791

94



Ingersoll, R. M. (2001). Teacher turnover and teacher shortages: An
organizational analysis. American Educational Research Journal, 38(3), 499-534.
https://doi.org/10.3102/00028312038003499

Ingersoll, R. M., & Perda, D. (2009). The mathematics and science teacher shortage:

Fact and myth. CPRE Research Reports. https://doi.org/10.12698/cpre.2009.rr62

Ingersoll, R., Merrill, L., & Stuckey, D. (2014). Seven trends: The transformation of the
teaching force [Policy brief]: Consortium for Policy Research in Education.

Johnson, D. D. (2004). Job satisfaction and intent to remain in teaching of Georgia business
education teachers. [Unpublished doctoral dissertation].

Johnson, R. (2011). Key reasons for job dissatisfaction and poor employee performance.
Chron.com. https://smallbusiness.chron.com/key-reasons-job-dissatisfaction-poor-
employee-performance-25846.html

Kelchtermans, G. (1993). Getting the story, understanding the lives: From career stories to
teachers’ professional development. Teaching and Teacher Education, 9(5-6), 443-456.
https://doi.org/10.1016/0742-051x(93)90029-g

Klassen, R. M., Usher, E. L., & Bong, M. (2010). Teachers’ collective efficacy, job satisfaction,
and job stress in cross-cultural context. The Journal of Experimental Education, 78(4),
464-486. https://doi.org/10.1080/00220970903292975

Klusmann, U., Kunter, M., Trautwein, U., Ludtke, O., & Baumert, J. (2008). Teachers’
occupational well-being and quality of instruction: The important role of self-regulatory
patterns. Journal of Educational Psychology, 100(3), 702.

Kohut, L. M. (2014). The impact of teacher expectations on student achievement. In ERIC.

ProQuest LLC. https://eric.ed.gov/?id=ED568494

95



Kokkinos, C. M. (2007). Job stressors, personality, and burnout in primary school teachers.
British Journal of Educational Psychology, 77(1), 229-243.
https://doi.org/10.1348/000709905x90344

Kukla-Acevedo, S. (2009). Leavers, Movers, and Stayers: The Role of Workplace Conditions in
Teacher Mobility Decisions. The Journal of Educational Research, 102(6), 443-452.
https://doi.org/10.3200/joer.102.6.443-452

Kyriacou, C., & Sutcliffe, J. (1977). Teacher stress: A review. Educational Review, 29(4), 299—
306. https://doi:10.1080/0013191770290407

Lamar University. (2019, April 9). How parents’ education level affect children’s success.
Lamar University. https://degree.lamar.edu/articles/undergraduate/parents-education-
level-and-childrens-success/

Lane, D. (2003). Properties of pearson’s r. Onlinestatbook.com.
https://onlinestatbook.com/chapter4/properties.html#:~:text=Properties20ofPearson

Leonhardt, D. (2017, March 10). Opinion | want to fix schools? Go to the principal’s office.
https://www.nytimes.com/2017/03/10/opinion/sunday/want-to-fix-schools-go-to-the-
principals-office.html?smprod=nytcore-iphone&smid=nytcore-iphone-
share&_r=1&referer=http://www.indy.education/blog/2017/3/13/teachers-quit-
principals-not-schools

Leslie, D. W. (1989). Creative staffing: Problems and opportunities. New Directions for
Institutional Research, 1989(63), 33—44. https://doi.org/10.1002/ir.37019896305

Little, J. W. (1982). Norms of Collegiality and Experimentation: Workplace Conditions of
School Success. American Educational Research Journal, 19(3), 325-340.

https://doi.org/10.3102/00028312019003325

96



Locke, E. (1976). The nature and causes of job satisfaction. ResearchGate.
https://www.researchgate.net/publication/238742406_The_Nature_and_Causes_of Job_
Satisfaction

Loewus, L. (2012, March 7). Survey: Teacher Job Satisfaction Hits a Low Point. Education
Week. https://www.edweek.org/teaching-learning/survey-teacher-job-satisfaction-hits-a-
low-point/2012/03#:~:text=There%20is%20als0%20a%?20strong

Lucas, G. (2012, May 8). Education: The Single Most Important Job. Edutopia.
https://www.edutopia.org/blog/importance-of-education-george-lucas

Maehr, M. L., Midgley, C., & Urdan, T. (1992). School leader as motivator. Educational
Administration Quarterly, 28(3), 410-429.
https://doi.org/10.1177/0013161x92028003011

Maslow, A. H. (1943). A theory of human motivation. Psychological Review, 50(4), 370-396.

