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ABSTRACT

Businesseducation in Georgia has experienced a shortage of teaders for the past several
yeas. Somerelief wasredized due to the dedinein the ecmnomy; however, athrea existsof
that shortage reamerging as the economy improves. The purpose of this study was to describe te
job satisfadion of businesseducation teatersin Georgia s secondary public shods and
determine the relationship between job satisfadion and intent to reman in the professon. The
Minnesota Satisfadion Questionnaire was used to measure job satisfadion levels.

A systematic random sampling method was used to seled participants from alist
provided by the State Department of Education of all businesseducation teadersin Georgia.
Survey padckets were sent to a sampe of 594 secondary busnessedication teaclersin Georgia's
public schools with a 49.3% rate of return (N=293). Dillman’s (2000 tailored design method
was used as a guide for this study.

This sampe wes predominatey femak (80%), married (78.6%), receved ther
cetificaion through atraditional route (73%), held a master’s degree and were an average age

of 43 yeas. Georgia s secondary busnessedication teacters eindicaedahigh leve of gererd



job satisfadion (78.63). Many (43.3%) indicaed they plan to retire as soon asthey have taught
for 30 yeas. Over one-half (51.4%) intend to leave the professon within ten yeas. A Peason
correlation matrix indicated that there was astatisticaly sgnificant relationship between gererd
job satisfadion and salary. One-way ANOVASs comparing the intent to reman variable with the
individual intrinsic and extrinac M SQ scalesindicated that the groups varied on the ahili ty

utili zation, achievement, advancement, and responsibility intrinsic scaes. Extrinsic scaes
indicaing a statisticaly significant effed when compared with the intent to reman variable were

company/school policies and pradicesand working conditions..

INDEX WORDS: JOB SATISFACTION, TEACHER RETENTION, BUSINESS
EDUCATION TEACHERS, MINNESOTA SATISFACTION
QUESTIONNAIRE, INTENT TO REMAIN



JOB SATISFACTION AND INTENT TO REMAIN IN TEACHING

OF GEORGIA BUSINESSEDUCATION TEACHERS

by

DIANNA DAY JOHNSON
B.S., The State University of West Georgia, 1986

M.Ed., The State University of West Georgia, 1998

A Dis=rtation Submitted to the Graduate Faaulty of The University of Georgia in Partial

Fulfilment of the Requirements for the Degree

DOCTOR OF EDUCATION

ATHENS, GEORGIA

2004



© 2004
Dianna Day Johnson

All Rights Reserved



JOB SATISFACTION AND INTENT TO REMAIN IN TEACHING

OF GEORGIA BUSINESSEDUCATION TEACHERS

DIANNA DAY JOHNSON

Major Professor: WandaL. Stitt-Gohdes

Committee Helen Hall
Karen Jones
Jay Rojewski
MyraWomble

Eledronic Verson Approved:

Maureen Gras

Dean of the Graduate School
The University of Georgia
August 2004



ACKNOWLEDGEMENTS

Completing thisreseach projed has been agroup effort involving many people. | wish to
adknowledge and expresssincere gditude to those who wereinstrumentd in thecompletion of
my reseach:

God, who lead me to this path and continued to stand by me until completion;

My wonderful husband, Gerald, for his support and encouragement throughout my
graduate study;

My stepson, Aaron, for getting off the Internet when | needed it;

Dr. Wanda Stitt-Gohdes, my Mgjor Professor, for providing the guidance and
encouragement throughout this projed;

Dr. Helen Hall, Dr. Karen Jones, Dr. Jay Rojewski, and Dr. Myra Womble, Committee
Members, for their time and support;

My family for their understanding when | wastoo busy to participate in family functions,
their love, support, and encouragement throughout this process

My friends, Terry and Nancy Johnson, Scott and Jean Lehmann, and Bill and Denise
Debardelaben, Dr. Janet Teague, and their families, who continually encouraged me and showed
continued interest in this venture as | progres®d (especidly Nancy Johnson for the meny trips to

thelibrary to help carry books). Thanksfor al the words of encouragement.



TABLE OF CONTENTS

Page

ACKNOWLEDGEMENTS. ...ttt e et e et e et e e e e e eeens iv
LIST OF TABLES ... e ettt e et r e et e e e e eeen) viii

CHAPTER

1  INTRODUCTION ...ttt e e e e e e e et e e e eas 1

PUrPOSE Of the STUY .....coveeie e 4.

Reseach QUestioNS/StUdY DESIGN........ccuuuiiieiiiiiiiee et e e e 5

Theoretical FrameworK.............iiiiiiiii e 6.
SIgnificanCeof the SEUAY .......ccoeeeeiie e 9

2 REVIEW OF LITERATURE AND RELATED RESEARCH........ccccovviiiiiiieeenn. 11

JOD SALISFAGION ... 11
Maslow’sSHierchy Of NEEIS.........coouuiiiiiiiiiiii e 11
Shaffer’s Job Satisfacion TNEOTY .........uuuiiiiiiiiiiii e 12

Vroom' SEXPedancy TREOIY ........c..uuiiiiiiiiii e 13

Theory of WOrk AGQJUSIMENT .........uuiiiiiii et 13

Herzberg ' s TWO-Fador ThEOIY ........uiiiiiiiiii e 16

Teadier Job SatiSfaCtioN .........oooviiiiii e 17

Job Satisfadion of BUSINESSEAUCEONS ..........uuiiiiieeeeeeeiiiieeee e 19

Teader REAUITIMENL. .......oiiiiiii ettt e e e eeees 20

Alternative CartifiCaioN ...........ooiiiiiiii et 22



Teader Reaquitment and RELENTION ........e it ee e eeaees 27

Feminization of the Carea@ of TEadNg .......cccvvviiiiiiiiiiiiiieee e 34
TEAGIET SNOMAGE ... e eeeeet ettt e e e et aa s 37
SUMIMIBIY ...ttt ettt et e e e e ee e e e e e e e e e e e e rnaeeeeeenn s 40

3 METHODSAND PROCEDURES. .........coiiiiiiiie e e 41
F g1 ge o [¥ o (o] o DTSSR 41
SUNVEY RESEECN ... e 41
Population and Sample SEleCtion............ovi i 44
INSETUMENEAEION. ...ttt e e e e e 48
Personal Data QUESHIONNAITE.........ueeeiieeeeeieeeeieee e e e e e et e e e e e e enee e eeeennns 53

Data Colledion PrOCEIUNES...........uuuiieeiieiiis et e 54

Data ANalySIS PrOCEIUNES .........uiiiiieiiii ettt ettt eeeeees 55

4 ANALY SIS OF DA T A ettt e r et e et et e eens a7
JOD SALISFAGION ... 57
Personal and Profesgonal Variables ............oovviiiiiiiiiiiieie e 59

INEENE 1O REIMAIN .....eeeit et e e e e e e e eeeaes 60

5 CONCLUSIONS AND RECOMMENDATIONS.......cooiiiiiiiieeieei e 66
CONCIUSIONS. ...ttt e e et ettt e e e e e ee bt e e e e e eneneeae 68
DSl S (o] PSPPSR 70
REMMMENUELIONS ...t 71
REFERENGCES ... oot r e et e e et e et e et e e ena e e et neeeaneeanaees 75

vi



APPENDICES . ... ot e ettt eeaad 38

A

B

REQUEST TO USE THE MINNESOTA SATISFACTION QUESTIONNAIRE 89

MSQ NORMATIVE DATA FOR TEACHERS..........coooiiii e 97
PERSONAL DATA QUESTIONNAIRE ......cooviiiiiiiiieee e 100
IRB APPROVAL FORM ..ottt 102
COVERLETTER.....ciiiii ettt e e 104
FOLLOW-UP COVERLETTER ....uiiiiiiiiiie e 106
POSTCARD FOLLOW-UP REMINDER........c..oiiiiiiiiiiiiiieieee e 108

Vii



LIST OF TABLES

Page
Table 1: Intrinsic and Extrinsic MSQ Scales Studied ............ooovviiieiiiis e 9
Table 2: Variables and Their Response Codes/Measurements. ..........ccoevvvvrieeeeeeieenriinneeeeeennns 42
Table 3: Yeas Teading Total, Present Institution, and Yeas Outside Teading..................... a7
Table 4: MSQ ScaleS and DeSCIIPLIONS........ccceeeiiie et 50
Table 5: Intrinsic and EXtrinsSiC DeSCriptive Data...........ccovvvvuiiieiiiiieeeiiie e 58
Table 6: Peason Correlation COEffICIENS .........coovieiiiiriee it 61

Table 7: Means, Standard Deviations, and One-Way Analysis of Variance (ANOVA) for Effeds
of Intent to Remain on Intrinsic Scalesof the MSQ.........cooviviiiiiiiiiiiiicee e, 63
Table 8: Means, Standard Deviations, and One-Way Analysis of Variance (ANOVA) for Effeds

of Intent to Remain on Extrinsic Scalesof the MSQ..........ccooiiiiiiiiiiiiici e 64

viii



CHAPTER 1
INTRODUCTION

Job satisfadion has been atopic of interest to busnessleacdersin hopes of improvingjob
production for decales. Job satisfadion can be defined as the degreeto which a person’s work
fulfill sthe individual’ s needs (Dawis & Lofquist, 1984). Theideaisthat themore stisfieda
worker iswith hisor her work, the more focused he or she will be on producing more work and
receving that feding of satisfadion. “Each of us strives towards some goals more persistently
than towards others’ based on the perceived amount of satisfadion the goa will provide (Bed,
200Q p. 31). Courses of adion are chosen kased on the potential to provide the gredest value or
the most satisfadion. Teaders choose to stay in the professon or leare it based on an individual
perception of the level of satisfadion continuing to tead will provide compared with other
opportunities. “Welook to the future, at the potential outcomes of choosing diff erent possble
courses of adion” (Bedk, 200Q p. 26).

Our nation isfaced with an increasing shortage of teaders. Trapps (200]) expeded the
nationwide shortfall to read 2 million teaders by 2011 This shortage resultsfrom a
combination of retiring teaders, increasing student enrollment, and switching professons
(Riley, 1999. With this shortage comesthe chdlenge d reauiting quality teaders. In recent
yeas, the teating professon hes experienced alow retention rate, with new teaders dropping
out of the professon at arate of 50% by the end of ther first five yeas (Bobek, 2002 Coeyman,
Jonsoon, Teicher, & Wiltenburg, 2001 Hope, 1999 Nationa Commisgon on Teading and

Americd s Future, 2003. “Many schools have not been able to retain the teadersthey do hire”



(Coeyman et d., 2001, p. 1). Teaders are leaving the clasgoom to pursue other carees within
threeto five yeas of entering the edwcation field (Darling-Hammond, 2001 Dawson, 2001;
Ingersoll, 2002. Thisrevolving door effed hasled to an increa®d need to not only reauit new
teaders, but to retain those rew teaclers and veteran teacters & well .

Due to the teader shortage in Georgia, the Georgia Student Finance Commisson
expanded the HOPE Scholarship Program to include the HOPE Teacler Scholarship. The HOPE
Teadter Scholarship is designed to help recruit potential teachers by paying for their education i
return for yeas of service after degree completion. Despite this effort, shortages persist in many
content areas including businesseducation. The scholarship program islimited tofields
identified as criticd shortage fields such asscience, math, English as a seand language (ESOL ),
and spedal educaion (Georgia Student Finance Commisson, 2002). The Georgia HOPE
scholarship program hasa so implemented aprogram to pay for gradwate work to endle eacters
to seek advanced degreesand to dl ow personsinterestedin teading to compete eacler
preparation programs and earn professonal certification while teading.

Age, gender, yeasat present ingtitution, total yeasteading, yeas employed outside
teading, highest degreeheld, salary level, marital status, certification route, and schoaol locaion,
were variables found in the literature review as the demographic variables commonly considered
in studies of job satisfadion in general and job satisfadion of teaders. The literature was
inconsistent in the results indicaing which demographic variables had an effed on job
satisfadion. Hadaway (1979, Stitt (1980, and Collins (1998 considered similar variablesin
their studies of job satisfadion of businesseducators and agriculture edwcation teacters. Collins
included age andyeas of experienceteading agricultural educaion in hisstudy of job

satisfadion of agricultural educaion teadersin Georgia s secondary public schods and found



none of these variablesto be significantly correlated with the teader’ s degreeof job satisfadion.
Goetze (2000 looked at age, gender, highest education level, yeasin current position, yeas
with current employer, yea's of work- related experience, and yeasin primary work locaion in
her study of theimpads of job satisfadion, satisfadion with life, work environment, and seleded
demographic variables on the intent of workersin both traditional and non-traditional work
environments to remain with a human relations/payroll organization and found no relationship
between the variables and the level of general job satisfadion. Others (Bedk, 2002 Bright, 2002
Ely, 1993 Haddad, 1989 Haywood, 1980 Stiles, 1993 considered age, educaion level, gender,
number of yeastaught, and number of yeasin present school and found no effed on the level
of job satisfadion. Harris & Associates (1995 considered school location and found suburban
and rural teadersto be more satisfied with their jobs than urban teaders. Adams (1999, Barber
(1980, Birmingham (1984), and Funderburg (1996 found gender toindicate that female
teaders were more satisfied that male teaders. Conversely, Bishop (1996 found males tend to
be more satisfied than females. The variable age wasfound to be related to job satisfadion by
Funderburg and Barber indicaing that older teaders at the sscondary levd were lesssatisfied
with their jobs than younger teaders. Wofford (2003 found younger teatersto be more
satisfied than older teaders and that job satisfadion increases linealy with age. Education level
attained by the teader indicated no relationship with job satisfadion acerding to Barber,
Givens (1988, and Randall (1987). Yeas of teating experiencewas found to affed the levd of
ateader’sjob satisfadion (Barber; Bishop; Givens, Randall; Richardson, 1983. Saary level
was found by Barber, Bishop, Givens, Johnson (1995, and Randall to have an effed on the level
of job satisfadion. The Minnesota Satisfadion Questionnaire (M SQ) normeative data groups

included “demographic characeristics of thenorm group, including such variables as sex



[gender], age, education and tenure information” (Weiss Dawis, England, & Lofquist, 1967, p.
5).

Purpose of the Study

The shortage of teadersin general and businesseducation teadersin particular is
expeded to continue over the next decale (Pascopella, 2001). Georgia's HOPE Teacters
Scholarship placed busnessedication an their critica shortagelistin spring 1999 and business
education remains on the 2002-2005list (Georgia Student Finance Commisson, 2004). The
purpose of this study was to describe thejob satisfadion of busnessedication teaclersin
Georgia' s secondary public schods and determine e relationship between job satisfadion and
intent to reman in the professon. BusnessEducation for the purpose of thisstudy is definedas
aseandary level schoal curriculum or program which offers students the opportunity to explore
and preparefor occupationsin thefield of busness(programsinclude: acaunting, banking and
finance, computer technology, web design, etc).

Much literature exists concerning job satisfadion and teacler job satisadion. While
there isa growing body of knowledge about job satifadion of teaclers and alimited body of
knowledge concerningjob satissadion of busnessedwcdtion teacters there have been few
studies completed concerning the job satisfadion of secndary businesseducation teadersin
Georgia. Since BusinessEducation continuesto remain on Georgia scritica shortagellist, it is
important to study thejob satisfadion and retention of BusinessEducaion Teadersin Georgia
Ruhland (2007) conducted a nationwide study of attrition and retention fadors that influence
newly hired seamndary businesseducaion teaders. She found teader retention to beinfluenced
by five fadors: a pleasant working condition, a positive teating experience, asensethey are

doing agood job, positive interadions with students, and adequate time to complete job



responsibilities. She further found a significant differencein those five fadors among those who
did not enter teading or chose to leare ascompared with those who remanedin the teading
professon.

Reseach Questions/Study Design

In acordance with the purpose of this study, answers to thefollowing questions were
sought:

1. What isthelevel of satisfadion of businesseducation teadiersin Georgia secondary
public schools based on the Minnesota Satisfadion Questionnaire (MSQ)?

2. What isthe relationship between job satisfadion of businesseducaion teatersin
Georgia seandary public schools and personal and professonal variables identified in
the literature that may have an effed on thejob satisfadion of teaclers? Those variables
include: age, gender, yeasat present institution, total yeasteading, yeas employed
outside teaching, highest degreeattained, and salary leve.

3. What isthe comparison between theintent to remain in the classoom of Georgia
sendary businesseducation teadersin public schools and seled intrinsic and extringc
scdes of job satisfadion asidentified by Herzberg?

The data was colleded usng a persond data questionnaire and the Minnesota
Satisfadion Questionnaire (MSQ). The MSQ was used to gather job satisfadion datafrom
Georgia seandary businesseducaors. A persona data questionnaire surveyed attributes
including age, gender, yeas at present ingtitution, total yearsteading, yeas employed outside
teading, highest degreeattained, salary levd, maritd status, route to certification (traditiona or
aternative), locaion of schoal currently teading in (rural, urban, suburban) and intent to reman

in the professon. Results of this study provideingght into key aspeds of job satisfadion of



Georgiateadierswho choose a caee in semndary businesseducaion andtheir intent toremai n
in thefield. The instruments were sent to a ssmple of thebusnessedication teacters on alist of
secndary businesseducation teaders provided by the Georgia Department of Education.

Theoreticd Framework

The Theory of Work Adjustment developed by Weiss Dawis, England, and Lofquist
(1967 and the Two-Fador Theory developed by Herzberg, Mausner, and Snyderman (1959
provided the theoreticd framework for this study. The Theory of Work Adjustment was
developed at the Universty of Minnesotafor usein the Work Adjustment Projed that startedin
1957. The mgjor objedives of this projed consisted of the development of diagnostic tools for
asessng the work adjustment (job satisfadtion) potential of applicants for vocational
rehabili tation and the evaluation of work adjustment outcomes. These tools included the
Minnesota I mportance Questionnaire (M1Q), Minnesota Job Description Questionnaire (MJDQ),
Minnesota SatisfadorinessScdes (MSS), and the Minnesota Satisfadion Questionnaire (MSQ).
The Theory of Work Adjustment addressed a variety of issues related to work adjustment
including vocaional choice personnel seledion, work motivation, employeemorale, worker
productivity, and job satisfadion (Weisset a.). Weisset al. theorized that job satisfadion is
dependent upon how closely a person’s abili ties match the requirements of the job and the degree
to which the person’s needs are met by the reinforcersin the work environment.