Maslow, A. H. (1954). The instinctoid nature of basic needs. Journal of Personality, 22(3),
326-347. https://doi.org/10.1111/j.1467-6494.1954.tb01136.x

McCallum, F., & Price, D. (2016). Nurturing wellbeing development in education: “From little
things, big things grow.” Routledge.

McCarra, J. (2003). Perceived problems of beginning teachers and proposed solutions
for success [Dissertation Perceived problems of beginning teachers and proposed
solutions for success].

McFeely, S. (2018, March 27). Why your best teachers are leaving and 4 ways to keep them.
Gallup.com. https://www.gallup.com/education/237275/why-best-teachers-leaving-

ways-keep.aspx#:~:text=By%20a%?20large%20margin%2C%?20the

97



McLawhon, R., & Cutright, M. (2012). Instructor learning styles as indicators of online faculty
satisfaction. Undefined. https://www.semanticscholar.org/paper/Instructor-Learning-
Styles-as-Indicators-of-Online-McLawhon-
Cutright/3420c92120fa7e989ff344b9cb9055de35b128e3

Mcneil, L. M. (2000). Contradictions of school reform: Educational costs of standardized
testing. Routledge.

Meister, D. (2010). Experienced secondary teachers’ perceptions of engagement and
effectiveness: A guide to professional development. The Qualitative Report, 15(4), 880—
898. https://nsuworks.nova.edu/tqr/vol15/iss4/7/

Mendez, S. L., Yoo, M. S., & Rury, J. L. (2017). A brief history of public education in the
United States. The Wiley Handbook of School Choice, 13-27.
https://doi.org/10.1002/9781119082361.chl

Mulvahill, E. (2019, June 17). Why teachers quit. WeAreTeachers.
https://www.weareteachers.com/why-teachers-quit/

National online survey of college students - education attitudes — Third Way. (n.d.).
www.thirdway.org. https://www.thirdway.org/polling/national-online-survey-of-college-
students-education-attitudes

Nickerson, C. (2021, November 16). Herzberg’s Motivation Theory (Two-Factor Theory) - Simply
Psychology. www.simplypsychology.org. https://www.simplypsychology.org/herzbergs-two-factor-
theory.html#:~:text=The%20two%2Dfactor%20theory%20

No child left behind act of 2001 (2002 - H.R. 1). (n.d.). GovTrack.us.
https://www.govtrack.us/congress/bills/107/hrl

Neuman, K. L. (1997). Teacher satisfaction. Dissertation Abstracts International, 58 (5-A).

(UMI No. AAT9732754)

98



Nutter, M. (2019, March 21). Vinson it’s time to address the teacher (dis)satisfaction crisis.
Vinson. https://vinsonedu.com/blog/its-time-to-address-the-teacher-dissatisfaction-crisis

Partelow, L. (2019, December 3). What to make of declining enrollment in teacher preparation
programs. Center for American Progress.
https://www.americanprogress.org/article/make-declining-enrollment-teacher-
preparation-programs/

Pedhazur, E.J., & Schmelkin, L.P. (1991). Measurement, design, and analysis: An integrated
approach. Lawrence Erlbaum Associates.

Perie, M., Baker, D., & Whitener, S. (1997). Statistical analysis report. National Center for
Education Statistics. https://nces.ed.gov/pubs97/97471.pdf

Picincu, A. (2011). The effects of low job satisfaction. Chron.com.
https://smallbusiness.chron.com/effects-low-job-satisfaction-10721.html

Reininger, M. (2012). Hometown disadvantage? It depends on where you’re from: Teachers’
location preferences and the implications for staffing schools. Educational Evaluation
and Policy Analysis 34(2), 127-145.

Ross, M. E., & Shannon, D. M. (2008). Applied quantitative methods in education.
Kendall/Hunt Pub. Co.

Ruggeri-DiLello, T. A. (2015). The relationship between student misbehaviors and teacher
self-efficacy [Thesis].
https://www.proquest.com/openview/cc06ff48b9311e97def306c8907287db/1?pg-
origsite=gscholar&cbl=18750

Sabharwal, M., & Corley, E. A. (2009). Faculty job satisfaction across gender and discipline.

The Social Science Journal, 46, 539-556.

99



Shah, M. (2012). The importance and benefits of teacher collegiality in schools — A literature
review. Procedia - Social and Behavioral Sciences, 46, 1242-1246.
https://doi.org/10.1016/j.sbspro.2012.05.282

Shann, M. H. (1998). Professional commitment and satisfaction among teachers in urban middle
schools. Journal of Educational Research, 92(2), 67-73.

Shannon, D. M., & Davenport, M. A. (2001). Using SPSS to solve statistical problems: A self-
instruction guide. Merrill.

Shen, J. (1997). Teacher retention and attrition in public schools: Evidence from SASS91. The
Journal of Educational Research, 91(2), 81-88.

Sims, S. (2018). Google Scholar. Scholar.google.com.
https://scholar.google.com/scholar_lookup?hl=en&publication_year=2018&author=S.+
Sims&title=Essays+on+the+recruitment+and+retention+of+teachers

Singer, A. (2015, September 7). Welcome back! A brief history of education in the United States
(part 1). HuffPost. https://www.huffpost.com/entry/welcome-back-a-brief-
hist_b_8098916

Skaalvik, E. M., & Skaalvik, S. (2011). Teacher job satisfaction and motivation to leave the
teaching profession: Relations with school context, feeling of belonging, and emotional
exhaustion. Teaching and Teacher Education, 27(6), 1029-1038.

Society of Human Resource Management. (2016). Employee job satisfaction and engagement
report: revitalizing a changing workforce.
https://www.shrm.org/hrtoday/trends-and-forecasting/research-and-

surveys/Documents/2016-Employee-JobSatisfaction-and-Engagement-Report.pdf

100



Spector, P. E. (1997). Job satisfaction: Application, assessment, causes, and consequences.
https://sk.sagepub.com/books/job-satisfaction

Stoeber, J., & Rennert, D. (2007). Perfectionism in schoolteachers: Relations with stress
appraisals, coping styles, and burnout. Anxiety, Stress, & Coping, 21(1), 37-53.
https://doi.org/10.1080/10615800701742461

Teacher certification degrees. (2019). Teacher Certification Degrees.
https://www.teachercertificationdegrees.com/

The MetLife survey of the American teacher: Challenges for school leadership. (2013).
MetLife, Inc. https://eric.ed.gov/?id=ED542202

The role of principals in addressing teacher shortages. (2017, February 27). Learning Policy
Institute. https://learningpolicyinstitute.org/product/role-principals-addressing-teacher-
shortages-brief

Ulriksen, J. J. (1996). Perceptions of secondary school teachers and principals concerning
factors related to job satisfaction and job dissatisfaction.
https://eric.ed.gov/?id=ED424684

Usaf, S. O., & Kavanagh, D. J. (1990). Mechanisms of improvement in treatment for
depression: Test of a self-efficacy and performance model. Journal of Cognitive

Psychotherapy: An International Quarterly, 4(1), 51-70.

Usdan, M., McCloud, B., & Podmostko, M. (2000). Leadership for student learning:
Reinventing the principalship. Institute of Educational Leadership.

Veenman, S. (1984). Perceived problems of beginning teachers. Review of Educational
Research, (54)2, 143-178. https://doi.org/10.3102/003465430 54002143

Vroom, V. H. (1964). Work and motivation. Wiley.