The Minnesota Satisfadion Questionnaire (MSQ) was published in 1967 and revised in
1977. 1t isawell-known, often-used instrument and is well recognized as one of the best
indications of job satisfadion. Normative scores for various occupational groups are included in
the manual for the MSQ. Normative scores for teaders were only used as a part of the ardysis

in this study due to the length of time ketween when thenorms were cdculated and the date of



this study. Scoresfrom ead1 MSQ scale ae mnverted to percertile scores to rate eah
individual’ s level of satisfaction using the normative chartsin the M SQ manua. Percentile

scores of 75 or higher represent ahigh degreeof satisfadion, scores of 26 to 74 represent
average satisfadion, and scores of 25 or lessrepresent low satisfadion (Weisset a., 1967).
Percentiles were used in this study to determine the point scalefor levels of satisfadion usng the
raw data.

The MSQ iswritten on afifth-grade level, takes an average of 15-20 minutesto
complete, and is self-administering (Weisset a., 1967). The MSQ long form consists of 100
itemsthat measure 21 scdes, the level of genera job satisfadion and the levels of satisfadion on
20 scdes. Each of the 20 satisfadion scdesis measured by 5 items on the M SQ instrument.
Twenty itemsincluding one from ead of the 20 scdes measure the general satisfadion scde.
Responsesto ead item are on afive-point Likert scade ranging from very dissatisfied (aresponse
of 1) to very satisfied (aresponse of 5). The total score for any individual scde may range from 5
to 25, with five indicating very dissatisfied and 25indicating very satisfied. The 20individud
scdes of the MSQ are abili ty utili zation, achievement, adivity, advancement, authority,
company policies and pradices, compensation, co-workers, credivity, independence, moral
values, reaognition, responsibility, seaurity, social services, social status, supervision (human
relations), supervision (technicd), variety, and working conditions.

Herzberg, Mausner, & Snyderman (1959 caegorized variables affeding aworker’sjob
satisfadion into two fadors. motivators or intrinsic fadtors and hygiene or extrinsic fagdors.
Motivators or intrinsic fadors include items such asacievement, recognition, work itsdf,
responsibili ty, and advancement. These motivators or intrinsic fadors produced job satisfadion

for the participants of the motivation to work study conducted by Herzberg (1966. Hygiene or



extrinsic fadors are the mgjor environmental aspeds of work and may lead to job disstisfadion
(Herzberg). These extrindc fadorsinclude @y, job seaurity, work conditions, supervision, and
interpersonal relations. According to Herzberg, “fadorsthat leal to positive job attitudes do so
because they satisfy the individual’ s need for self-adualization in hiswork” (Herzberg et a., p.
114). Table 1 liststhe intrinsic and extringc M SQ scales wsedin this study.

Fador scades of the MSQ that correlate with Herzberg's motivation or intrinsic fadors
include Ability Utili zation, Achievement, Advancement, Recognition, and Responsibility. MSQ
fador scdesthat correlate with Herzberg's maintenance or extrinsic fadorsinclude
Company/Schooal Policies and Pradices, Compensation, Co-Workers, Supervison-Tecdnicd,
Supervison-Human Relations, and Working Conditions. Herzberg theorized that individuals
were motivated more by intrinsic fadors than extrinsic fadorsin their work. The Theory of
Work Adjustment, which the MSQ was origindly designed for, includes theideathat individuas
are motivated more by intrinsic fadors. Fador anaysis of the MSQ for teadersindicated, “the
first fador was ‘intrinsic satisfadtion’” and “acaunted for about two-thirds of the common
variance” (Weiss et al., 1967, p. 23). Emphasiswas placed on Herzberg's Two-Fador Theory
sinceit focused on job satisfadion where the Theory of Work Adjustment included job

satisfadion only as a part of the whole theory.



Tablel

Intrinsic and Extrinsic MSQ Scales Studied

Type Scde Title

Intrinsic Ability utili zation
Achievement
Advancement
Reaognition
Responsihili ty

Extrinsic Company policies and pradices
Compensation
Co-workers
Supervision-human relations
Supervision-technicd

Working conditions

Note. The general job satisfadion scae was also used in this study.

Significance of the Study

The theoreticd significance of this study isits contribution to the understanding of job
satisfadion of Georgia secondary businesseducation teaders. The literature on job satisfadion
and teader job satisfadion had not focused on the secondary businesseducation teaders and
their satisfadion. By understanding the satisfadions of Georgia seaondary businesseducaion
teadiers, educaional lealers can provide more satisfying experiences in the work environment
and help to retain quality teadersin the classoam as required by the No Child Left Behind

education hill (National Commisson on Teading and America s Future, 2003.



Thisstudy is of pradicd significarceto teacler edwcators, schod principds, and caree
and technology supervisors seeking to reauit and retain dedicaked busnessedwcatorsfor the
seondary clasgoom and individuals reseaching fadors determining job satisfadtion and their
relationship to the retention of teaders.

Determining job satisfadion for an individual who chose teading as acaree, and more
spedficdly to tead secondary businesseducation, and remain in the field can provide insight
into how to retain those quality candidates who enter the field. With the passng of the No Child
Left Behind educaion hill, rearuiting teaders who will remain committed to the clasgoom
beyond only afew yeasand providing quelity preparation progransand ealy yeas supportisa

challenge that must be addres®d.
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CHAPTER 2
REVIEW OF LITERATURE AND RELATED RESEARCH
Thereview of literature relevant to this study drew upon basc job saisfadion theories,
teader reauitment and teacter retention. Teader shortage literature wasincluded in this
chapter aswell.

Job Satisfadion

The literature on job satisfadion in general and teader job satisfadion spedficdly
provided the basis for using Herzberg's Two-Fador theory to examine the job satisfadion of
businesseducdion teaders. Masdow’ s hierarchy, Herzberg's Two-Fador and Vroom's
Expedancy Theories were the most prominent theoriesfoundin theliteraturefor the study of
teadier job satisfadion. Maslow’ s hierarchy outlined the need stages of the individual. Vroom's
expedancy theory alowed for the ideathat theindividud will bemotivated to complet e a task if
the outcome is both probable and desiralde. The outcome satisfies a need of theindividual .

Madow’s Hierarchy of Nedals

Job satisfadion can be defined as the degreeto which a person’s work fulfill sthe
individuals neals (Dawis & Lofquist, 1984). “Perhaps the most widely accepted decription of
human reeals isthe hierarchy of neals concept developed by Abraham Maslow” (Certo, 1997, p.
384). Maslow (1970 popularized the theory that motives are ordered from more basic to less
basic neals. These needs are organized into afairly definite hierarchy based on the principle of
relative prepotency (Maslow 1987). Maslow’ stheory implied that gratificaion isasimportant a

concept as deprivation in motivation theory. A hierarchy of motives flows from physiologicd



needs such as hurger, to safety neeals, be ongingnessand love reels, estean needs, and need for
self-adualizaion (Bedk 2000 Certo 1997, Madow 1987). Mad ow stipulated that lower leve
needs must be met before upper level neals even come into play in a person’slife and that the
same hierarchy appliesto all individuals. “If all these [physiologicd] needs are unsatisfied, and
the organism is then dominated by the physiologicd nedls, al other needs may become smply
nonexistent or be pushed into the badkground” (Maslow, 1987, p.16). Oncethese physiologicd
needs have been met, other higher needs dominate the organism (Maslow, 1987). “Each of us
strives towards some goas more persistently than towards others’ (Bed, p.31). Bedk suggested
that ead individual has hisor her own hierarchy of motives and that this hieracchy drives the
choices an individual makes. Motivation plays arole in satisfadion in that “our adual on-the-job
experiences influence our motivation and future behavior” (Petri, 1986 p. 350). Motivation is
what getsan individual to exert the energy to acomplish atask; satisfadion isthe feding an
individual experiences after the accomplishmentis compete. If an individual approachesa
similar task in the future and recdl s the feding of satisfadion, he or she will be more likely to
percave the task to be achievable and thus be more mativated to exert the energy to acomplish
the new task. “A positive response to the correctcompletion of a task would certainly provide
appropriate job satisfadion and serve asamotivator” (Stitt, 1980, p15).

Schaffer’s Job Satisfadion Theory

Schaffer (1953)deve opeda theory of job satisfadion based on psychologicd needs.
Those neadsincluded reaognition, interpersonal relationships, achievement, dominance, social
welfare, self-expresgon, socio-eanomic status, moral values, dependence, challenge, economic
seaurity, and independence The strongest neals were determined to be challenge, achieverment,

and social welfare (Schaffer). The theory stated that an individua’s job will med certain needs

12



for that employeeand satisfadion will occur only if theindividual enpoyee felieves the reeds
to be important.

Vroom's Expedancy Theory

Vroom's (1964 expedancy theory was based on the ideathat an individual will perform
acertan ad based on the perception of the outcome to be causd by that ad. Vroom defined
expedancy as“amomentary belief concerning the likelihood that a particular aa will be
followed by a particular outcome” (p. 17). Expedancy isthe perceved probabili ty thata
particular amount of effort will be instrumental in achieving agoal valued by the individual
(Bed, 2000. Robhins (1997) described the theory:

Expedancy theory argues that the strength of a tendency to ad in acertain way depends

on the strength of an expedation that the ad will be foll owed by agiven outcome and on

the attradivenessof that outcome to theindividud. (p. 57)

When choosing between aternatives involving uncertain outcomes, an individual’s behavior is
affeded by hisor her preferences aswell asthe degreeto which he believesin the probabili ty of
these outcomes (Vroom).

Theory of Work Adjustment

Another theory of job satisfadion is the theory of work adjustment (Dawis & Lofquist,
1984). The theory of work adjustment developed out of the research of the Work Adjustment
Projed at the University of Minnesota. The maor objedives of this projectconsisted of the
development of diagnostic tools for assessng the work adjustment potential of applicants for
vocaional rehabili tation and the evauation of work adjustment outcomes. The<e todsincluded
the Minnesota Importance Questionnaire (M1Q), Minnesota Job Description Questionnaire

(MJIDQ), Minnesota SatisfadorinessScdes (MSS), and the Minnesota Satisfadion
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Questionnaire (MSQ). The theory of work adjustment is a broad theoretica formulation which
addresses problemsrelated to work adjustment including vocational choice, personnel seledion,
work motivation, employeemorale, and worker productivity (Dawis & Lofquist, 1984). The
theory was based on the concept of “correspondence letween individual and environment”
(p.54). Lofquist and Dawis (1991) defined correspondence asa*harmonious relationship
between the individual and the environment” (p. 22). Theindividud brings with im or her
certain skillsand in return recaves certain rewards from the work environment. These rewards
include wages, prestige, and persond relationships (Dawis & Lofquist). The theory states that
job satisfadion is dependent upon how closely a person’s abili ties match the requirements of the
job and how wel the person’sneeds are met by the reinforcersin the work environment
(Stewart, 1984.

The MSQ was deve opedat the University of Minnesotafor use in the Work Adjustment
Projed that startedin 1957 Weissetd. theorized that job satisadion is dependent upon how
closely a person’s ahili ties match the requirements of the job and the degreeto which the
person’s neals are met by the reinforcersin the work environment. According to Herzberg,
“fadorsthat lead to positive job attitudes do so because they satisfy the individual’ s need for
self-adudizaion in iswork” (Herzberg et al., 1959 p. 114).

The MSQ was publishedin 1967and revised in 1977. Normeative scores for various
occupational groups are included in the MSQ manual. Scoresfrom ead MSQ scde are
converted to percentile scoresto indicae ead individud’ slevd of satisadion using the
normative chartsin the M SQ manual. Percentile scores of 75 or higher represent ahigh degree of
satisfadion, scores of 26to 74 represent average satisfadion, and scores of 25 or lessrepresent

low satisfadion (Weisset al., 1967).
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The MSQ iswritten on afifth-grade level, takes an average of 15-20 minutesto
complete, and is sdlf-administering (Weisset a., 1967). The MSQ long form consists of 100
itemsthat measure 21 scdes, the level of general job satisfadion and the levels of satisfadion on
20 scdes. Eadh of the 20 satisfaction scdesis measured by 5 items on the MSQ instrument.
Twenty itemsincluding one from ead of the 20 scaes measure the general satisfadion scde.
Responsesto ead item are on afive-point Likert scde ranging from very dissatisfied (aresponse
of 1) to very satisfied (aresponse of 5). Thetotal score for any individual scae may range from 5
to 25, with five indicating very dissatisfied and 25indicating very satisfied. The 20individud
scdes of the MSQ are abili ty utili zation, achievement, adiviy, advancement, authority,
company policies and pradices, compensation, co-workers, credivity, independence, moral
values, reaognition, responsibility, seaurity, social services, social status, supervision (human
relations), supervision (technicd), variety, and working conditions. The scdes used for this study
were abili ty utili zation, achieverment, advancenent, company/schod policiesand pracices,
compensation, co-workers, recognition, responsibili ty, supervision (human relations),
supervision (technicd), and working conditions. These scaes were used because of their
correlation with the intrinsic and extringc fadorsidentified by Herzberg's (1966 Two-Fador
theory.

The MSQ has continued to be used through the yeas asavalid and reliable measure of
job satisfadion. Studies of job satisfadion of which used the MSQ include Weiss Dawis,
England and Lofquist (1967), the study for which the MSQ was deve oped; Hadaway (1978,
Stitt (1980, Collins (1998, Goetze (2000, Alexedf (2001, and Hancer (2001). Hadaway
(1978, Stitt (1980, and Collins (1998 used the MSQ to measure the job satisfadion of teader

educaorsor caea and techncd teaclers.
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Herzberqg's Two-Fador Theory

Herzberg, Mausner, and Snyderman (1959 categorized variables aff ecting aworker’ s job
satisfadion into two fadors. motivators or intrinsic fadors and hygiene or extrinsic fagors.
Motivators or intrinsic fadorsincluded such items as achievement, recognition, work itself,
responsibili ty, and advancement. These motivators or intrinsic fadors produced job satisfadion
in the participants of the motivation to work study conducted by Herzberg (1966. Herzberg et al.
(1959 conducted open-ended interviews with 203 acountants and engineasin the Pittsburgh
area The interviewers asked the acountants and engineea's to discussspedfic occasionswhere
they felt particularly good or bad about their jobs. Andysis of theincidents reveakd that intrinsc
aspeds of the job were related to the positive or good fedings about the job. Hygiene or extrinsic
fadors are the mgjor environmental aspeds of work and leal to job dissatisfadion (Herzberg).
These extringc fadorsinclude @y, job seaurity, work conditions, supervision, and interpersond
relations. The hygiene aspeds of the job are related to the incidents of negative or bad fedings
about thejob reported in theinterviews (Herzberg etd., 1959. Man'sneal for sdf -adualizaion
or growth depends on achievement in tasks that have meaning to the individual. “The motivators
aretask fadors and thus are necessary for growth; they provide the psychologica stimulation by
which the individual can be adivated toward his self-redizaion neals’ (Herzberg, p. 78). The
attitudes of the participants in Herzberg's study toward the job exerted an extremely important
influence on the way in which the job was done. Performanceimproved when job attitudes
improved. It is primarily the motivators that serve to bring about the kind of job satissadion and
improvement in performanceindustry seeks (Herzberg et al.). Herzberg et a. noted “the
profoundest motivation to work comes from the recognition of individual achievement and from

the sense of personal growth in responsibility” (p. 125). Neither individual achievement nor a

16



sense of personal growth in responsibility is likely to flourish too well in abureaucratic situation
(Herzberg et a.). Implications of the study show an emphasis on the positive rather than a
negative approad to theindividud’ smorale. Sinceit is themotivat orsthat producejob
satisfadion, “our emphasis should be on the strengthening of motivators’ (Herzberg etd., p.
132).

Herzberg's study of themotivation to work focused on the attitudes that participants held
toward their jobs. Although attitudes are not the sole predictors of behaior, they can predict
behavior rather well if they are measured properly (Bedk, 2000. Bed li ststhe following fadors
that determine the extent to which attitudes pred ct behavior: theattitude measire isspedfic to
an objed or iswe, the attitude measureis reliable (usng standard measures of reliabili ty such as
evidencefrom previous reseach), non-attitudina considerations do not override acarate atitude
statements, survey sampling is appropriate, and the attitude does not change between the time the
measure is colleaed and the predicted behavior isto occur.

Teader Job Satisfadion

Strong motivation is “an essential ingredient in the formulafor good teading and
depends fundamentally on the strength and qudi ty of the satisfadions that can be derived from
the enterpriseitsdf” (Bess 1977, p245). Due to theintringc nature of the work itself and the
sense of acamplishment derived from it, the professon of educaion can provide much
satisfadion to those employed in it (Medved, 1982. Studies of teader job satisfadion focus on
many differing aspeds. Some look for levels of job satisfadion at a given point in time. Others
seek to compare teader job satisfadion in different geographicd areas, rural or urban school
settings, men and women, or teadier job satisfadion combined with other fadors (Collins,

1999. Stiles (1993 studied the relationship between organizational climate and teacler job
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satisfadion in the Gwinnett County public schools while Colli ns focused on describing the job
satisfadion of agricultural educaion teadersin Georgia and to identify facors that might have
influence on the posshili ty of them leaving the professon. Stilesfound that there wasa
significant relationship between organizational climate and teacler job satisfadion. Callins
found that approximately half (50.9%) of agricultural educaion teadersin Georgia's public
seaondary schools had alow degreeof general job satisfadion. According to Podsen (2002,
“teaters measure their job satisfadion by such fadors as participating in deasion making, using
their skillsin ways that are valued, having freedom and independence, being chall enged,
expressng their credivity and having opportunitiesto lean” (p. 10).

Lortie (1975 completed a sociologicd study of teadersin Dade County, Florida, that
dedt with varying organizaional isaues of teading work and teader sentiments toward daily
tasks. He posited that although teaders are not uniquein all aspeds, teaders sharea“ spedal
combination of orientations and sentiments’ which are derived from occupational structure and
“the meanings teaters attach to their work™ (Lortie, p. viii). Results of Lortie’s study indicated
that teaclers consder psychic or intrinsic rewards as their mgjor source of job satisfadion. The
fador indicated as providing the most reward to teadersis“to fed that they have ‘reacted’ their
students’ (Lortie, p. 106). According to Thompson (1979, “the answer to teacler motivation lies
inintrinsic motivation. And intrinsic motivation belongsto self-determining teaders. It does not
come from noney” (p.43). Maslow (1970 stated that higher, self-adualization needs only come
into play after lower level needs are met. Salary levels and extrinsic rewards must be adeqateto
satisfy hygene neals (Frase, 1989. Sullivan (2001)) indicaed that:

In order to maximizeteader motivation, conditions should be aedaed thatlead the

teader to perceve that he/she is competent of adchieving the goal(s), isautonomousin
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direding higher energies, and that he/she feds emotional/socialy/professonally

conneded to the individuals related to the acamplishment of the god(s). (p. 11)

Warr (1991)useda combination of the Job Descriptive Index (JDI) and the Brayfield and
Roth Index (BRI) to assssjob satisfadion of seoondary teadersin vocaional/technicd
education in the United States. The Job Descriptive Index asks respondents to respond to
guestions concerning the fedings and perceptions the respondent has about the shod in which
he or sheteades. There are ®dions related to teading, pay, supervisor, promotion, and
coworkers. The Brayfield and Roth Index uses question about jobs. Warr found that satisfadion
with pay, supervision, age, and teading were indicators of job satisfadion of
vocaional/technicd teaders. Overall job satisfadion and satisfadtion with co-workers were
found to be prediction fadors for intent toleawe the professon.

Job Satisfadion of BusinessEducaors

Little research that focused on businesseducation teaders who remain in the classoam
or their job satisfadion was found. Teader job satisfadion has been shown to be a predictor of
teadier retention (Shann, 1998 and a ceterminant of teacker commitment (Shann; Shin & Reyes,
1995. In anationwide study of attrition and retention fadorsthat influence newly hired
secndary businesseducation teaders, Ruland (2001) found secondary businesseducaion
teadersto be influenced by five fadors: a plesant working condition, a positive teading
experience a sense they are doing agood job, positive interadions with students, and adequate
time to complete the job responsibili ties. She further found a significant differencein those five
fadors among those who did not enter teading or chose to leave ascompared to those who
remained in the teading professon. With the currentteada shortages, espedally in the areaof

businesseducdion, it isimportant to determine what satisfies the reeds of busnessedication
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teaders and motivates an individual to remain in the classoom. Georgia s shortage has
experienced somerelief due to the dedine in the economy (Blair, 2003 Sausner, 2003 Stripling,
2003. The shortage islikely to return when the economy begins to recover.

Teader Reauitment

With the teader shortage comes the tallenge of reauiting qudity teaders. “From New
York City to Los Angeles, the world of urban teader reauitment is getting more cutthroat while
the country braces to attan more than two milli on teadersin the next 10 yeas’ (Pascopella,
2001, p. 38). The problem is not that qudified teaclers are so hard tofind, but thatthere are
better options than working in school systemsthat ignore individuals professonal needs such as
mentor support, on-the-job training, and professona deve opment (Hinds, 2002). Many states
and schoal districts are emp oying innovative and aggessve reauitment strateges, including
signing bonuses, subscriptions to professonal magaznes, subsidized mortgages, job-sharing
arrangements, laptop computers, and hedth club memberships (Peske, Liu, Johnson, Kauff man,
& Kardos, 2001; Shure, 2001)). Cities like New Y ork and Atlanta ae looking to the business
world to fill teading vacancies (Pascopella). The National Association of State Boards of
Educaion (2002 found that 19 states and the District of Columbia offer incentives for reauiting
teaders. Georgia has threeincentive programs. aloan forgivenessprogram for teader educaion
students of programsin subjed areas identified by the state ashaving a criticd shortage of
teaders, asigning bonus for teader reauits willi ng to tead in hgh priority schod, and
incentive pay for National Board for Professonal Teating Standards Certification.

Cadlifornia, Chicago, New Y ork and North Carolina ae lookingabroad for teadters tofill
teading postions (Pascopella; Coeymanetd.). The Department of Labor and the Immigration

and Naturalizaion Services (INS) opened the door for foreign reauitment in 1999 when the
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federal government agreed to grant H1-B visasfor foreign retionalsto tead in American public
schools (McCoubrey, 2007). As part of Chicago’s Global Educator Outread Initiative, 44
international teader candidates from 22 diff erent countries were sponsored for the INS H1-B
visasin 200Q and the initiative recaved 4,000 gplicationsfrom over 90diff erert countriesin
2001 (McCoubrey). Candidates were required to passawritten and oral English exam and be
interviewed by the Chicago Public School system before they were hired.

In Georgia, international teaders are used in several metro Atlanta school systems
including the City of Atlantaand Clayton, DeKab, Doudas, Fayette, Fulton and Gwinnett
counties (Burch, 2003. The Cobb County School Board receantly voted to work with reauitment
agenciesthat reauit internationally (MaryKay Fermanich, personal communication, March 28,
2003. The Cobb County plan would bring about 20 teaders from foreign countriesto tead in
locd clasgooms and live in the locd communities for a period of threeyeas (Burch).

Reauiting from abroad al ows schods in the United States to draw from a pod where
thereisa surplus of teading professonds, especidly in the meath, science,and technology areas
(McCoubrey, 2001). One drawbadk to hiring foreign teadersis smilar to those expressd for
some other alternative certification programs. not enough preparation before the teaclerisputin
the clasgoam. According to McCoubrey, “ Teadingisa demanding job, and many reauits have
difficulty adjusting to American students and teading styles’ (p. 34). Another problem seansto
be retention of these reauits due to homesicknessand diff icult adjustments. Seven of the 44
reauitsin Chicago’ sinitial program returned to their home countries (McCoubrey). Some
concerns expressed by members of the Cobb County (Georgia) Board of Education included
language barriers due to thick accents and cultura differencesthat might cause foreign teaders

to overread to minor student behavior problems (Burch, 2003.
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Alternative Certificaion

Most traditiona teacter preparation programs requirea four-yea degreeprogram that
culminate with a student teading experience. These programs are not providing enough
candidatesto fill clasgoomsthroughout the United Statesand are causing many states and
districtsto look to aternative avenuesfor certification (Pascopella, 200]). Alternative teacter
certificaion programs “rose out of a neeal for not only more, but also better, teaders’
(Feistritzer, 1999 p. 2). About 10% of public school teaders hired during the past deca@ were
initially hired without alicense, and many more were hired on substandard certificaes (Darling-
Hammond, 2001). Alternative teader certification began as a somewhat controversial concept.
When the National Center for Educaion Information (NCEI) (2003 began surveying states
concerning aternative routes for licensing teadersin 1983 only eight states reported having any
way for individualsto beame certified to tead other than the traditional college teader
education programs, compared with 46 states and the District of Columbia which now have
alternative routes for teader certification. Governors, state commissoners of edwcation, deans of
education and other politica and educational leaders are in favor of some form of alternative
ceatificaion (Feistritzer). Some states generate a large percentage of their new teactersfrom
alternative route programs (Berry, 2007). People from various educaiona badgrounds and
walks of life have the opportunity to become teaders through aternative teader certification
routes (Feistritzer).

In order to speed the processof getting teatersinto the clasgoom, dternatives to the
traditional certification and licensure are being used widdy. Altemétive ceatification programs
are designed to med the educaional neadsof working professonals and expedte thelicensing

processfor individualsinterested in teading who arealy have a bacldor’s degreeand exyertise
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in aparticular subjed matter (Glenn, 2003. Feistritzer (1999),president of NCEI, tedtified
before the House Committeeon Education and the Workforce, “Alternative routes for preparing
and licensing teaders are attrading large numbers of highly qualified, talented and enthusiastic
individuals to the teading professon” (p. 4). Theindividuds attracted by dternative
cetificaion routes are highly educated, life-experienced adults who want to teach ad are
interested in improving Americd s educational system.

Alternative programs vary acording to content, duration, rigor, and support. Many
programs offer teader candidates a short training coursein clasgoom maragement,
development of leson plans and instruction, and an introduction to education, followed by
educaion courses taken at night or on weekends during their first twoyeas of teading.

Acoording to Berry (2001), there isa need for more dternative routes to teacler
preparation and licensure in order to attrad mid-caree reauitsinto teading, “but they must be
good programs’ (p. 33). Effedivealtemative preparation and licensure programs should | ast
from 9 to 15 months and set the stagefor novice elucators to erter the teahing professon.
These programs should include thefoll owing charaderistics:

Strong academic and pedagogicd coursework that providesteaderswith the subjed

matter and teating knowledge reedel to help students read the state’s curriculum

teading standards;

Intensive field experiencein the form of an internship or student teadhing under thedired

daily supervision of an expert teacter;

A requirement that candidatesmeetdl of the state’s stardards for subject matter and

teading knowledgefor a standard certificate before becoming a teacler of record; and,
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A guaranteethat new teaders med all of the state’ steader quality standards, including

passng the same assesnents given ther traditiondly prepared counterparts. (Berry, p.

3%

Alternative certification programsin most gates haveentrancerequirementsthat are at or
above the requirements for those who receved training through traditional preparation programs.
Similar charaderistics are emergingin all dternative routes thatare being developed: hold &
least a badchelor’ s degree passa screaning processwhich includes passng tests, interviews, and
demonstration of mastery of the content to be taught; begin teading ealy, usudly full time, to
be engagelin an-the-job training; complete professonal education coursework or experiences
while teading; work with mentor teaders; and med high performance standards (NCEI).

One nationa alternative route to teading is Tead for America The Tead for America
program, creded in 199Q reauits, trains, and places recent coll egegradwatesin |o w-income
schoals throughout the United States (Tdl, 2001). The program requires the participants commit
to remain in their school placement for at least twoyeas. Tead for Americais not without
criticism. Tell described two counts of criticism that have been direded at the program: a lad of
adequate training for such demanding conditions and that two yeas is not long enough to make
substantial changesin schoolsthat are dready in avulnerable situation. “Almost al of them [the
teadiers] have chosen to continue working far beyond their two yeass of serviceto expand
opportunities for children in low-income communities,” is the response to the time period
criticism from founder of Tead for America, Wendy Kopp (200Q p. 48). Sixty percent of the
Fall 1999Tead for Americadumn group were still working full timein edwation, 37 percent
are till teading in 2000(Kopp). Massadhusetts has a similar training program caled the

Massadusetts Institute for New Teadersthat is modeled after the Tead for Americaprogram.
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This program, where onefifth of the new reauits leave teading after thefirst yea, has not
enjoyed the same successkeeping their reauitsin the dasgoom asTead for America (Tell).

Another program that follows the Tead for Americamodel, Troopsto Teaders, places
military veteransin the classoam (Finn & Madigan, 2001). The Troops to Teaclers program
was launched in 1994 by the Department of Defense. Georgiais one of several statesthat have
hired veterans for their clasgooms utili zing this program. Officesfor the Troopsto Teaders
program are housed in the Departments of Educaion in 20 states, those states with the most
military bases. The Troopsto Teaders program offices assst military veteransto “navigate the
complexities of beaoming licensed to tead and find a job where they want tolive” (Bradley,
1998 p. 2). Troopsto Teaders provides financial assstancefor eligible individualsinterested in
moving from the military to asecnd carea in teading in the form of a stipend to help pay for
teader certification costs or abonusto tead in a high-neals schod (Georgia Troops-to-
Teadters, 2003. Eighty percent of the participants hired between 1994and 1997were still
teading as of 1998(Bradley, 1998.

In response to the shortage in Georgia caused by the “many teacter retirements planned
and Georgia s colleges producing significantly fewer educaors than needed,” Georgia state
officials designed an alternative route to certificaion to attrad candidates with subjed
knowledge, but in neal of teading skill s (Blair, 2001, p. 24). The Tead for Georgia program,
now cdled Teader Alternative Preparation Program (TAPP), seeksto train people from other
professons for four weeks and then placethem in the classoom while they work toward a
master’s degreein educaion (Pascopella, 2001). Some schools participating in the TAPP
program include Albany State University, Georgia State University, Georgia Southern

University, Kennesaw State University, and North Georgia College and State University
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(Georgia Professonal Standards Commisson, 2002. TAPPparticipants can ean amaster’s
degreefrom these institutions during their first few yeasteading. Participation in the TAPP
programs requires a bachelor’s degreein an appropriate field, undergraduate grade point average
(GPA) of 2.5, apassng score on the PRAXIS | or exemption scores, acriminad badground
ched, and an offer of full-time emp oymentin a teating position from a participating schod
system to be considered eligible for the program (Georgia Professona Standards Commisson).
The TAPP program requirements span over two yeas andinclude dtendance in aminimum
number of seminars during ead yea, content course work if needed, passng the program-area
PRAXIS I, an achievement portfolio, and assessment from ateader-candidate support team.
The program initially attraded such alarge response to the e-mail addressset upfor non-teaders
interested in the program that the e-mail server shut down (Coeyman, Jonsson, Teicher, &
Wiltenburg, 2007). After an extensive literature seach, no data were found that reported the
successrate of this program.

A Guide to Alternative Certification: Beginning a Career in Teading for Mid-caree
Professonds (2003 listed threeother programs reaognized by the state of Georgia: the
Businessto-Teading program at the University of Georgia, Atlarta P.L.U.S. through Atlarta
Public Schools, and Georgia Responds at the Georgia College and State University. These
programs provided a more flexible manner for carea changersto gain the required course work
in order to become certified teaclersin Georgia. The<e programs dl owedan individua to obtain
aprovisional certificate so that theindividual can tegin teading whil efinishing required
coursework for full certification. A provisiona certificate was a conditional certificatethat

indicates that theindividud hadcompeted subjectcontent requirements, but needs to satisfy the
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teader educaion requirements to recave professona certification (A Guide to Alternative
Certification, 2003.

Teader Reauitment and Retention

Reauiting new teaders only partially addresses the teader shortage issue. With the
rising attrition and teader shortages, “the general public should be gravely concerned about the
retention and nurturing of high quality teaters’ (Bobek, 2002 p. 202). Teader retentionis &
important asteader reauitment. Ingersoll (2002 compared the recuitment and retention issue
to trying to fill abucket with holesin the bottom. Since many new reauits leave the professon
within five yeas, the shortage will continue to grow because the bucket never getsfull.
Retention of teadersis essential to meding the long-term needs of our schoals. “Retention,
rather than reauitment, may lie at the heat of the teader-quality isue” (Olson, 200Q p. 16).
New teatersimprove dramaticaly during their first few yeas of teading; and therefore,
retaining teaderslong enough for them to read their full potential is criticd (Olson). One-third
to one-half of all new teaders leave the professon within the first five yeas (Hope; National
Commisgon on Teading and Americd s Future, 2003, thus retention of newly reauited
teaders and veteran teaders beaomes an issue that must be addres®d. The Nationa
Commisgon on Teading and Americd s Future (NCTAF) confirmed thisin arecently released
report titled No Dream Denied: A Pledge to America’s Children. According to NCTAF, “thered
school staffing problem is teader retention. Our ingbili ty to support high quaity teadingin
many of our schoolsisdriven not by too few teaders entering, but by too many leaving” (p. 8).
Increasing student enrollments, smaller classes, and retirements were often given as reasonsfor
teader shortages and that the supdy of new teaclers is not sufficient to kego up with the

demand. NCTAF reported that the supdy of teacters drameticaly increagd duringthe late
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19905 and that “the problem isthat we arelosng teaclersfaster than we can replacethent (p.
22).

Chapman (1984 developed amodel that suggested that teacter retention isafunction of
ateader’s persona charaderistics, educational preparation, initial commitment to teading,
quality of their first teading experiernce, professonal and socia integration into teading, and
external fadors. Together these six fadors “influence caree satisfadion, which in turn, relates
to teaders dedsionsto remain in or leave teading” (Chapman & Green, 1986 p. 273).
Chapman (1984) reported that individuds who had taught continuoudy reporteda higher initial
commitment to teading, weremorelikely to hawe obtained aldtional edication, and more often
believed their educaional experiences were well utili zed in their employment than those who left
teading within five yeas or never taught. Chapman and Green surveyed 1,043 graduatesof the
University of Michigan who had recaved ateadiing certificate at the ime of their graduation.
Survey respondents were classfied into four groups: those who had taught continuoudy since
graduation, those who started teading after graduation but had taught intermittently, those who
started teading but then |eft the professon, and those who never taught. The resultsof the study
supported Chapman’s model of retention, initial career commitment and ealy work experiences
contribute to teader retention. Chapman and Green (1986 dso reported: “the results suggest
that the dtention administratorsgive o asaringthe quality of professonal life that new teaders
experiencecan haelong-term impads on the care@ devel opment of those teaclers’ (p. 277).