101



Vroom, V. H. (1995). Work and motivation. Jossey-Bass Publishers.

Walker, T. (2015). Want to reduce the teacher shortage? Treat teachers like professionals.
http://neatoday.org/2015/08/26/want-to-reduce-the-teacher-shortagetreat-teachers-like-
professionls/

Wang, K. (2019, July 29). Teacher turnover: Why it’s problematic and how administrators can
address it. Scientific Learning. https://www.scilearn.com/blog/teacher-turnover

Weingarten, R. (2016, April 17). How the teacher shortage could turn into a crisis. HuffPost.
http://www.huffingtonpost.com/randi-weingarten/how-the-teacher-
shortage b_9712286.html

Weir, K. (2013, Dec). More than job satisfaction. American Psychological Association, 44(11),
39.

Weiss, H. M. (2002). Deconstructing job satisfaction: Separating evaluations, beliefs, and
affective experiences. Human Resource Management Review, 12, 173-194

What is job satisfaction? Definition, features, and causes - business jargons. (2017, December
2). Business Jargons. https://businessjargons.com/job-satisfaction.html

Will, M. (2017, September 20). Teachers are quitting because they 're dissatisfied. That’s a
crisis, scholars say. Education Week - Teaching Now.
http://blogs.edweek.org/teachers/teaching_now/2017/09/teacher_turnover_data.htmi

Willis, M., Varner, L., Varner, M., & Lynn. (2010). Factors that affect teacher morale.
Academic Leadership: The Online Journal, 8.
https://scholars.fhsu.edu/cgi/viewcontent.cgi?article=1524&context=alj

Wright, B. E., & Kim, S. (2004). Participation’s influence on job satisfaction. Review of Public

Personnel Administration, 24(1), 18-40. https://doi.org/10.1177/0734371x03259860

102



Ziegler, R. W., Adam Barton, and Lauren. (2021, September 15). What can social media
listening tell us about the desire for education change? Brookings.
https://www.brookings.edu/research/what-can-social-media-listening-tell-us-about-the-

desire-for-education-change-insights-from-students-parents-and-teachers-in-england/

103



Appendix A

Permission requested and granted from Auburn University Institutional Review Board

(NOTE: DO NOT AGREE TO PARTICIPATE UNLESS IRB APPROVAL INFORMATION
WITH CURRENT DATES HAS BEEN ADDED TO THIS DOCUMENT.)

INFORMATION LETTER
for a Research Study entitled
“Factors Contributing to Job Satisfaction of High School Business Education Teachers”

You are invited to participate in a research study to identify factors that contribute to job
satisfaction among high school business education teachers. The study is being conducted by
Joy S. Brown, a graduate student, under the direction of Leane B. Skinner, Professor in the
Auburn University Department of Curriculum and Teaching in the College of Education. You
are invited to participate because you are a member of the National Business Education
Association.

What will be involved if you participate? Your participation is voluntary. If you decide to
participate in this research study, you will be asked to complete an online survey. Your total
time commitment will be approximately 10 minutes.

Avre there any risks or discomforts? There are not any known risks or discomforts associated
with this study.

Avre there any benefits to yourself or others? There are not any benefits to you or to others.

Will you receive compensation for participating? There will not be any compensation for
participating.

Are there any costs? If you decide to participate, you will not incur any costs.

If you change your mind about participating, you can withdraw at any time by (example:
closing your browser window). If you choose to withdraw, your data can be withdrawn if it is
identifiable. Once you have submitted anonymous data, it cannot be withdrawn since it will be
unidentifiable. Your decision about whether to participate or to stop participating will not
jeopardize your future relations with Auburn University, the Department of Curriculum and
Teaching or the College of Education.

Any data obtained in connection with this study will remain anonymous. To ensure that all
information will remain confidential, please do not include your name. Information collected
through your participation may be used to fulfil an educational requirement, published in a
professional journal, and/or presented at a professional meeting.

If you have any questions, please contact me at jsb0036(@auburn.edu or my advisor, Dr. Leane
Skinner at skinnal@.auburn.edu.