There are many reasons teaclersleawe the dassoom. Newteadersgive these reasans
for leaving: student discipline problems, ladk of recognition and support, and low pay (Glenn,

1999 Olson, 2000. Ingersoll (2002 stated:
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The data suggests that improvementsin the conditions of the eadingjob, such as
increased support for teaders, increased teader salaries, reduction of student
misbehavior and enhanced faaulty input into school dedsion making, would all
contribute to lower rates of turnover. (p. 43)

Teadter support isacriticd iswue. Forty statesaddres®d this issue by requiring or
encouraging districts to creatinduction or mentoring programsfor new teaclers (Glenn, 1999
Olson, 2000. Induction programs are planned staff development for new teaders and teaders
new to aschoal or district. Clement (2000 described induction as “an umbrella covering three
areas—orientation before the school yea begins, support seminars for the new teadersthat are
held throughout thefirst (and possbly seamnd) year, and the mentoring of new teadersby
trained veteran teaders’ (p. 76). Orientation medings provide the newly hired teader with
information about the district and schod policiesand proceduesneealed to do their job. Clement
suggested providing anotebook with dl the orientation handouts so new teaders canrefer back
to them as needed, but warns against making it an encyclopedia. The reference”should be user
friendly” (p. 86). Continued support for new teadtersis provided through seminars schedu ed
throughout the £hod yea. Support seminars provide* ongoing trainingin teating ill s,
further orientation to the school district and the teading professon, and emotiond support to the
teader” (Clement, p. 90). According to Clement, seminar topics might include organizaion and
communicaion skill s, stressmanagement, clasgoom management strategies, teading strategies,
and deding with students’ social and emotional problems. The Georgia Systematic Teader
Educaion Program (GSTEP) is afederaly funded program that providesintegrated, coherent
teader educaion experiences that begin when the student enters college and continue through

their seoond yea of teading. GSTEP is a coll aborative eff ort between Coll egesof Artsand
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Sciences and Educaion and praditioners to increa ther involverment in the preparation of
teadiers. Curriculum, induction, ealy community experiences, and program eva uation are the
four focus areas of GSTEP (Georgia Systematic Teader Educaion Program, 2003. University,
P-12, and agency partnersin GSTEP include Albany State University, University of Georgia,
Valdosta State University, Barrow County Schoals, Clarke County Schoals, Cook County
Schoals, Dougherty County Schoals, Jadkson County Schools, Madison County Schoals,
Profesgonal Standards Commisson, Board of Regents, Coastal Plains RESA, Northeast Georgia
RESA, Southwest Georgia RESA, OconeeCounty Schools, Oglethorpe County Schoals, and
Valdosta City Schoals.

The concept of mentoringis popuar in many areas of busness Celebritiesand
politicians proclaim the advantages of mentoring, and young exeautive ek mentors asa neans
to climb the corporate ladder (Clement, 200Q. Mentoring is a program where veteran eaders
provide new teaders with structured support during their first few yeas of teading. “Mentoring
isahot topic because of the potential for growth when a leginner is paired with a veteran who
can serve asaguide, role modd, friend, confidante, and even teacler to thenovice” (Clement, p.
115). Itsorigin goes badk to Greek mythology when Mentor, half-god and half-man, taught
Odys<seus son while Odysseus was away during the Trojan War (Olson, 2000. Mentors today,
as Mentor in the days of Greek mythology, are to be a sourceof wisdom, right adion, and
support. The effedivealtemative catification routes discussed ealierinclude a mentoring

asped. In aninterview for the Los Angeles Times, Segun Eubanks with the National Education

Assciation explained,
A mentor is not somebody you have a cup of cdfeewith every otherweek to talk about

your problems. A mentor is someone whois going to helpyou on a reguar basis to
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improve your skills and giveyou some feedbackand hep you with your craftin the

clasgoom. (Trapps, A.22)
A mentor islike a mad; he or she encourageswhile giving advice for improving the skill s
teaders nedal to read their full potential. Georgia' s Teader Alternative Preparation Program
includes athree-person support teamas part of theinduction plan with ane member of this team
being a school-based mentor (Georgia Professond Standards Commisson, 2000. The rew
teader candidate isrequired to med with and be assesxl by this support tean periodicdly
during the two-yea induction program. New teaders are nealy twiceaslikely toleawe teading
after their first three yeasif they havenot participated in some type of mentoring program
(Olson, 2000.

Low pay isanother issue in teader retention. Olson (2000 and Wil son (2000 reported
the gap between the average anrual slary of a young teader anda non -teader, both with only a
badhelor’s degree was $8,192in 1998 “Overall, teatders salaries are about 20 percent below the
salaries of other professonals with comparable edication and training” (Darling-Hammond,
2003 p. 9). Although the salary gap between the teading professon and other occugations is
often significant, espedally in rural and urban schod, it isnot new (Wilson, 2000. What is new
are the options avail able to college graduates, espedally women. Graduates are “choosing to
enter high-tech jobs, instead” and “bypassng edwcationd opportunitiesand movinginto carees
that promise them stronger salariesand more opportunities to travel” (Reising & Denlinger,
2002 p. 116). The gap between the average slary of a ieacter and anon-teader with the same
level of educaion grows even larger as the two individuals age and aaui re higher levels of
educaion (Wilson). According to Wilson, “graduate studies yield only half the payoff for

teadersasfor individuals in other occupations’ (p. 36). Reising and Denlinger argued that
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higher salariesfor teaders aacossAmericaand a competitive job market will cause the teader
shortage to disappea and the quality of education to improve. Traditional motivational theories
do not support this argument. Public Agenda (2000 addres®d theisdue of low salaries kegoing
people away. Although teaders do believe they are underpaid, raising teader salaries by itself
will not drasticdly change who enters the field of teading. Olson stated, “Higher salaries might
broaden the poal of potential teaders. But pay alone won't keep them in the classroom” (200Q
p. 10). Salaries become lessof an isaue the longer a person isin the teading professon.
Thereisalarge body of literature concerned with retaining new teaclers; lessattention
has been given to retaining veteran teaders. Reductionsin turnover would allow for relief from
staffing issues aswell asimprove school performance due to teaders remaining in the classoom
for longer periods of time. A task force established by the Professona Association of Georgia
Educaors (PAGE) Foundation issued suggestions for “keeping our best teacters’ (Christmas,
2001, p. 17). The task force suggested limiting assgnments to their areaof concentration;
developing smaller classes; providing atwo-yea induction program for beginning teaders,
providing adequate resources including planning time, tedhnology access and support of locd
school administration, district staff, and the community; providing professonal development that
isfocused on the teater nealsin order to improve student achievement; and providing
opportunities for advancement without leaving the clasgoom (Christmas). Noble (2001)
implored: “give usthe tools and resources we need to get thejob donefor our childrer” (p. 5).
Among those items listed by Noble are phonesin the dass oom, updated technology, more
money budgeted for training, clerica help, aclean, safe environment to work in, and improved
discipline both on the school grounds and on the buses. According to Public Agenda sreport, A

Sense of Calling: Who Teaches andWhy (2000, “W hat teactersmost want is what they believe
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will make them more effedivein their work: smaller classesnd much stronger support from
administrators and parents’ (p. 3).

Teadterswho have left the professon expres®da lad of participation in the dedsion-
making processfor schod environment asa reason they left. Ingersoll (2002 includedenhared
faaulty input into school dedsion making as afador that would contribute to lower rates of
turnover. “Working conditions, including influence over professonal dedsions, play an
important role in determining who staysin teading” (Darling-Hammond, 1997, p. 21). Creding
aculture of learning and involving teaclersin strategic dedsion makingiscrucia toincreaing
teadier job satisfadion (Martin & Kragler, 1999. Woods and Weasmer (2002 stated, “ Teaclers
who claim avoicein moving toward organizaional goals, increase their commitment to the
district and enhancetheir job satisfadion” (p. 187).

Quiality staff development isaso anissuein retaining veteran teaders. Staff
development nealsto be an ongoing coll aborative eff ort between eaders, administrators, and
colleges of educaion (Clement, 2000. Workshops and in-service programs must be of value to
the teader. Thedistrict needsto look at the whole teacter and tail or leaning oportunities to
teaders nealsat the \arious stagesof their carea. Clement suggeded that \eteran eaders
need to be asked “how can the administration and board help you succeel a your job” and “what
can we [administration and board] do to keep you working at our schools with our students’ (p.
137). Asking these questions also allows the teader to fed a part of the dedsion making process
and contributes to improved working conditions.

Ruhland (2007) studied the fadors influencing the retention of secondary business
educaion teaders on the national level. The study identifies five fadors important to retention

of businesseducaion teadiers. a pleasant working condition, a positive teading experience a
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sense they are doing agood job, a positive interadion with students, and adequate time to
complete job responsibili ties. These five fadors were significantly different for those who did
not enter or chose to leave and those who remanedin the teading professon. Chapman’s
retention model was supported by the results of the study conducted by Ruhland. Busness
education teaders who remained in teating confirmed “teader retentionisafunction of the
first yea teading experience and professonal and social integration into teading” (Ruhland,
p.11).

Feminization of the Carea of Teading

The feminization of teading dates badk to the devel opment of the common schoadl during
revolutionary times. Sugg (1978 stated:

The changing estimate of human reture andits rights and cagadties, the

ambivalencetoward authority whether institutional or intellecual, the emphasis

on mora rather than intelledual training as the primary function of education, and

the tendency to limit public edwcation to the elenentary leve wereall fadors

which incidentally predisposed Americansto accet theideaof woman as teacler.

(p. 16)
The elenmentary schod that was supported by bath the ditein society and the common
workingman was viewed as “an extension of the home rather than the first preanct of civil life”
(p. 18). Thusit was appropriate for women to teat sincethisfit with the traditionally defined
femalerole. Clifford (1997) described teading as “'within woman's sphere’ —an extension of the
maternal role asachild sfirst and most important educaor” (p. 117). The mother was see as

the primary instructor in the home becaise she spent so much time with the child duingthe
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ealy yeas of development. The ideathat elementary education wasto focus on moral educaion
instead of intellecual educaion paved the way for Americans to ssewomen asteaders.

Society viewed teading as an appropriate occupation for a young woman to occupy her
time until she married and began afamily (Clifford, 1991). This coming and going of young
women caused a high turnover ratethat normdly would be senasa regativein the world of
work, but was seenasa postive where women and carees were concemned. When a woman
married and vacded ateading postion, an opportunity opened for another young woman.
Powerful ideologies tying together women with marriage and chil dren while aman’ s role was
seen as the breadwinner helped this discriminatory system to continue (Acker, 1989. All levels
of society began to alow their daughtersto be trained as teaders. This provided the more dite
of society’s young ladies with an income should the young lady not marry or become widowed.
A high turnover ratefor male eacters wasan unfortunate, but accetable, fad of life. In the late
180Gs a young man might teachasan interim postion between occupations or while he sarched
or prepared for histrue occupation or in the event thathe wasunale to farm due © a handicap
(Hoffman, 1981). The widespread acceptance of the high turnover rate of both male and femak
teaders was representative of the lack of commitment and importance nineteaenth century society
placeal on educdion.

Thefirst attempts at creding a state-supported system of common schoolsand a
redefinition of the misson of schooling dates badk to themid 180Gs (Hoff man, 1987). Hoff man
credited threeintertwined social changes for giving woman her new professon and educaion
new resped: industrialization, immigration, and urbanization. The feminization of teading can
be explained somewhat by the theory of supdy and demand. At atime when industrialization

provided new opportunities for the sons of farmers, teaters were needed in newly developed
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schools and school systems. “Educaors seized the moment—mid-nineteenth century—to dedare
that women, the ‘natura’ teaders, should staff the graded schools’ (Hoffman, p. 10). The
growth in the numbers of immigrants coming to the United States made for increased popuation
and increased demand for more teaclers. The combination of industrialization and immigration
increased urbanization as new immigrants and the sons of farmersmovedcl oser to thecities to
find better work inindustry. Concern existed for the moral development of the immigrant child
and the new industrialist child. Early school administrators dedded that the untrained, temporary
male teater was unable to help devel op student character. The rew teacters would be“young
women who loved books, were self-saaificing, had an instinct for mothering, and sought
dignified work” (p. 12). Thefirst normal school or teader’s college, Lexington Academy,
opened in 1839in Massadsetts. The normal school iswhere teading as a professon for
women was born (Hoff man).

Teading becane a caee thatrequired spedal training. Before the establi shment of the
normal schoals, teating only required that the teacter, male or femak, have compl eted
education only dlightly beyond the level being taught. It was 1907 before thefirst state, Indiana,
required that teacters be high-school graduates (Clifford, 1991). Asthe edwcationa requirements
leading toward teading grew, the opportunity costsfor men kecamamore than they were willi ng
to expend.

The massentry of women into the professon in the middle nineteenth century caused
teaching to be labeled “women’swork” and, thus, a s2oond-rate professon (Hoffman, 1987).
Carr-Saunders and Wilson (1933 developed a cakgory called semi-professons that consisted of
all the major women's professons including teading. Simpson and Simpson (1969 also

identified teading as a semi-professon.
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Over the span of 100yeas, 1870to 197Q teading remained in the top five on the list of
the ten leading occupations of all women in the labor force (Clifford, 1991 Chavetz, 1997). “In
the United States, 50% of all employed women are concentratedin four relativdly poaly pad
female occupations: registered nurse, clerk, retail-salesworker, and teader” (Bookman, 200Q p.
93). Addressng the reasons for an ealy desire to bemme a eacler, Chawetz suggested a variety
of sources having influenced awoman's carea choice Television shows, books, and staffing
patternsin schools all seamed to send the message: “teading isfor women” (p. 15). The woman
teader was one of the few models of the working woman with whom schoal girls had dired,
prolonged experience (Clifford).

Clifford (1991 noted threedemographic profiles of the American population in the
nineteenth century that affeded women's educational and employment histories. the falling birth
rate in the United States, the rising age of first marriage, and the growing popuation of
permanently single American women. With the dedine in the birth rate, women lived longer,
hedthier lives, and their daughters spent lesstime as mother’s helper and therefore had more
time for educaion. As young women chose to postpone or avoid marriage, those equipped to
tead could be self-supporting and decently occupied. “ Teadiing, with its missonary ideology
and itsimage asan etenson of mothering, could be accetedasa chaosen alternative to marriage
for awoman of the edwcaedclasse’s (Hoffman, p.11).

Teader Shortage

Thereisan increasing teader shortage in our nation. “By 2011, the shortfall nationwide
isexpeded to rea 2 million teaders’ (Trapps, 2001, p. A.22). Thisgtuation resulted from a
combination of retiring teaders, increasing student enrollment, and switching professons

(Riley, 1999. This shortage hesbea in the meking for along timeand isonly worsened by
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legidation, although much neeled, to reduceclasssize (Shure, 2007). Societa viewsof teading,
opportunities outside of teading, and changing opportunities for women are dso reasonsfor
teader shortages (Billi ngsey, 1993. According to Ingersoll (2002, “Problems of teader
quality and quantity are, indeed, anong the most important issiesin schods, but they are among
the least understood” (p. 42).

Approximately 26% of secondary teaders are expecied to retirein the next 12to 15
yeas (Bandeirade Méello & Broughman, 1996). In recent yeas the teading professon has
experienced alow retention rate.). One-third to one-half of all new teadersleare the professon
within the first five yeas (Darling-Hammond, 2001, Dawson, 2001 Hope, 1999 Ingersoll,
2002 National Commisgon on Teading and America s Future, 2003. Initsreport, No Dream
Denied, a Pledge to America’s Children, the National Commisson on Teading and Americds
Future (NCTFA) reported that staffing shortagesaremost common in inner citiesand in rapidl y
growing areas of the country such as the South and West.

Since new teatersimprove dramaticaly during their first few yeason the job, “it is
criticd to retain teadersfor at least five or six yeas so that they can ead their full potential”
(Olson, 200Q p. 10). If new teaders are leaving the profesgon before reading their potential,
students continue to experiencelessthan the best quality educaional pradices. High attrition
rates among carea and technology teadersresultsin negative impads on programs. Those
impads include programs that may be inconsistent, students who are lessthan prepared to
compete in a global marketplace and teaherswho are lessthan qualified (Self, 2007). “The
most serious consequence of high teadier turnover isthat it erodesteating qudity and student

achievement” (NCTAF, p. 33).
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Shure (200]) stated, “this teacler shortageknowsno boundaries &it is affeding public
and private £hods, urban ad rurd schods dike, spedficaly in areas of special ed ucation,
mathematics, science foreign language study, bilingual educaion and, even caree and technicd
education” (p. 19). U. S. teader educdion institutions graduated approximately 2,800licensed
technology teaders between 1995and 1998(Ritz, 1999. Weston (1997 found that the
technology education professon would need an estimated 13,000 technology edication teacters
by 2001 Thisleares a shortage of over 10,000technology teaders. Supdy and demandisa
criticd issuein careg and technicd education. The current dumpin the ecnomy seems to be
easing the teader shortage (Blair, 2003 Sausner, 2003 Stripling, 2003. Sausner, aswell as
Blair, stated that the demand haddeaeased dueto budget issues. Stripling pointed out, “the soft
eanomy means more people are willi ng to work for teacter’s pay” (p. 20). As the ecmnomy
improves, the risk of the return of teader shortagesincreases.

Until recently, Georgiawas also experiencing a shortage of teaters. While metro Atlanta
counties are experiencing an ease in the number of teader vacancies, “vacacies persist
elsewherein Georgia” (Blair, 2003 p. 10). A shortage of teadersisathrea not only dueto large
percentages of teaders becoming eligible for retirement, “but aso from privateindustry that is
heavily reauiting teaders with expertise in science, math, and other technicd fields’
(Badertscher, 2001). Due to the teader shortage, the Georgia Student Finance Commisson
(2000 expanded the HOPE Scholarship Program to include the HOPE Teader Scholarship. Tk
HOPE Teacler Scholarship allows teadersto participate in aloan forgivenessprogram based on
critica shortage nead areas. The loan isrepaid by ayea of servicefor every $2,500 of funds
receved from the program toward an advanced degreein a criticd shortage area(Georgia

Student Finance Commisson, 2000. Georgia s businesseducaion teader shortage prompted
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the Georgia Student Finance Commisson (2000 2002 to add businesseducation to their criticd
shortage list in 1996 and businesseducation remained on the list for the 20022003schoal yea.