The Auburn University Institutional
Review Board has approved this
Document for use from

Version Date (date document created):
09/15/2020

10/26/2020 to - -—————————————
Protocol #------ 20-516 EX 2010
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If you have questions about your rights as a research participant, you may contact the Auburn
University Office of Research Compliance or the Institutional Review Board by phone (334)
844-5966 or e-mail at IRBadmin@auburn.edu or IRBChair@aubum.edu.

HAVING READ THE INFORMATION ABOVE, YOU MUST DECIDE IF YOU WANT TO
PARTICIPATE IN THIS RESEARCH PROJECT. IF YOU DECIDE TO PARTICIPATE,
PLEASE CLICK ON THE LINK BELOW.

YOU MAY PRINT A COPY OF THIS LETTER TO KEEP.

The Auburn University Institutional Review Board has approved this document for use from

to . Protocol#

The Auburn University Institutional
Review Board has approved this
Document for use from

10/26/2020 to —————mmm—————
Protocol # ------ 20-516 EX 2010

Version Date (date document created): _ 09/15/2020
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Appendix B

Information Letter emailed to members of the National Business Education Association

Dear National Business Education Association Member,

| am a graduate student in the Department of Education at Auburn University. | would like to
invite you to participate in my research study titled “Factors Contributing to Job Satisfaction of
Business Education Teachers.” You may participate if you are currently employed as a business
education teacher and a member of the National Business Education Association. If you are a
post-secondary business education teacher, there may be questions that do not apply to you in
this study. If that is the case, please do not select an answer and continue completing the survey.

You are being asked to complete an online survey using a link to Qualtrics found below and it
will take approximately 10 minutes to complete.

There are not any known risks associated with this study nor is there any compensation for
responding. To ensure that all information will remain confidential, please do not include your
name. Copies of the project will be provided to my Auburn University instructor. If you choose
to participate in this project, please answer all questions as honestly as possible and submit the
completed questionnaire promptly. Participation is voluntary and you may refuse to participate at
any time.

If you would like to know more information about this study, please reply to this email. If you
decide to participate after reading this information, you can access the survey by clicking the link
below.

Should you decide to complete the survey, please submit your response by Sunday, November 29,
2020.

If you have any questions, please contact me at jsb0036@auburn.edu or my advisor, Dr. Leane
Skinner at skinnal@auburn.edu.

If you have questions about your rights as a research participant, you may contact the Auburn
University Office of Research Compliance or the Institutional Review Board by phone (334)
844-5966 or e-mail at IRBadmin@auburn.edu or IRBChair@auburn.edu.

Thank you for your consideration,

ﬁy Q/ Brewn

Link to the survey titled “Factors Contributing to Job Satisfaction of Business Education
Teachers” https://auburn.qualtrics.com/jfe/form/SV_5psKDdKGfivXBjv
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Appendix C

Survey Instrument

Teacher Job Satisfaction Survey

1. What is your gender?
a. Female b. Male

2. What is your ethnicity? (Please select all that apply.)
a. American Indian or Alaskan Native

b. Asian or Pacific Islander

c. Black or African American
d. Hispanic or Latino

e. White/Caucasian

f. Prefer not to answer

g. Other (please specify)

3. Current teaching grade level (check all that apply)

a. 9n c. 11

b. 10" d. 12t e. post-Secondary
4. How many years have you been in the teaching profession?

a. 1-5 d. 16 - 20

b. 6-10 e.21+

c. 11-15

5. What is your highest degree?
a. Bachelor’s degree  c. Specialist degree

b. Master’s degree d. Doctorate degree

The Auburn University Institutional
Review Board has approved this
Document for use from

i to

Protocol #--——- 20-516 EX 2010
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Teacher Job Satisfaction Survey

Key: 0 = Strongly Disagree 1= Disagree 2= Agree 3 = Strongly Agree

School Administration:

6. Helps me when dealing with student discipline................. 0 1 2
7. Recognizes me for my excellent teaching............cc.ccocovee. 0 1 2
8. Offers me guidance when Necessary.........cccoceevvvverervesennne 0 1 2
9. Assists me with developing creativity ..........ccoceeeeieinenenn, 0 1 2
10. Is willing to attend parental conferences with me.............. 0 1 2
11. Makes me feel as if | belong at our school........................ 0 1 2
12. Provides me with opportunities for professional growth..... 0 1 2
13. Holds me accountable.............ccoeovriiiiiiniinicicscce 0 1 2
14. Tells me when training opportunities are available............... 0 1 2
15. Is interested in my well-being outside of school................ 0 1 2
16. Keeps me informed on changes in my employment ......... 0 1 2
17. Makes me feel safe and secure at Work.............cc.cccerreennen. 0 1 2
18. Increases my overall level of job satisfaction...................... 0 1 2
Colleagues:
19. Accept me as a valued member of our faculty................... 0 1 2
20. Are willing to collaborate with me on student discipline... 0 1 2
21. Support me when things get tough ..........ccocoeveiiicriennen 0 1 2
22. Encourage me to have healthy relationships with admin.... 0 1 2
23. Offer me creative solutions for motivating students............. 0 1 2
24. Assist me when dealing with difficult parental issues........... 0 1 2
25. Hold me accountable ..........cccccooviiiiiiiiiicee 0 1 2
26. Tell me when training opportunities are available................. 0 1 2
27. Increase my overall level of job satisfaction................cc..... 0 1 2
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Key: 0 = Strongly Disagree I= Disagree 2 = Agree 3 = Strongly Agree
Parents:
28. Support me in My ClassroOM..........ccevveivrerienerereeseseeeseens 0 1 2 3
29. Recognize me for excellent teaching........cccccocvevvivvvnviennne. 0 1 2 3
30. Support my program through volunteering ............c.cccveunne. 0 1 2 3
31. Assist me with motivating their student ............ccococeovennns 0 1 2 3
32. Appreciate my communication with them ........................... 0 1 2 3
33. Compliment me in PUbiC........cccoovriiriiii e 0 1 2 3
34. Keep their posts about our school on social media positive.. 0 1 2 3
35. Hold me accountable..........cccoooovniinciiininceecc e 0 1 2 3
36. Increase my overall level of job satisfaction........................ 0 1 2 3
Students:
37. Feel my discipline procedures are fair and equitable........... 0 1 2 3
38. Follow my classroom management procedures ................... 0 1 2 3
39. Understand my classroom routines ............c.ccoverreineenennes 0 1 2 3
40. Assist me with motivating other students ..........c.ccocceevvenene. 0 1 2 3
41. Talk about how much they like my class..........c.ccccoeveverunenen. 0 1 2 3
42. Seem to feel safe and secure on our campus ..........ccccceeueeee. 0 1 2 3
43. Increase my overall level of job satisfaction..............c.ccoee... 0 1 2 3

Overall, | feel:

44, Successful in my classroom ..........cccccevevienieiiie e 0 1 2 3
45. Competent in my classroom ........ccccevvernernenneneseciene, 0 1 2 3
46. | provide a satisfactory standard of living for my family...... 0 1 2 3
47. Students are motivated to learn in my classroom ................ 0 1 2 3
48. Safe and secure on campus every day .........c.ccoceeeeennenenne 0 1 2 3
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Key: 0 =Strongly Disagree 1= Disagree 2= Agree 3= Strongly Agree

49. Contacting parents about their student is never a burden ..... 0 1 2 3
50. | have a healthy relationship with my administration........... 0 1 2 3
51. | have a healthy relationship with my colleagues................. 0 1 2 3
52. | have a healthy relationship with my students’ parents ...... 0 1 2 3
53. | have a healthy relationship with my students..................... 0 1 2 3
54. My contact with students is rewarding............ccocecevrernnnen. 0 1 2 3
55. 1 would recommend teaching to my students....................... 0 1 2 3
56. Teaching gives me a great deal of satisfaction ................... 0 1 2 3
57. My job increases my personal quality of life .................... 0 1 2 3
58. 1 have job SECUMLY.....ccccveie e 0 1 2 3
59. | am safe and secure 0N CAMPUS.........cccevevveeiieneseesiesineieens 0 1 2 3
60. If I could plan my career again, | would choose teaching..... 0 1 2 3

Please discuss any factors not addressed in the survey that contribute to your level of job

satisfaction.