The national teater shortage extends to busnessedication. The fad that asmary as
50% of businesseducaion teaders are close to retirement and the drop in thenumber of
graduates from businessteader preparation programs over the past 10 yeas are two reasons for
this shortage of busnessteaclers (Okula, 1999. The dermand for secondary busnessedtcation
teaders excealed the suppy by 64% in 1997-1998 up from 8% in 19911992 (LaBonty, 1999.
Many young graduatesare choasing to erter the businessworld where they can obtain ahigher -
paying job insteal of choosing to tead. Graduates have more options now than 20 or 30 yeas
ago, “bemming an enginea or computer businessperson is more lucrative than teading about
it” (Pascopella, 2001, p. 38). Older, mid-life individuals who are interested in a careerchange ae
faced with difficult, time-consuming, and costly certification requirementsimposed by many
states.
Summary

Hopefully, by studying the job satisfadion of secndary businesseducation teaders and
their intent to reman in the dassoom, administrators and businessteader educators can provide
those satisfying experiences for more secondary businesseducation teachers and help keep them
committed to remain in the classoam. When individud s becomemotivated, they exert erergy
toward agoal and enjoy satisfadion oncethe goal is attained and the anticipated reward is
recaved. As stated before, individuds tend to approac adivitiesthey fed will be beneficial to
them. “Teaderswho are satisfied with their careeg'stend to remain in the professon longer”

(Ruhland, p. 215).
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CHAPTER 3
METHODS AND PROCEDURES

Introduction

The purpose of this study was to describe the job satisfadion of businesseducation
teadersin Georgia s secondary public schods and determine he relationship between job
satisfadtion and intent to reman in the professon. The Minnesota Satisfadion Questionnaire
(MSQ) developed by Weiss Dawis, England, and Lofquist (1967 was used to measure job
satisfadion levels. A personal data questionnaire surveyed attributes including gender, age, yeas
employed at present school, total yeasteading, highest degreeattained, salary levd, route to
cetificaion (traditional college teader preparatory program or an aternate route), locaion of
schoal currently teading in (rural, urban, suburban), and level of intent to reman in the
clasgoom. Huberty and Petoskey (1999 stated, “ Such information, as much asis obtainable,
should be reported in any survey study” (p. 16). Table 2 lists eat variable and the corresponding
measurement.

This chapter addresses the reseach methods that were used to conduct this study.
Population and sample, instrumentation, data colledion, and ardlysis of the data ae also
addressed.

Survey Reseach

Survey reseach isamethod of using questionnaires or conducting interviews to colled
data from participants in a sample about their charaderistics experiences and op inions. The

purpose of survey reseacch isto use data collecied by questionnaire or interview to gereralize the



Table2

Variablesand Their Resporse Codes/Measurements

Variable* Response Codes/M easurement
Job satisfadion (DV) Generd satisfadion raw scores from the MSQ
Age (1V) Actual number of participant’s age at last birthday
Gender (1V) 0=Male; 1=Female
Yeas @ present institution (1V) Actual number of yeas
Total yeasteading (1V) Actual number of yeas

Y eas employed outside teadiing (IV) Actual number of yeas
Highest degreeheld (1V) 1=Badhelor’'s; 2=Master’s, 3=Speaalist; 4=Doctor’s
Saary level (1V) 1=25,000-29,999 2=30,000-34,999, 3=35,000-39,999,

4=40,000-44,999 5=45,000-49,999 6=50,000-54,999,
7=55,000-59,999, 8=over 60,000

Marital status (1V) 0=Single; 1=Married

Certification route (1V) O=Traditional; 1=Alternative

Schoal Locdion (1V) 1=Rural; 2=Urban; 3=Suburban

Intent to reman (1V) 1=Leave atend of current schod yea; 2=Teadt for

severa yeas before leaving teading; 3=Retire as soon as
| have 30yeasin; 4=Tead aslong as| can beyond 30
yeas

*Dependent Variable = DV; Independent Varigble = IV

findings to a population represented by the sample group of participants (Gall, Borg, & Gall,
1996. Dueto the cost involved in conducting interviews and the nature of this research study,
guestionnaires were used to colled data from the participants. Questionnaires are used to colled

descriptive data or data that reveds a participant’s opinions, values, attitudes, and intentions, or
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both descriptive and attitudna data (True, 1989. The guestionnaires wsed for this study
colleaed both descriptive data and attitudna data.

An advantage of survey reseach isthat it allowsthe researcher to colled alarge amount
of information from alarge group of people ata relatively inexpensve cost (Salant & Dillman,
1994). Other advantagesinclude the fad thatdl the participants are aked the same quegtions,
large geographicd areas can be coveredeasly, participants canfill out at their convenience, and
“private” information that is usually difficult to collectcan ke reported. One disadvantage of the
reseach method is limited questionnaire length (Salant & Dillman). Dillman (2000 suggested
guestionnaires be made to appea short and easy. Including a statement in the cover letter that
indicates, “responding should only take a few minutes' (Dillman, p.18) can enhacethe
appeaance of ease of completion. Another disadvantage isthat the reseaccher cannot control
participation and therefore runsthe risk of possble low response rates.

Dillman (1978 developed the Total Design Method (TDM) for mail and telephone
surveysin 1978 The TDM for mail surveyslooked at ead asped of the survey processand the
organization of the survey effortsin order to attempt to maximize the response rate obtained.
Since 1978 Dillman (2000 updated his methods, reevaluating ead asped of the TDM and
developing the Tailored Design Method. Dillman (2000 describesthe Tailored Design as
follows:

the development of survey proceduresthat creae respondent trust and perceptions of

increased rewards and reduced costs for being a respondent, which take into acount

feaures of the survey situation and have as their god the overdl redwction of survey

error. (p. 27)
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The TDM used one basic method for al survey situations. Dillman’'s Tailored Design allows the
reseacher to acount for survey sponsorship, population, and content.

In the description of the Tailored Design, Dillman stated survey procedures shoul d have
reduction of survey error asagoa. There arefive types of errors thata reseacher usng survey
methods must attempt to control in planning the research projed: samping error, seledion error,
frame error, non-response error, and measurement errors (Salant & Dillman, 1994). Rojewski
(2001 suggested use of an up-to-date list asacontrol for frame errors. Using arandom sampling
method can control sampling error, or the charce of having a smpe that isnot representative of
the population. Purging the list of dugicaes controls the charce of some samplingunits having a
greder chanceof being seleded for participation than others, or seledion error. Comparing ealy
respondersto late responders can control non-response error. Using duitable, reliable, and valid
instruments controls measurement errors. Dillman’s (2000 Tailored Design was used asa guide
for this study.

Population and Sample Sdledion

Participantsin this study consisted of secondary busnessedication teaclersin the state
of Georgia. A list of businesseducators and their addresses was obtained from the Georgia State
Department of Education in January 2004 Rojewski (2001 suggested use of an up-to-datelist as
acontral for frame errors, thusthe li st was obtained atthe latest possble date in order to haveto
most up-to-date information. Thislist contained 1,601 namesand addresss. The rames of those
identified as teading in elementary schoals (n=6), middle school (n=283), post-secmndary
(n=25), state level FBLA coordinator (n=1), and dugdi cated names (n=2) were removed from the

list before the sampling processbegan. Duplicaie rames were emoved to control seledion error.
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Theremaining 1,284namesand addressesonstituted the popuation from which the sampe was
drawn.

Using arandom sampling method can control sampling error, or the charce of having a
sample that is not representative of the population (Rojewski, 2001). A systematic random
sample was used to determine the sample for this study. The resarcher usng asystematic
sample goes through an ordered list of members of the population and seleds every nth person
on the list where the number of entrieson the list skipped is determined by the combination of
the size of the desired sample and the actud population size (Gall et al., 1996 Huck, 200Q
Moore, 2000. A table of random digits was used to seled thefirst participant (3) and every
fourth (1284297) person on the list was selecied to receve the survey packet. According to
Huck (2000, “so long asthe starting postion an thelist is determined randomly, each atry on
the full li st has an equal chance of ending upin the smpe” (p.120).

It was estimated that 297 participants were reedel to bealde to generalizeto the
population of Georgia secondary businesseducaion teaders (Krejcie & Morgan, 1970.
Although Dillman (2000 suggested rates of return in the 70-77 % range, amore conservdive
estimated rate of return of 50 % was used for thisresearch. Using an anticipated rate of return of
50 %, 594 surveys were sent to the sampe popuation. A tota of 293 surveys were eturned
completed for aresponse rate of 49.33%.

Thissampe of Georgia s seandary businesseducaion teaders was predominatey
female (80%). Participants ranged in age from 23to 67 with an aerage geof 43yeasard a
standard deviation of 10.43 Almost one third (326) of the sample was over 50yeas of age. Age

distributions for the sample included 35 (13%) in the 20-29 age bradket, 62 (23%) in the 30-39
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age bradet, 89 (32%) in the 40-49 age bradet, 75 (27%) in the 50-59 age bradket, and 13 (5%)
in the over 60 age bradket.

The majority of teaters were married (78.6%). Most of the teadersreceved their
cetificaion viathe traditional route (73%) of certification, upon completion of abadelor’'s
degree as opposed to recaving their certificaion through an alternate route (27%), post-badhelor
master’s degree Of the 283 participants who indicaied ther leve of edwation 27.9% (n = 79)
held at least a badhelor’sdegree 46% (n = 132) held amaster’ sdegree 22.5% (n = 66) hdd a
spedalist degree and 2.1% (n = 6) held a doctorate degee

Schoal locaion asidentified by the participant was 42.8% rurd, 145% wban, and 428%
suburban. The salary levels were evenly distributed among the ranges with the exception of the
lowest salary level, which hed the least participant responses. Point seven percent (n=2) of the
participants indicated making in the $25000-29,000range, 9.3% (n=26) indicated makingin the
$30000-34,999range, 15.7% (n=44) indicaied makingin the $35000-39,999range, 15.3%
(n=43) indicated making in the $40,000-44,999range, 15.3% (n=43) indicated makingin the
$45000-49,000range, 18.5% (n=52) indicaied makingin the $50000-54,999range, 7.8%
(n=22) indicated making in the $55000-59,999range, and 17 4% (n=49) indicated m&ing in the
over $60,000range.

Participants had an average of 14.53 total yeasteading with asfew as 1 yea or as many
as49yeasreported. The averagefor yeas at the present i nstitution was 8.65 yeas with the
minimum number reportedas .5 and the maximum number reported as32 yeas. Y easemployed
outside teading ranged from O yeasto 40 yeaswith an average of 6.57 yeas. Table 3 shows

the minimum, maximum, mean, and standard deviation for thes variables.
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Table 3

Years Teaching Total, Present Ingtitution, and Years Outside Teaching

Standard
Response N Min Max Mean Deviation
Total Yeas Teading 285 1.0 49.0 14.52 10.29
Yeasat Present Institution 285 5 320 8.65 7.54
Yeas Employed Outside Teading 266 0.0 40.0 6.57 7.67

Of the 285 participants responding to the totd yeas teahing survey item, 425% (n =
121) reported having nine yeas or lessof teahing experiernce, 25 % (n = 71)reported having 10
to 19yeas, 22.5 % (n = 64) reportedhaving 20 b 29 yeas, and 10 % reported having taught 30
yeasor more. Sixty-eight percent (n = 191) of the respondents reported nine yeas or lessat their
present institution, 19 % (n = 55) reported 10to 19yeas, 12 % ( = 34) reported20to 29 yeas,
and 1 % (n = 3) reported more than 30yeas at their presentingitution. A total of 266 responses
to the yeas employed outside teading survey item reveded that 25 % (n = 66) of those
responding had not worked outside of the teading professon, 48 % (n = 128)reported having
worked outside the clasgoam from 1 to 9yeas, 16 % (n = 43)reported 10to 19yeas, 9 % (n =
25) reported 20 0 29yeas, and2 % ( = 4) reported working 30 yea's or more autsidethe
teading professon.

The areaemployed outside teading survey item produced a variety of responses. A list
of responsesto thisitem was provided to five individuals knowledgeable in both businessand
businesseducation to cluster relateditemsin order to redwce the datato amore reasonableform.
Oncethe data were reduced, seven cluster groups emerged: acounting (14%), business(19%%),

seaetaria (17%), marketing/sales (6%), military/government (4%), educaion/daycare (4%) and
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other (36%). It should benoted that some gave multiple responses to thisitemand are included
in more than one of the cluster groups. The other cluster indludeda wide variety anong
responses such areas agonstruction, legd, real estate, insurance, consulting, restaurants,
librarian, service, landscaping, publishing, ministry, airlines, technology, and fadories.

| nstrumentation

The instruments used in this study were the Minnesota Satisfadion Questionnaire (M SQ)
(Weisset al., 1967) and areseacher-developed persond data questionnaire. The M SQ was used
to measure job satisfaction of the participants. The persona data questionnaire was used to
gather descriptive data on the participants and for use in conjunction with the second and third
reseach questions.

Seledion of the MSQ as the instrument to measurejob satisfadion was based primarily
on two fadors: it was designed to measure job satisfadiion and it has been used previoudy to
measure job satisfadion of teadiers. It isawell-known, often-used instrument and is recognized
asone of the best indicaors of job satisfaction. Studies of job satisfadion of which used the
MSQ include Weiss Dawis, England and Lofquist (1967), the study for which the MSQ was
developed; Hadaway (1978, Stitt (1980, Collins (1999, Goetze (2000, Alexedf (2007), and
Hancer (2001). Hadaway (1978, Stitt (1980, and Collins (1998 used the MSQ to measure the
job satisfadion of teader educaors or carea and tedhnicd educaion teaders. The MSQ was
developed at the Universty of Minnesotafor usein the Work Adjustment Projed that started in
1957. The mgjor objedives of this projed included the development of diagnostic toals for
asessng the work adjustment (job satisfadtion) potential of applicants for vocational
rehabili tation and the evauation of work adjustment outcomes. Weisset a. theorized that job

satisfadion is dependent upon how closely a person’s abili ties match the requirements of the job
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and the degreeto which the person’s needs are met by the reinforcersin the work environment.
According to Herzberg, “fadorsthat lead to positive job attitudes do so because they satisfy the
individual’ s need for self-adualization in hiswork” (Herzberg et al., 1959 p. 114).

The MSQ was publishedin 1967and revisedin 1977. Normative scoresfor various
occupetional groups are included in the manual for the MSQ. Scores from eat MSQ scde are
converted to percentile scoresto rate eady individud’ slevd of satisfadion usng thenormative
chartsin the MSQ manual. Percentile scores of 75 or higher represent ahigh degree of
satisfaction, scoresof 26to 74 repreent average stisfadion, and scores of 25 or lessrepresent
low satisfadion (Weisset al., 1967). Percentile conversons were ke used for comparison to the
normative datain the MSQ manual for teaders as a part of the analysisfor research question e
which describes the job satisfadion of the sample and to establi sh which raw scoresindicae
high, average, and low levels of satisfadion.

The MSQ iswritten on afifth-grade level, takes an average of 15-20 minutesto
complete, and is self-administering (Weisset a., 1967). The MSQ long form was used for this
study. Weisset al. strongly recommended that the long form be usd unlessthe regarder finds
that “the 15-20 minutes required by the long form to be absolutely impradicd” (p. vii). Thelong
form consists of 100itemsthat measure 21 scaes, the level of general job satisfadtion and the
levels of satisfadion on 20 scdes. Each scde of the 20 satisfadion scdesis measured by 5 items
on the MSQ instrument. Huberty and Petoskey (1999 suggested the use of composite groups of
itemsto measure asngleitem stating that the, “use d asingle ittm measure may be
guestionable in terms of validity and reliability” (p. 17). Twenty itemsincluding one from ead
of the 20 scades measure the general satisfadion scade. Responsesto ead item are on afive-point

Likert scde ranging from very dissatisfied (aresponse of 1) to very satisfied (aresponse of 5).
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Thetotal score for any individual scde may range from 5 to 25, with fiveindicating very
dissatisfied and 25indicating very satisfied. The 20individud scales of the M SQ are abili ty
utili zation, achievement, adivity, advancement, authority, company policies and pradices,
compensation, co-workers, credivity, independence, moral values, recognition, responsibility,
seaurity, social services, socia status, supervision (human relations), supervision (technicd),
variety, and working conditions. Table 4 describesead intringc andextrinsic scde usingthe
satisfadion item that correlated highest with scde score for agroup of 1,793 employed
individuals (Weisset al., 1967). The general satisfadion scde is comprised of one item from
ead of the 20 scdes of the MSQ.

Table4

MSQ Scales and Descriptions

Scde Title Satisfadion Item
Intrinsic scades
Ability utili zation The charceto do something that makes use of my abilities.
Achievement The feding of accomplishment | get form the job.
Advancement The charcesfor advancenent on thisjaob.
Reaognition The praise | get for doing agoaod job.
Responsibili ty The freedom to use my own judgment.

Extrinsic scdes
Company policiesand pradices The way company policies are put into pradice
Compensation My pay and the amount of work | do.

Co-workers The way my co-workers get along with ead other.
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ScdeTitle Satisfadion Item

Supervision-human relations The way my bosshandles his men.

Supervision-technicd The competerce of my supervisor in making dedsions
Working conditions The working conditions.
Genera Job satisfadion Comprised of 1 item from ead of the 20 scdes.

(Weisset al., 1967, p. 1-2)
The MSQ scdesthat correlated with those intrinsic and extringc fadorsidentified by Herzberg
were used in this study. Thoseintringc fadorsincluded Abili ty Utili zation, Achievement,
Advancement, Reaognition, and Responsibility. Those extringc fadorsincluded
Company/Schooal Policies and Pradices, Compensation, Co-Workers, Supervison-Tecdnicd,
Supervison-Human Relations, and Working Conditions.

Permisson was requested to use the MSQ for this study and to modify certain individud
MSQ itemsto be more appropriatefor this popuation (seeAppendix A). The wording was
changed on 18 of the 100M SQ items. Two examples of these changesfollow:

Question 10: Change from “The way my supervisor and | understand ead other.” To

real “The way my department chairperson and | understand ead other.”

Question 29: Change from *“Company policies and the way in which they are

administered.” To read “Schoal policies and the way they are administered.”

Hadaway (1978, Stitt (1980, and Collins (1998 made similar changes when they used the

MSQ.
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Reseach of various occupational groupsincluding teaters was used to determine the
content validity of the MSQ. According to Weisset a. (1967), fador analysis results:

indicated that about half of the common MSQ scale <ore variance ca berepreserned by

an extringic satisfadion fador, defined by the two supervision scaes, company policies

and pradices, working conditions, advancement, compensation and seaurity. The
remaining scaes define one or more intrinsic satisfadion fadors, acmunting for the other

half of the common variarce. (p. 23)

Normsfor teaders as an occupational group have been established and this servedaseviderce
of reliability of the MSQ and its appropriatenessas the instrument used in this study. Facor
analysisfor teadersindicated, “the first fador wasintrinsic satisfadion” and “acounted for
about two-thirds of the common variance” (Weisset a., 1967, p.23). Thetwo Supervision scaes
and Co-workers and Recognition, giving the appearrce of being related to people a a sourceof
satisfadion, defined the seaond fador for teaders.

Internal consistency of the MSQ was etabli shed using Hoyt’ s analysis of variance
method for 27 occupational groups (Weisset al., 1967). Hoyt reliabili ty coefficients for teaders
ranged from the high 70’ sto the low 90 sfor the 20 scdes and the standard error of
measurement was lessthan 2 points on ead of the 20 scaes. Appendix B presents the normative
dataand summary statisticsfor teaclers. A test-retest correlation of the scores on the 20 MSQ
scdes, excluding the general satisfadion scde, range from .66to .91 for the one-week interval
and .35to .71 for the one-yea interval. The test-retest correlation for general satisfadion scae
scoresresulted in a.89 coefficient for the one-week interval and a .70 coefficient for the one-
yea interval. These high reliability indexes indicated minimal error variance The MSQ has

shown areasonable level of reliability over time and was thus consdereda reliable instrument
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for usein this study. Reliahili ty for this study wasdetermined usng Cronbady's Alpha.
Reliability for the 20 scdes and the general satisfadion scae was .94 1 Reliability for the five
intrinsic scaes, six extrinsic scaes, and the general job satisfadion scde ardlyzedin this study
was .898

Personal Data Questionnaire

The reseacher-designed persond data questionnaire (see Appendix C) was used to
collea basic demographic data on the sample of Georgia secondary businesseducation teadiers:
data on spedfic variablesidentified in the literature as having an effed on job satissadion and
dataon theindividuals intent to remain in the teading professon. Collins (1998, Stitt (1980,
and Hadaway (1978 colleded similar demographic data. The personal data questionnaire
included the following items: gender, age, highest degreeattained, route taken to certification,
total yearsteading, yeasat present institution, location of school where currently teading,
yeas employed outside teading, areaof that employment, marital status, salary range, and
intent to reman in the eading professon.

Intent to reman in teading was measured by a choice of four responses. leave & the end
of the current schod yea, tead severd yeasbefore leasing teading; retire assoa asl have 30
yeasin; or tead aslong as| can beyond 30yeas. Thesestems were alaped from the National
Center for Education Statistics (NCES) Schools and Staffing Survey (Bobbitt, Leich, Whitener
& Lynch, 1994). The NCES Schods and Staffing Survey asked the qestion, “How long do you
planto remainin thisjob” (p. 82), with the response choices & As long as| am able; Until | am
eligible for retirement; Will probably continue unless something better comesalong; Definitey
plan to leave as soon asl can; Undecided at thistime. The state of Georgia al ows teaders to

retire after competion of 30yeasof service In order to distinguish between those whose intent
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to remain only until they are digiblefor retirementand those whointend to teat as long &s
possble, the response stems were adjusted to refled the 30year nmarker. By includingthis
benchmark in the stem, it allowed yeas remaining to be calculated for ead participant in those
response cakegories by subtrading the tota number of yeas teading from 30yeasfor those
indicating that they plan toleawe teading as soon asthey have 30y easin and are eligiblefor
retirement. By doing this caculation, an indication of how many of the respondents would be
leaving within several yeas as aresult of retirement was provided. The number of yeas
remaining for those who indicaed that they plan to tead aslong as possble beyond the 30 yeas
was cdculated by subtrading the total number of yeasteading from 50, the maximum number
of total yeasteading reported plus one.

Data Colledion Procedures

Before data colledion began, permisson was sought from the Universty of Georgia
Institutional Review Board (IRB) for Reseach Involving Human Subjeds. The appli cation was
submitted on Decamber 20, 2003 The IRB approved all aspeds of the reseach processthat
involved human subjeds. The approval form can be found in Appendix D.

Eadh participant was sent a paclet that includes a cover letter (seeAppendix E), the
Personal Data Questionnaire (seeAppendix C), and the MSQ. Instructions for completing the
instruments were contained both in the cover letter and on the individual questionnaires. A well -
constructed, easy-to-complete questionnaire is only part of the plan and is not the man
determinant of response to mail surveys. Implementation proceduresthat influenceresponse
rates include: “multiple contads, the contentsof |etters, appeaance d envelopes, incentives,
persondlization, and sponsorship and how it isexplained” (Dillman, 200Q p. 149). Participants

were contaced threetimes over the course of this research study. The ©ver letterswere
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personalized, stressed the importance of ead participant’s response, and explained that the
research was being conducted through the University of Georgia.

The questionnaires were sent viathe U.S. postal serviceon February 5, 2004 and
included a stamped, pre-addressed return envelope. A dealline of February 26, 2004 was
included in the cover letter in aneffort to increase the geed o quegtionnaire return (Whipple &
Muffo, 1982). A follow-up mailing was sent on February 26, 2004 to any participant who had
not responded. Successve follow-up reminders have been shown to increase response rates
(Dillman, 200Q Whipple & Muffo). A follow-up cover letter (seeAppendix F) requeded that
participants return the survey padket by March 18, 2004 A postcard follow-up (seeAppendix G)
was mailed on March 18, 2004 to any participant who had still not responded. Two weeks from
the date of the postcard follow-up mailing, March 30, 2004 were dl owed for any responses to
be returned. In order to acount for non-responders, al responses recaved from the initial
maili ng were consgderedealy responders and any responses recevedafter the February 26
follow-up mailing were codedaslate responders. Intrindc andextrinsic job saisfadion scdes as
identified by Herzberg for ealy and late responders were ardlyzed to determineif there wasa
differencein their responses that might affed reseacch outcomes. The resultsindicated that there
was no statisticdly significant differenceat the .05level in ealy and late responders on any of
the eleven tests conducted.

Data Analysis Procedures

Several methods of statisticd analysis were utili zed in this study. The andysisof data
began with descriptive statistics. These statistics creaed a description of businesseducation

teadiers currently teading in Georgia s secondary public schods, ther levels of satisfadion,
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and their intent to reman in the teading professon. The gatistica proceduescdculated for
ead variable were means, standard deviations, and frequencies.

A Peason correlation matrix was creged to determine the strength of the relationships
between the individual MSQ scdesthat correlate with Herzberg’ sintrinsic and extringc facors
and gererd job satisfadion. Those fadorsindudal intrinsic fadors of abili ty utili zation,
achievement, advancement, recognition, and responsibili ty and extrinsic facdors of
company/school policies and pradices, compensation, co-workers, supervision-human relations,
supervison-technicd, and working conditions. Peason correlation coefficients were dso
cdculated for spedfic variables identified in the literature (age, gender, yeas at present
institution, total yeasteading, yeas employed outside teading, highest degreeattained, salary
level) that may affed job satisfadion to determine the strength of their relationship to the overdl
satisfadion of the participants.

Individual ANOVA’swere calculated for ead of theintringc andextrinsic scde scores
and the intent to reman in the dassroom. A familywise ardlysis wascalculated for theintringc
and extrinsic scdes identified by Herzberg for comparison with the intent to reman in the
clasgoom of Georgia secondary businesseducation teatersin public schools. A Bonferoni
adjustment (Huck, 2000 was caculated in order to hold the overall aphafor the familywise

comparison to .05.
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CHAPTER 4
ANALYSIS OF DATA
The purpose of this study was to describe thejob satisfadion of busnesseducation
teadersin Georgia s secondary public schools and determine the relationship between job
satisfadtion and intent to reman in the professon. This chapter will addressthe cata andysis
performed for ead of the threereseach questions.

Job Satisfadion

Reseach Question one asked, “What is the level of satisfadion of businesseducaion
teadersin Georgia secondary public schoaols based on the Minnesota Satisfadion Questionnaire
(MSQ)?" Job satisfadion was measured using the Minnesota Satisfadion Questionnaire (MSQ).
Georgia seandary businesseducaion teaders are generally satisfied with their job. The general
satisfadion scae of the MSQ indicated an average score of 78.63 for this sampe popuation.
Norms for teaders provided in the Manual for the Minnesota Satisfadion Questionnaire
indicated an average satisfadion score of 82.14 (Weisset a., 1967). According to the manual a
score of “75or higher is ordinarily taken to represent a high degreeof satisfadion” (Weisset al.,
p. 5). Genera satisfadion scde scoresranged from 20 to 100with a standard deviation of 10.81
Eadh MSQ scde was comprised of five items on the instrument. Scae scores on the MSQ ranged
from 5 to 25 with responses to ead item ranging from a 1 for very dissatisfied to a5 for very
satisfied. The responses were totaled for eadh item to get the compoasite raw scores (Weisset al.,
1967 Huberty & Petoskey, 1999. Scae scoresfor this study included those salesidentified by

Herzberg asintrinsic or extrinsic. Table 5 presents the desriptive statisticsfor those intrinsic and



extrinsic scdes. Scaes with the highest mean score included abili ty utili zation (21.26),
achievement (21.00), and responsibility (20.50), all identified by Herzberg asintrinsic in reture.
Table5

Intrinsic and Extrinsic Descriptive Data

Std.

Scale N Mean Deviation
Intrinsic Scaes

Ability Utilization (au) 292 21.26 3.42

Achievement (ad) 293 21.00 3.16

Advancement (adv) 291 17.23 4.50

Reagnition (reg 291 1731 4.73

Responsibility (res) 293 20.50 3.08
Extrinsic Scdes

Company (schoal) Policies

And Pradices (cpp) 293 16.62 4.79

Compensation (com) 293 16.43 4.49

Co-workers (cw) 293 19.86 4.20

Supervision-Human Resources (shr) 285* 19.50 4.62

Supervision-Tednicd (st) 285* 1942 4.54

Working Conditions (wc) 292 19.26 4.58

(Minand Max for all scdeswere5 and 25.) *Six M SQ instruments returned indicaied that they
were the department head or marked these items with na.
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Scdes with the lowest mean score included company (school) policies and pradices (16.62) and
compensation (16.43), both identified by Herzberg as extrinsic in rature.

Authors of the MSQ instrument suggested that scaes with scores over 75% (18.75
points) represent ahigh degreeof satisfadion, while scores below 25% (6.25 points) represent a
low level of job satisfadion (Weisset a., 1967). None of the scdes considered in this study
indicated alow level of job satisfadion. All of the scde scoresfell within the average (6.26-
18.74 points) satisfadion range or thehigh (18.75-25 paints) satisfadion rangeindicating that
overal Georgia s secondary busnessedicdion teaclers are experiendngahigh degeeof job
satisfadion. Intrinsic scaesthat fell into the high degreeof satisfadion rangeincludedabili ty
utili zation, achievement, and responsibility. Extrinsic scdesthat fell into the high degreeof
satisfadion range included co-workers, supervision-human relations, supervision-technica, and
working conditions. Intrinsic scdesthat fell into the average stisfadion rangeincluded
advancement and recognition. Extrinsic scaesthat fell into the average satisfadtion range
included company (schoal) policies and pradicesand compensation scales.

Personal and Professonal Variables

Reseach question two asked, “W hat isthe relationship between general job satisfadion
of businesseducaion teadersin Georgia secondary public schools and personal and
professonal variablesidentified in the literature that may have an effed on thejob satisfadion of
teaders?” Those variablesincude: age, gender, yeasin present institution (yearspi), totd
yeasteading (yeastch), yeas employed outside teading (outyrs), highest degreeattaned
(hdgr), and salary level (salary).

A Peason correlation matrix was constructed to determine the strength of relationship

between ead of these variables and job satisfadion using the general satisfadion scae score
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from the MSQ as the measure for job satisfadion. The correlation coefficient of determination
for the relationship between general job satisfadtion and salary was statisticaly significant (r’=
.02) at the .05levd. None of the other variables showed a datisticdly significant relationship
with general job satisfaction.

Sincesalary showed a statisticdly significant relationship with general job satisfadion, it
isworth noting the other variables that indicated a statisticdly significant relationship with salary
even though they did not indicate a statisticaly significant relationship with general job
satisfadion. The variable salary showed statisticdly significant positive relationships at the .01
level with age (r’= .20), yeasat present ingtitution (r’= .19), total yeasteading (r>= .45), and
highest degreeattained (r?= .44). Thiswas expeded since Georgia s pay scde is based on yeas
of experienceandlevdl of degree teld. Yeas of teaing (= .47), yeasat present institution
(r’= .19), and highest degreeobtained (r*= .03) aso had a statisticaly significant positive
correlation with age at the .01 level. Y easemployed outside teading (r %= -.27) indicated a
statisticdly significant negative relationship at the .01leve with age. Table 6 presentsthe
Pearson correlation coefficients (r), the adjusted Pearson correlation coefficients (r?),
significancelevels, and the number of respondents (N) to ead of the variablesidentified in the
literature.

Intent to Reman

Reseach question threeasked, “W hat is the comparison between theintent toremainin
the classoom of Georgia oondary busnessedication teaclersin public schods and the
seleded intrinsic and extrindgc scales of job satisfadion asidentified by Herzberg 7 The \ariable
intent to reman indicated that the highest percertagesof participants (43.3%, n=123) intend to

retire with 30 yeas. Six point seven percent (n=19) indicated intent toleae atthe endof the
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Table 6

Pearson Corr e ation Coefficients

Gen Gender Age Yeas®i Yeasich Outyrs Hdgr
Gender r .05
r? .00
Sig. 40
N 294
Age r .06 .16(**)
r? .00 .03
Sig. 35 .01
N 276 276
Yeaspi r 08 .25(**)  .44(**)
r? .01 .07 19
Sig. .18 .00 .00
N 285 284 276
Yeastch r 08 .24(**) .68(**)  .65(**)
r? .01 .06 47 43
Sig. 19 .00 .00 .00
N 285 284 276 285
Outyrs r -05 -14(*)  -27(**%)  -27(**)  -.40(**)
r? .00 .02 .07 .07 16
Sig. .38 .02 .00 .00 .00
N 266 266 259 266 266
Hdgr r .07 -00  A7(*)  .23(**)  .30(*) -.10
r? .00 .00 .030 .05 .09 .01
Sig 27 97 .00 .00 .00 .09
N 283 282 274 283 283 264
Sdary r 13(*) 07 A5(*)  A4A3(**)  .67(**) -.27(**)  .66(**)
r? (.02 (.01 (.20) (.19 (.45) (.07) (.44
Sig. 04 22 .00 .00 .00 .00 .00
N 281 281 274 281 281 264 279

Note. General job satisfadion isrepresented by the variable “Gen.”
* Correlation issgnificant at the 0.05levd (2-tailed).
** Correlation isggnificant at the 0.01 level (2-tailed).
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current yea, 32.7% (n=93) indicaied intent to teat for several more yeas before leaving
teading, and 17.3% (n=49) indicated intent to teat aslong asthey can beyond 30yeas. Usng
these responses, anew variable, ESTLONG, was creded to better expressthe intent in a
numericd figure. This variable converted the responses to theintent to remain varable for those
who responded either “retire as soon as| have 30 yeasin” or “teat aslong as| can beyond 30
yeas’ into an estimated number of yeasleft to tead. The response “retire assom asl have 30
yeasin” was converted by subtrading the item response for the total yeas of teading from 30.
The“tead aslong as| can beyond 30yeas’ wasconverted by subtrading the responsefor the
total yeasteading from 50. Fifty yeas was used based on the longest response (49) to the
number of yeasteading item. Frequencies were then run for the ESTLONG variable. Over half
(51.4%) of the participants intend to tead lessthan 10 more yeas. Lessthan 10% of the
participantsintend on teading beyond 30yeasfrom now.

A series of one-way ANOVA’swere run pairing ead intrinsic and extringc sale sore
to theintent to reman variable with anadpha of .05. The results of the oneway ANOVAS
comparing ead intrinsic variable to the intent to reman variable indicaedasgnificant effea for
abili ty utili zation, achievement, advancement, and responsibility. The recognition variable was
not found to have a statisticaly sgnificant effed on the intent to remain vaiable. The results of
the one-way ANOVAs comparing ead extrinsic variable to the intent to reman variable indicted
adtatisticdly significant effed for only two of the 9x variables: company/schod policiesand
pradices and working conditions. No statisticdly significant effed was indicaed for
compensation, supervision-human resources, supervision-technicd, or co-workers. Table 7 and
Table 8 show the means, standard deviations and ardlysis of variancefor intent to remain in

teading and those intrinsic and extringc variables.
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A familywise ardlysis of the group of intringc scalesand the group of extrindgc scales was
performed. A Bonferoni adjustment was made to the dpha leve in order to keep the familywise
alphaat .05. The Bonferoni adjustment procedure (Huck, 2000)divides the aphaby the number
of variablesin the family or group so that the totd of dl thealpha s does not exceed the .05
level. The Bonferoni corredion for the intrinsic family of variableswas .01 (.05/5). The
familywise ardlysis of theintringc variablesindicaied theintringc variable ability utilization
showed a statisticdly significant differenceat the .01 level for eadt of the four groups with every
other group, those intending to leave at the end of this yea (p=.000), teat for severa more
yeas (p=.000), with 30 yeas (p=.000), and tead aslong as possble (p=.000. Those intending
to leave teaching at theend of thisyea showed a gatisticdly significant difference @ the .01

level with those who intended to retire as soon asthe have 30yeas (p=.008) andthose intending
to remain in teading aslong as possble (p=.001) on the acieverment variable. The variable
advancement indicated a statisticdly significant differenceat the .01 level between those
intending to leave teading at theend of thisyea andthose intending to tead as long as possble
(p=.001).. The Bonferoni corredion for the extringc family of variables was .0083(.05/6). The
familywise ardlysis of theextrinsic vanablesindicated a gdtisticdly significant difference @ the
.0083level in those who expressed their intent to reman asleaving at the end of this yea and
those who plan to tead aslong as possble on the variable company/schod poaliciesand
procedures (p=.003). None of the other extrinsic variables indicted a statisticaly significant

differenceamong any of theintent groups.
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CHAPTER 5
CONCLUSIONS AND RECOMMENDATIONS

This chapter presents a discusson of the conclusons drawn from the dataand
recommendations for further researich or program deve opment.