Thank you for your participation!
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Appendix D

Verbatim Responses to Open Ended Question

| based the administrator responses on my principal. He is extremely supportive and is great to
work with. My superintendent is not, and my responses would have been disagree or strongly
disagree.

We have a budget shortfall right now and the administration is not being very transparent
about what will happen next year for staffing. This is stressful.

I consider the current Admin team one of the best I’ve worked with in my 21 years with the
college. Aside from the College President, the team is 5 or fewer years in their position. They
care about the students and about the faculty... their approach is more hands-off than previous
administrations. | enjoy this but wonder if it is more due to my experiences and confidence in
my abilities versus their enthusiasm. Regardless, | have no issues with the current Admin
team, no more or less job satisfaction. The same can be said about the students in my
classroom. The dynamic is changing which is presenting new challenges - remote learning,
more secondary students, wider age gap in classroom students. This challenge is keeping the
profession from becoming routine. I am also at a place/point of burnout, so my overall job
satisfaction is neither good nor bad.

I love teaching but not with the current standards in place. Unfortunately, | feel teaching has
lost its joy and fun every day. There are so many additional demands daily that the fun of
teaching has diminished. | am close to retirement and looking forward to a change of pace, less
demanding.

You’ve got a comprehensive list.
Safety

The number of classrooms | am in affects how | feel. Each year it is different. This year | am
in three different classrooms. They are not near each other. | do not have a storage area in the
classrooms so | must always carry my materials with me. It is hard on me physically.

Lack of consistency with school districts in enforcing policies. No accountability for students
to even show up for class. I teach in a school district with one set of rules--I live in a school
district that has completely different rules for my kid. School district school boards have too
much power! They make decisions on whatever they value personally. If a board member is
into sports, millions get spent on new equipment and new sports fields to the detriment of the
students who need new books and other supplies.

School leadership is huge! If | had received this same survey last year as my previous principal
in charge my answers would have been significantly different and negative.
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I feel like I burn out earlier every year and we age, ’'m almost 50, it takes much longer to get
things done, this wouldn’t be bothersome as I enjoy keeping current and constantly changing
lessons. The frustrating piece is that federal and state mandates in education are constantly
changing (really, they’re not, it’s just a different name to the same old practice) but the
expectation is all your materials will have to be recreated -assessment types, layout, standards,
etc. also our state changed our retirement system so instead of retiring in 3-4 years I now can’t
retire for 12-15....

Low overall staff morale, non-monetary recognition would go a long way, lack of professional
courtesy and trust

| enjoy networking with other business educators across the state through my involvement
with different organizations (FBLA, ABEA, ALACTE).

| have a great relationship with some of my colleagues but not all of them. some are lazy, in
motivated, etc. it’s frustrating to try to work with those colleagues

The time commitment outside of the regular workday - work life balance.

Pay and support

Having a larger department

Most of the satisfaction must be an internal decision. You cannot rely on outside sources for
most of what you are asking. Right now, | have great administration. However, | have also

taught with administration that left you to defend for yourself--no discipline, no help, nothing.

Like all teachers I do have some challenging students whose parents are NOT helpful in
providing successful strategies for me to try.

College teaching differs greatly than high school teaching.
Past student connections with me.

I do not feel that the financial compensation is equitable to the job role / hours that are
invested.

School violence/school shooting
Keeping up with students on LinkedIn helps me witness their success stories!

I am a second career teacher. | was in the military and chose teaching as it was my ideal job
most of my life and part of my first career. Also, | am in a high school and not in a career
center, so | answer two administrators. They are vastly different. My questions are answered
concerning my administration at the high school.
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I enjoy working with the students outside of school with FBLA (Future Business Leaders of
America) and with Cyber Patriots - both organizations help build relationships with students.