A shortage of teaders has existed over the past several yeas both retionally and in the
state of Georgia. Trapps (2007) indicated “By 2011, the shortfal nationwide is expeded to reat
2 million teaders’ (p. A.22). Blair (2003 indicatd that vacarcies persistin Georgia. Secondary
businesseducaion has not been exempt from this shortage. Busnesseducaion has experienced
areprieve in the teader shortage due to the dedining economy which has creded a situation
where people formerly employed in the businesssedor are now eaning teading certification.
The shortage, however, may reemerge as the economy picks badk up. Businesseducaion
continues to remain on the 2004-2005criticd shortage list for the Georgia HOPE teader
scholarship program. While it may appea fewer individuds are choasing teading as acares, it
isaso worth noting that approximately 50% of new teaders are learing the professon within
their first threetofive yeas to pursue other carees (DarlinggHammond, 2001, Dawson, 2003
Ingersol, 2002). Ruhland (2001 stated, “ Teaders who are satisfied with their careastend to
remain in the profesgon longer” (p. 215. Olson (2000 indicaed that new teaders improve
dramaticdly during their first few yeas of teading; and therefore, it is criticd to retain those
teaderslong enough for them to read their full potential. Determining what fadors satisfy

secondary businesseducation teadersin Georgia s public schools may help retain teadersin



the professon longer and help aleviate the current shortage Stuation. As abusinessedication
department chairperson charged with hiring and retaining qudity busnessedcation teacters,
determining what influences ateader’sintent to reman in the dassoom was the major impetus
behind this study.

Demographic variables found in the literature ascommonly consdered in studes of job
satisfadion in genera and job satisfadion of teadersincluded age, gender, yeasat present
institution, total yeasteading, yeas employed outside teading, highest degreeheld, salary
level, marital status, certificaion route, and school location.Variables that were consderedin
this research included age, gender, yeas at present ingtitution, total yeasteading, yeas
employed outside teading, highest degreeheld, salary level, marital status, certification route,
and school locaion. Peason correlations were calculated to determine the relationghip of the
variables to general job satisfadion. The intent to reman variable wascompared with those
intrinsic and extrindc scale fadors to determine which affecied the leve of intentto remain. The
scaes used for this study were ability utilization, achevement, advancement, company/school
policies and pradices, compensation, co-workers, recognition, responsibility, supervision
(human relations), supervision (technicd), and working conditions. These scdes were used
because of their correlation with the intrinsic and extringc fadorsidentified by Herzberg's
(1966 Two-Fador theory.

The purpose of this study was to describe the leve of job satisfadion of busness
education teadersin Georgia s secondary public schods and determine e relationship between
job satisfadion and intent to reman in the professon. The spedfic research questions that were

address=d were:
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1. What isthe level of job satisfadion of businesseducaion teadersin Georgia seandary
public schools?

2. What isthe relationship between job satisfadion of businesseducaion teadersin
Georgia seandary public schools and personal and professonal variables identified in
the literature that may have an affed on the job satisfadion of teaders? Those variables
include: age, gender, yeasat present institution, total yeasteading, yeas employed
outside teading, highest degreeattained, and salary leve.

3. What isthe comparison between theintent to remain in the classoom of Georgia
seoondary businesseducation teadersin public schools and seled intrinsic and extrinsc
scdes of job satisfadion as identified by Herzberg?

Conclusions
The following conclusions are based on the data presented in Chapter 1V:

1. Georgia sseoondary busnessedication teaclers are gererdly satisfied with their job.
The general satisfadion scade score of the MSQ indicated an average score of 78.63,
which represents a high degreeof satistadion acerding to the Manual for the Minnesota
Satisfadion Questionnaire (Weisset a., 1967). Thisisaso in alignment with the norms
for teaters provided by the Manual for the Minnesota Satisfadion Questionnaire, which
indicated an average scde score on the general satisfadion scde of 82.14 Thosejob
satisfadion scaes identified by Herzberg asintrinsic in neture satisfy Georgia’'s
secondary businesseducation teaders more than those scades identified by Herzberg as
extrinsic in neture. Scaeswith the highest mean scores were abili ty utili zation
(m=21.26), achievement (m=21.00), and responsibility (m=20.50). Scdeswith the lowest

mean scores were company (schod) paliciesand pracices(m=16.62) and compensation
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(m=16.43). None of the individual scde scoresfell into the low level of job satisfadion.
All of theintrinsic and extringc scalesindicaiedeither average or high levels of job
satisfadion in those areas.

. The persona and professona variablesidentified in theliterature ashaving an effect on
the general job satisfaction of teaders did not indicate a sgnificant effed for this sample.
Seondary businesseducation teaters in Georgia are predominatey femak (80%),
married (78.6%), and recaved their certification through the traditional route (73%).
Peason correlationsindicated a statisticaly significant relationship between the general
job satisfaction scde and salary (P=.02). However, this only explains 2% of the variance
in the level of general job satisfadtion and thereforeis not very pradicadly significant.
Gender, total yeasteading, yeasat present ingtitution, yeas outside teating and
highest degreeobtained indicated no significant effed on the general job satisfadion of
Georgia' s secondary busnessedication teaclers. Callins (1998 dso foundthat age and
yeas of experiencewere not significantly correlated to the teader’s degreeof general
job satisfadtion.

. Over half of the secondary businesseducaion teadersin Georgiaintend to leave the
professon within the next 10 yeas. Thirty-three percent intend to tead for afew more
yeas before leaving teading, and 43%intend to retire assom asthey have 30 yeasin.
With the dedine in the economy, the shortage of teaclers experierncedin recent yeas is
experiencing areprieve (Blair, 2003 Sausner, 2003 Stripling, 2003. When the “retire as
soon as| have 30 yeasin” response was converted into an estimated yeasto remainin

teading, atotal of 51.4% intended to tead lessthan 10 more yeas. Couple thiswith the
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fad that up to 50% of new teaders leare the profesgon within their first three years and

a shortage could very easly reenerge.
Discusson

Theresults of this study arelikely to refled the population of Georgia secondary business
educaion teaders, however, it isnot clea whether they would refled beyond that group to
Georgiateaders or teadersin genera. Thereason for this caution isthat for a population size of
1294 Krejcie and Morgan (1970 indicaiedan estimated sanpe sze of 297was needel to
generalizeto the population the sample represents. Responsesto the various items/scadesin this
study ranged from n=266to n=293, just short of the recommendation of Krejcie and Morgan. An
estimated 50% rate of return wasused andthe adual rate d return was 49.33%

Businesseducation teatersin Georgia s public schools are generally satisfied with their

job. The higher scde scores were those associated with fadorsidentified asintringc in nature.
Seondary businesseducation teatersin Georgia s public schools are most satisfied by the
opportunity to utili ze their abili ties and a sense of achievement and responsibility. The lower
scde scores were those associated with fadorsidentified asextringc in nature. They are least
satisfied with company/schoal policies and proceduresand their working conditions. None of the
scde scoresindicated alow level of satisfadion. It appeasthat ther level of satisfadionisnot
affeded by their age, gender, education level, or number of yeas spentin or out of the
clasgoom. The personal and professond variablesindicated some statisticd significarcein the
relationship between general job satisfadion and salary level. It isnot pradicd to think that an
adjustment in the salary of secondary businesseducaion teatersin Georgia s public schools
would gredly increa® their job satifadion sncethis only acmunted for 2% of the \ariancein

the job satisfadion variable. It still holdstrue that teacler satisfadion “does not comefrom
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money” (Thompson, 1979 p. 43). The fad thatthe slary variable indicated a statisticdly
significant result does, however, support theideathat salary levels must be alequate to satisfy
hygiene neads (Frase, 1989 Maslow, 1970. Other fadorsinteraded with ead other as expeded
based on the structure of Georgia s salary schedue. Since the salary scalein Georgiaisbased on
level of educaion and yeas of teating experience, it was no surprise that salary was highly
correlated with those two variables and the age variable. With salary acounting for only 2% of
the variancein the job satisfadion variable, it leaves the question of what ac@unts for the other
98%.

Although secondary businesseducation teaders in Georgia's public schoolsindicated
that they are experiencing a high level of overall job satisfadion, many are still | eaving the
professon. Over half of the secondary businesseducation teaders participating in this study
indicated they plan to leare teading within the next 10 yeas. With the exception of the
reaognition variable, al of the intrinsic variablesindicated a significant effed on the teaters
intent to reman in the dassoom. Theonly extrinsic varablesindicaed ashaving an effed on
the intent to reman variable were the company /schod policies and procedures variable and the
working conditions variable. The intrinsic and extringc variablesindicating aneffed on the
intent to reman variable acounted for 34% of the variancein the teader’sintent toreman in
the clasgoam.

Recommendations

These recommendations for research ad pracicewere based on thefinding and
conclusions of this study.
1. Sincethere appeas to be a possbility of theshortage of secondary businesseducaion

teadersin Georgiareturning, it isrecommended that further study be conducted to
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determine those areas of satisfadion for secondary busnessedication teaclersin
Georgia. By nature, the design of this study dl owed for the callection of much
information about this sample. It allowed for breadth rather than depth of information.
The design of such further study should be one of a qualitative nature in order to get more
in-depth information regarding those fadors influencing both teader job satisfadion and
intent to remaning the professon .

. It isalso recommended that the personal and professonal variables analyzed in this sudy
be included in future studies more for descriptive purposes than for any effed they may
or may not have on job satisfadion. Age, marital status, certification route, highest
degree salary range, yeasat present institution, and yeas outside teading provide
demographic information on the sample. The variable yeas teading also provided
demographic information about the ssmple. The \ariable yeas teating dso provideda
basis for quantifying the intent to reman variable allowing for the @nversion into a
numericd value.

. Further investigation should be conducted on the \ariable ability utilization. The four
groups of intent responses varied significantly on thisvariable. A qualitative study should
be conducted to further investigate and elaborate on those diff erences. This study should
include the achievement, advarcenent, and company (schod) policiesand procedues
variables snce they dso indicated diff erencesamong the levels of intent to reman.

. Company/schoal policies and pradicesindicaedastatisticaly significant relationship
with the intent to reman variable. Schod principas and careerand technical edwcation
administrators and supervisors should attempt to determine the company/schod policies

and procedures that concern secondary busnessedicétion teactersin Georgia s public
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schoolsin order to evaluate those pradices and proceduresand determineif there isa

better way of handling them.

5. Working conditionsindicated a statisticdly significant relationship with the intent to
remain variable. Schoal principals and caree and technicd educaion administrators and
supervisors should attempt to determine e working conditionsthat concen secondary
businesseducaion teadersin Georgia's public schoolsin order to determine if
improvements on those conditions could be macke.

Attrading and retaining highly qualified teadersin the businesseducation classoom is
becoming more urgent due to the shortage and the No Child Left Behind educaion legidation
promise that every child will have ahighly qudified teacter in the dassoom. (National
Commisgon on Teading and Americd s Future, 2003. It isimportant for school principals and
careg and tedhnicd educaion administrators and supervisors to adknowledge the connedion
between job satisfadion and intent to reman in teading and aggressvey seek opportunities to
support that connedion. Since the company/school policies and pradices and working con ditions
fador scdesvaried for those who indicated intent to reman wntil theend of the arrentschool
yea and those who indicaed intent to teachaslong as possble, schod principas and careerand
technicd supervisors should include aspart of their induction programs an overview of the
company/schoal policies and a discusson of the general working conditionsthat the rew teacler
will face This overview/discusson should allow for ample question and answer time to allow
the new teader to have any questions clarified. This processshould be repeatdperiodicdly
over the life of the induction program sincethe new teader may not know what questions to ask

at the keginning of hisher caree Hopefully, by helping new teaclers have abetter
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understanding of the working environment, they will be more inclined to remain in the
clasgoom.

Businesseducation teadersin Georgia' s secondary public schods are gererdly satisfied
with their jobs. Schoal principals and carea and technicd supervisors should continue to provide
those opportunities for abili ty utili zation, achievement, advancement, and responsibility since
these are theintringc fadors that indicaied having aneffed on teacler’ sintent to remain in the
clasgoom. These areall fadorsof job satisfadion and as Ruhland (2001)) indicated, “Teaders
who are satisfied with their careastend to remain in the professon longer” (p. 215). Thegoal is
to retain quality teadersin the businesseducaion classoom, and thusjob satisfadion should be

an areaof interest to dl those dharged with hiring and retaining teaders.
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APFENDICIES



APFENDIX A

REQUEST TO USE THE MINNESOTA SATISFACTION QUESTIONNAIRE



Dianna Day Johnson
1287 Everwood Drive
Marietta, Georgia 30008
770-437-0000

January 5, 2004

Dr. D. J. Weiss

Vocational Psychology Research
N620 Elliot Hall

University of Minnesota
Minneapolis, MN 55455-0344

Dear Dr. Weiss:

Enclosed please find:

2.
3;

4.

My initial letter requesting permission to use the Minnesota Satisfaction
Questionnaire, with certain changes, in my doctoral research

MSQ Order form

A Check in the amount of $208.92 (royalties on 600 copies of the MSQ + a
sample set of documents)

Qualifications form including research description

1 will send out approximately 600 surveys in the initial mailing of my study. Additional
royalties will be forwarded to you once I know the number of surveys I will need to send
out with the follow-up mailing. Please let me know if you prefer to handle this by another

method.

Your response to this request can be mailed to me at the following address: 1287
Everwood Drive S.W., Marietta, Georgia 30008. I have determined that approximately
600 surveys will be used. I plan to collect data during January and March 2004. Your
help and cooperation with this matter is greatly appreciated.

Sincerely,

Dianna Day Johnson
Graduate Student
The University of Georgia
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Decanmber 9, 2003

Dr. D. J. Weiss

Vocationa Psychology Reseach
N620Elliot Hall

University of Minnesota
Minnegolis, MN 554550344

Dea Dr. Weaiss

Please let thisletter serve asmy request to use the Minnesota Satisfadion Questionnairein my
doctora reseach. My disrtation title is “ Job Satisfadion and Teader Retention of Business
Educaion Teadersin Georgia”. Thisisalso arequest to use the M SQ asamended for teacter
survey use by Wanda L. Stitt, Ed.D., University of Georgia, 1980

My doctora work isdireded by Dr. Wanda Stitt-Gohdes, Occupational Studies, and acommittee
comprised of four other faaulty members from within our department. This committeehas met
and agree that | should use the M SQ with the following minor chargesin the original questions:

a. Question 10: Change from “The way my supervisor and | understand ead other.” to
real “The way my department chairperson and | understand ead other.”

b. Question 15: Change from “The technicd ‘know-how’ of my supervisor.” to read
“The edwcaiond knowledge of my department chairperson.”

c. Question 26: Change from “The charceto tdl other workershow to do things.” to
read “The charceto tel other teactershow to do things.”

d. Question 29: Change from “Company policies and the way in which they are
administered.” to real “School policies and the way they are administered.”

e. Question 30: Change from “The way my bosshandles hismen.” to read “ The way my
department chairperson handles faculty members.”

f. Question 35: Change from “The competerce of my supervisor in making dedsions.”
to read “The competerce of my department chairperson in making dedsions.”

g. Question 49: Change from “The way employees are informed about company
policies.” to real “The way teaders are informed about schoal policies.”

h. Question 50: Change from “The way my bossbadks his men up (with top
management).” to read “The way my department chairperson badks the faaulty (with
the administration).”
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Question 52: Change from “How my pay compares with that for similar jobsin other
companies.” to read “How my pay compares with that for similar jobsin other
schoals.”

Question 54: Change from “The way promotions are given out on thisjob.” to real
“The availabili ty of promotions.”

. Question 55: Change from “The way my bossdelegates work to others.” to read “T he
way my department chairperson delegates work to others.”

Question 69: Change from “The way my company policies are put into pradice” to
real “The way schoal policies are put into pradice”

. Question 70: Change from “The way my bosstakes care of complaints brought to him
by hismen.” to read “The way my department chairperson handles complaints
brought by the faaulty.”

. Question 75: Change from “The way my bossprovides help on hard problems.” to
real “the way my department chairperson provides help on hard problems.”

. Question 89: Change from “The way the company tredasits empoyees.” to real“The
way the schoadl tredsitsfaaulty.”

. Question 90: Change from “The personal relationship between my bossand his men.”
to read “ The personal relationship between my department chairperson and the
faaulty.”

. Question 91: Change from “The way layoffs and transfers are avoided in my job.” to
real “The way transfers are handled in my job.”

Question 95: Change from “The way my bosstrains hismen.” to read “The way my
department chairperson helps faaulty members.”

Y our response to this request may be maikd to me atthefollowing address 1287
Everwood Drive SW., Marietta, Georgia30008 | have determined that approximately 600
surveyswill be used. | plan to colled data during January and February 2004 | amenclosing the
Qualifications and Registration Form and acopy of the Reseaich Approva Application
submitted to the University of Georgia. Y our help and cooperation with this matter is gredly
appredated.

Sincerely,

Dianna Day Johnson

92



To establish anew account, please cmplete thisform.
QUALIFICATIONS and REGISTRATION FORM
(Not Necessary for Sample Set)
Pleasetype or print

1. QUALIFICATIONS
Theinstruments distributed by Vocational Psychology Research are avail able only to persons qualified by training
and experienceto use these instrumentsin accordancewith the American Psychological Association's ethical
standardsfor test use and interpretation.
The MIDQ, MSQ, and MSSmay be used only by personswho have, asa minimum, satisfactorily completed a
coursein the interpretation of psychological tests and measurement atan accreditedcoll ege or university, or the
equivalent qualifications.
Use of the MIQ isrestricted to personswho have bath (1) an advanced degreein anappropriate professon, or
membership in an appropriate professonal asociation, or state licensure, or national or state cetification; and (2)
satisfactorily completed a course in the interpretation of psychological tests and measurement at an accredited
college or university, or the equivalent qualifications.
Graduate students must include a descriptionof their proposed research with this registration form.
2. INSTRUCTIONS
If you are a graduate or undergraduate student, or do not meet the above qualif ications: -

» Complete Sedion 3, and
» Haveyour adviser or supervisor complete Sedions4, 5, and 6.

If you are a qualified professonal:
Complete Sedions 4, 5, and 6.
Return thisform with your initial order.
3. STUDENTSAND OTHERS WITHOUT PROPER QUALIFICATIONS

Name Dianna Day Johnson
Department/Ingtitution__Occupational Studies/University of Georgia
Phone Number__ 770-437-0000

Your level of training:
X _Bachdor'sDegree  Fidd Businessed. Institution State Univ. of W. Georgia Year 1986
X__ Master'sDegree  Fidld Businessed. Institution State Univ. of W. Georgia Year 1998

Doctorate: Fied Institution ear

Additional experience
In-servicetraining Continuing education
Supervised experience Reading test manuals
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4. PROFESSIONAL QUALIFICATIONS

Your leve of training:

Bachelor'sDegree  Field Ingtitution Y ear
Master's Degree Field Ingtitution Y ear
Doctorate: Field Ingtitution Y ear

Additional experience

__ In-servicetraining

__ Supervised experience
____ Continuing education
__Reading test manuals

Your professonal credentials:

)

Licensure: Area ate License Number
Professonal organization memberships
Formally recognized professona competence Fell ow Diplomate Other

Organization

0

Y our educational background: (mark all applicable levels of training)

Undergraduate  Graduate Other Training
Psychometrics and Measurement Theory
Psychological Test Interpretation
Descriptive Statistics
Objedive Personality Testing
Careq Interest Testing
Personality

Practicum in test administration and interpretation
Internship: type
Other

5. PURPOSE FOR USING THESE INSTRUMENTS

X__Research: all information spedfic to the individual will be kept confidential; informaionwill be used only as
agroup aggregate. Please attach a description of your intended study.

Asssanent of the examinee to oltain and use information spedfic to the individual for:
(chedk all that apply) Counseling Seledion Placement Other:

6. CERTIFICATION

| certify that | have personal knowledge of the relevant professonal testing standards (such as the APA -AERA-
NCME Standards for Educational and Psychological Tests, 1985, that | and/or other persons who may use the
instruments being ordered by me possessthe appropriate training and competenciesto use the materials being
ordered, and that my/our use of such maerialswill adhere to applicable State and Federal laws and regulations, and
the ehical principles of my professon.

X__| agreeto supervise the individual indicated in Sedion 3 in the use of items ordered.
Name__Dr. Wanda Stitt-Gohdes
Department/Ingtitution__Occupational Studies/'The University of Gerogia
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Phone Number__ 706-542-4078
Signature Date

Adapted by spedal permisgon of the Publisher, Consulti ng Psychologists Press Inc., Palo Alto CA 94306 from
The CPPInstrument Purchaser Qualification Form. Further reproduction is prohibited without the Publi sher's
consent.

Home Page
Description of intended study:

Our nation isfaced with an increasing shortage of teaders. In recet yeasthe teading
professon has experienced alow retention rate, with new teaders dropping out of the professon
at arate of 50% by the end of ther firstfive yeas. Teaclers are leaving the dassoom to pursue
other careg's within threeto five yeas of entering the education field. This revolving door eff ed
has led to an increased need to not only reauit new teadiers, but retain those new teaders and
veteran teaders aswell. The shortage of teadersin general and businesseducation teadersin
particular is expeded to continue over the next decale. Georgia's HOPE Teacters Scholarship
placeal businesseducation on their criticd shortagelist in spring 1999and busnessedication
remains on the 2003list. The purpose of this study will be to describe the job satisfadion of
businesseducaion teadersin Georgia s secondary public schods and determine he relationship
between job satisfadion and intent to reman in the professon. In ac@rdance with the purpose of
this study, answers to the following questi ons are sought:

1. What satisfies businesseducation teadersin Georgia secondary public schools?

2. What isthe relationship between job satisfadion of businesseducaion teadersin
Georgia seandary public and personal and professonal variablesidentified in the
literature that may have anaffed on thejob satisfadion of teaclers? Those variables
include: age, gender, yeasat present institution, total yeasteading, yeas employed
outside teading, highest degreeattained, salary level, marital status, route to
certification (traditional or alternative), and location of school currently teading in
(rural, urban, suburban).

3. What isthe relationship between the level of job satisfadion and intent to reman in
the classoom of Georgiasecmndary businesseducation teaders in public schools?

A survey method of research will be used. The Minnesota Satisfadion Questionnaire (M SQ) will
be used to measure job satisfadion levels. A persona data questionnaire will survey attributes
including gender, age, yeas empoyedat present schod, tota yeas teading, highest degree
attained, salary level, route to certificaion (traditional college teader preparatory program or an
aternate route), location of schoal currently teading in (rural, urban, suburban), andlevd of
intent to reman in the dassoom.

Several methods of statistica analysiswill be used during this study. The analysis of data will
begin with descriptive statistics. These statisticswill be used to creae a description of business
education teaders currently teading in Georgia s secondary public schods, their leves of
satisfadion, and their intent to reman in the teading professon. The datistica procedues
cdculated for ead variable will be means, standard deviations, and frequencies. Multiple
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correlation analysis will be used to analyzethe data on the relationship between demographic
variables and job satisfadion levels and on the relationship between job satisfadion and the
intent to reman in the profession.

Participantsin this study will consist of secondary busnessedtication teacters currently teading
in public schoalsin the state of Georgia. A list of secondary businesseducators and their
addresses will be obtained from the Georgia State Department of Educdion. A systematic
random sampling method will be used to seled participants from the list. Each participant will be
sent apadket that includesa cover letter, the Personal Data Questionnaire, andthe MSQ.
Instructions for completing the instruments will be contained both in the cover |l etter and on the
individual questionnaires. The questionnaires will be distributed to the participants the third
week in January 2004 The questionnaire will be sent viathe U.S. postal serviceon January 20™,
2004, and will i nclude a stamped, pre-addressed return envelope. A dealline of February 10,
2004 will beincluded in the cover letter in aneffort to increase the geead of questionraire return.
A seoond follow-up maili ng will be mailed on February 10, 2004 to any participant who has not
responded. A postcard follow-up mailing will be on March 2nd, 2004to any participant who has
still not responded. Ten days from the date of the postcard follow-up mailing, March 12, 2004
will be al owed for any responses to be returned.
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APFENDIX B

MSQ NORMATIVE DATA FOR TEACHERS



Normative Data for Teaders (N=191)

Sample Charaderistics
N Percent
Age
20-29 113 59
30-39 31 16
40-49 14 7
50-59 19 10
60 and over 9 5
Education
Lessthan bachelors degree 14 7
bachelors degree 164 86
masters degree 10 5
Grade
Kindergarten through 3 118 62
4 through 6 68 36
Tenurein present occupation
0to 9 yeas 138 72
10to 19 yeas 24 13
2010 29 yeas 16 8
30yeasand over 10 5

MSQ Manual, 1967, p. 58
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Summeary Statistics

Hoyt Standard Error
Reliability of
Scale Mean SD Coefficient ~ Measurement
1. Ability utilization 21.08 3.06 .90 .95
2. Achievement 21.47 2.35 .79 1.08
3. Activity 20.75 2.77 .85 1.09
4. Advancement 19.13 3.03 92 .89
5. Authority 1895 2.58 .83 1.05
6. Company policies & pradices 17.60 4.17 .90 1.32
7. Compensation 18.92 4.00 .90 1.26
8. Co-workers 21.47 2.52 .81 111
9. Crestivity 21.83 2.86 .86 1.07
10. Independence 20.52 2.59 8l 1.13
11. Mord values 21.42 2.37 75 1.18
12. Recognition 19.46 3.22 .90 1.00
13. Responsibility 20.90 2.17 75 1.09
14. Seaurity 20.53 2.74 74 1.39
15. Social service 22.08 2.28 .90 73
16. Social status 18.78 2.47 .79 1.13
17. Supervision—human relations 21.74 2.83 .84 1.13
18. Supervision—technical 21.39 2.61 8l 1.13
19. Variety 20.88 2.62 .76 1.29
20. Working conditions 20.75 3.71 91 1.13
21. General satisfaction 8214 7.82 .87 2.77

MSQ Manual, 1967, p. 58
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APFENDIX C

PERSONAL DATA QUESTIONNAIRE



Personal Data Questionnaire

Instructions. Please suppy the information requested. Thisinformation will be used for
statisticd purposes only in analyzing the data collecied. Do not write your name on this
information shed.

1. Gender
_ Femde ___ Male

2. Age (asof last birthday)

3. Highest Degreeattaned
Badelor's Spedaist

Master's Doctorate

4. Routetaken to obtain certification:
Traditional (Certification at the Baccabureae levd)

Alternative (Post Baccdaurede Masters)
5. Yeasteading at present institution
6. Location of schoal currently teading at:
Rural Suburban Urban
7. Total yeasteading

8. Yeasemployed outside teading ; areaof emp oyment

9. Areyou married? Yes No

10. Present Salary Range

25000—-29,999 40000—-44999 55,000-59999
30,000—34,999 45000-49999 Over 60,000
35,000-39999 50,000—54,999

11. How long do you plan to remain in the teating professon?
____ Leaveteading at theend of the arrentschod yea
____ Teadt for several yeas before leaving teading
___ Retireas soon as| have 30yeasin

Tead aslong as| can beyond 30yeas
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APFENDIX D

IRB APFROVAL FORM



) Institutional Review Board
4 Human Subjects Office

-I\l "U * et i_‘(w 3 = 606A Graduate Studies Research Center
©c nl\’cr-"lt}’ OF Jlgld Athens, Georgia 30602-741 1

(706) 542-6514; 542-3199
Office of The Vice President for Research Fax No, (706) 542-5638

DHHS Assurance 1D No, : FWAQ0003901
APPROVAL FORM

Date Proposal Received: 2003-12-23 Project Number; H2004-10441-0

Name Title Dept/Phone Address Email
Occupational Studies 1287 Riverwood Drive
Ms. Dianna Day Johnson Pl River's Crossing+4809 ddjohnsoni@juno.com

Marietta GA 30008 (770)437-0000
Oreeupational Studies

Dr. Wanda L. Sutt-Gohdes  CO 225 Rivers Crossing +4809 wisg(@arches.uga.edu
542-4078

Title of Study: Job Satisfaction and Intent to Remain in Teaching of Georgia Business Education Teachers

oy . . - o Maodifications Required for Approval and Date Completed: 2004-02-05
45 CFR 46 Category: Administrative 2 Application and consent document revisions.

WAIVER OF SIGNED CONSENT 46.117(c)(2).

Approved : 2004-02-05  Begin date : 2004-02-05  Expiration date : 2005-02-04

NOTE: Any research conducted before the approval date or after the end dara collection date shown abave is net covered by IRB approval, and cannot be retroactively approved,

Number Assigned by Sponsored Programs: Funding Agency:

Form 310 Provided: No

Your human subjects study has been approved as indicated under IRB action above.

Please be aware that it is your responsibility to inform the IRB . . .

... of any adverse events or unanticipated risks to the subjects or others within 24 to 72 hours; . .

... of any significant changes or additions to your study and obtain approval of them before they are put into effect; . ..

««« that you need to extend the approval period beyond the expiration date shown above; .. .

o« that you have completed your data collection as approved, within the approval period shown above, so that your file may be closed.

For additional information regarding your responsibilities as an investigtor refer to the IRB Guidelines,

For your convenience in obtaining approval of changes, extending the approval period, or closing your file, we are providing you with a
blue Researcher Request form. Detach this blue form, complete it as appropriate, sign and date it, then return it to the IRB office. Keep
this original approval form for your records.

Copy: — / .
Dr. Clifton L. Smith 7%:._ A et

Christina A, Jofeph, Ph.D.
Chairperson, Institutional Review Board
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APFENDIX E

COVERLETTER



Dianna Day Johnson
University of Georgia Graduate Student

1287 Everwood Drive
Marietta, Georgia 30008
770-437-0000
February 5, 2004
«First_Name» «Last_Name»
«SchooolName)
«Address»
«City», «State» «Postal Code»
Dear Colleague,

My name is Dianna Day Johnson and I am a doctoral student in the Occupational Studies
(Business Education) Department at the University of Georgia conducting research in the area of
teacher retention. I am writing to request your participation in a study of Job Satisfaction and
Intent to Remain in Teaching of Georgia Business Education Teachers. Dr. Wanda Stitt-Gohdes,
my graduate advisor at the University of Georgia, is overseeing the study.

This research will attempt to describe the job satisfaction of business education teachers
currently teaching in Georgia’s secondary public schools and to identify factors that may
influence teachers to remain in the teaching profession. The data collected may be used to
improve teacher preservice and inservice programs.

The enclosed questionnaire will take approximately 20 minutes to complete. Please insert your
completed questionnaire into the enclosed postage paid return envelope, and place in the U.S.
Mail by February 23, 2004. Your decision to participate is completely voluntary. Your
completed questionnaire will indicate your consent to participate. You may skip any questions
that you feel uncomfortable answering. Your responses will be kept confidential and will not be
released in any individually identifiable form unless required by law. All data wilt be reported
aggregately, not individually. The aggregated results of this research will be made available to
the University of Georgia. The survey does not ask you to identify yourseif, Identification
numbers located on the surveys will be used to identify non-responders only to be sent two
follow-up mailings.

Thank you for your assistance. If you have any questions, do not hesitate to ask now or at a later
date. You may contact me at 770-437-0000 or by e-mail at ddjohnson@juno.com. Dr. Stitt-
Gohdes may be reached at 706-542-4078.

Sincerely,

Dianna Day Johnson
Graduate Student
Occupational Studies

Additional questions or problems regarding your rights as a research participant should be
addressed to Chris A. Joseph, Ph.D. Human Subjects Office, University of Georgia, 606A Boyd
Graduate Studies Research Center, Athens, Georgia 30602-7411; Telephone (706) 542-3199; E-
Mail Address IRB@uga.edu
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APFENDIX F

FOLLOW-UP COVER LETTER



Dianna Day Johnson

University of Georgia Graduate Student
1287 Everwood Drive
Marietta, Georgia 30008
770-437-0000

February 26, 2004

FirstName LastName
SchoolName

Address

City, State Zip

Dear Colleague,

Within the last few weeks, a letter was mailed to you requesting your participation in a study of Job
Satisfaction and Intent to Remain in Teaching of Georgia Business Education Teachers. My name is
Dianna Day Johnson and I am a doctoral student in the Occupational Studies (Business Education)
Department at the University of Georgia conducting research in the area of teacher retention. Dr. Wanda
Stitt-Gohdes, my graduate advisor at the University of Georgia, is overseeing the study. If you have
returned the questionnaire already, thank you for your participation. If you have not returned the
questionnaire, I ask that you take a few moments to complete it now and return it. Your participation as a
representative of the secondary business education teachers in Georgia is important. I am including the
questionnaire with this mailing in case the original was lost or misplaced.

This research will attempt to describe the job satisfaction of business education teachers currently
teaching in Georgia’s secondary public schools and to identify factors that may influence teachers to
remain in the teaching profession. The data collected may be used to improve teacher preservice and
inservice programs.

The enclosed questionnaire will take approximately 20 minutes to complete. Please insert your completed
questionnaire into the enclosed postage paid return envelope, and place in the U.S. Mail by February 23,
2004. Your decision to participate is completely voluntary. Your completed questionnaire will indicate
your consent to participate. You may skip any questions that you feel uncomfortable answering. Your
responses will be kept confidential and will not be released in any individually identifiable form unless
required by law. All data will be reported aggregately, not individually. The aggregated results of this
research will be made available to the University of Georgia. The survey does not ask you to identify
yourself. Identification numbers located on the surveys will be used to identify non-responders only. You
will receive one additional reminder requesting your participation. Failure to respond will indicate your
decision not to participate.

Thank you for your assistance. If you have any questions, do not hesitate to ask now or at a later date.
You may contact me at 770-437-0000 or by e-mail at ddjohnson@juno.com. Dr. Stitt-Gohdes may be
reached at 706-542-4078.

Sincerely,

Dianna Day Johnson
Graduate Student
Occupational Studies

Additional questions or problems regarding your rights as a research participant should be
addressed to Chris A. Joseph, Ph.D. Human Subjects Office, University of Georgia, 606A Boyd
Graduate Studies Research Center, Athens, Georgia 30602-7411; Telephone (706) 542-3199; E-
Mail Address IRB@uga.edu
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APFENDIX G

POSTCARD FOLL OW-UP



Addressof Postcard

Dianna Day Johnson
Graduate Student-UGA
1287Everwoad Drive
Marietta, Georgia 30008

FirstName LastName
SchodName
Address

City, State Zip

(label will be used for addressd

Message of Postcard

Dear Colleague:

Recently you were sent a letter requesting participation in areseach study of Job
Satisfaction and Intent to Remain inTeaching of Georgia Secondary BusinessEducation
Teachers. Your name was drawn randomly for alist of all seaondary businesseducation
teachersin Georgia

If you have returned the questionnaire, thank you for your participation. If you have not
returned the questionnaire, please take a few momentsto complete it.

If you did not reaive a questionnaire, or if it was misplaced, contact me at 776437-0000
or ddjohnson@juno.com and | will get another one in the mail to you today.

Dianna Day Johnson
Graduate Student, Occupational Studies
University of Georgia
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