My teaching profession provides me benefits for retirement and allows me to operate my own
business after hours.

While I don’t mind contacting parents, they are overwhelmed, too. Remind, email, school
status, etc... It’s too much and we’re being seen as a bother. We need one contact method only.
Also, my students who are high scorers on the ACT are not going into teaching, even if they
want to due to pay. It’s as simple as supply and demand. You cannot require a bachelor's
degree and pay an Associate Degree wage. Use the money that is being allocated for teacher
recruitment to pay your existing teachers and they’ll stay in the profession. As professionals,
we need a much higher wage. It is an insult to say that teachers do not teach for the income,
they teach for the outcome. We teach both! As a CTE instructor, it is difficult to recruit
students because our classes are essentially yet another state test. They could choose another
elective which doesn’t add to their already existing testing load.

I did not go into teaching for the money or the praise, | just enjoy teaching.

Recognition from admin, opportunities for leadership roles within school, verbal praise from
admin/students/colleagues/parents.

You might consider including information for bullying (not students on students but students
on teachers and such). This is a safety and a well-being issue.

My administrator is in no way adjusting his unhealthy attitude to accommodate our needs.
Many have looked and found jobs elsewhere for this reason alone. | am very saddened by my
administrator in contrast to other schools nearby which are supporting their staff.

As an “clective” we are always treated unfairly. We should NOT be a part of CTE. We now
teach college bound material.

The economy and lack of good-paying jobs impact education, home-life, and the level of
parent support for education. The breakdown of the traditional family unit, lack of discipline
from home, and the lack of parents holding students to high expectations is the most
dissatisfying aspect of teaching. Education is not broken. Families are broken.

This year is difficult. Admin continues to blame teachers for lack of student participation. We
cannot care more than our students do and that is where | am at. | love teaching but I'm
seriously thinking of leaving the profession. Our admin team is not proactive, they are
reactive.
I was previously a high school teacher and | loved it but since moving to a post-secondary
position | realize how much extra stress came with the high school teaching position. It was
difficult at times to focus on teaching because of all the other responsibilities | was given.
Teaching at the college level is much less stressful and I am more relaxed and able to enjoy the
job much more now than when | was teaching in high school. The high school atmosphere
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came with much more unnecessary paperwork and constant observations and class
interruptions.

It’s important to love what you do. There will be hard days in the teaching field, extremely
hard days, but you always must remember the good days and why you are in the profession. |
love teaching. | love my job and | get up every morning excited to go to work.

Teaching is rewarding to me. The relationship with students is important.

I’m a career changer, from software developer to computer science teacher. There is a need for
more of us, and | think more might be interested, but all the non-teacher obligations are
ridiculous. CTAE has an enormous number of expectations unrelated to my teaching, and |
teach AP courses. | also have differences as someone on the spectrum, which is why 1 am a
great developer and teacher, but these differences make me uncomfortable in all these other
required roles (FBLA and duties) that others could do. Other teachers and admin want me to
“conform,” but students like me because | am not just like all the other teachers.

The biggest contributor to job satisfaction is school leadership. If the administration is bad, it
has a negative effect on your emotional and physical well-being.

1) I have worked with 5th and 6th grade; these younger students are very respectful and
excited about school; now I’'m with 9" -12™ graders who are not respectful or excited about
school.

2) My planning time is respected and protected, with few meetings interrupting that necessary
preparation time.

3) My duty load is burdensome. Duties outside of the classroom (car duty, etc.) are required
daily at my school.

4) Leave procedures make taking time for self-care a negative thing. Putting in for leave is
easy, but our school has been severely short on substitutes for many years now, and taking
leave often requires that other teachers or paraprofessionals in the school are made to cover
your classes while you are out. Therefore, many teachers feel guilty taking time to go to the
doctor or support a child (like attending an awards day).

Teaching has been rewarding for me, and | enjoy students being able to find employment and
improve their living situation.

Support, recognition, social time with colleagues

I would teach again but would have started teaching as my 1st career.
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