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ABSTRACT

The purpose of the study was to assess the relationship between the four
dimensions of principal support and first-year teacher job satisfaction. First-year teachers
responded to an online questionnaire that collected demographic data and information
regarding principal support importance and overall job satisfaction, using a Likert scale.
This questionnaire was developed to measure principal support and first-year teacher job
satisfaction. The researcher used a combination of the Principal Support, Minnesota
Satisfaction Questionnaire, and a collected of items addressing the importance of the
principal supports, along with demographics of the respondents.

A multiple linear regression was used to predict to what degree each dimension of
support is related to first-year teacher job satisfaction. The results of the research showed
that there are no significant relationships between first-year teacher job satisfaction and
the importance of receiving emotional support (p=.114), Informational Support (p=.107),
Instrumental Support (p=.282), and Appraisal Support (p=.547). However, the reported
importance of each dimension of support was between 4.3 and 4.9 indicating slight

importance amongst the respondents.
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CHAPTER I - INTRODUCTION

“The teacher shortage is real, large and growing, and worse than we thought.”
(Garcia and Weiss of the Economic Policy Institute, 2019). Not only has the percentage
of college graduates pursuing a teaching license decreased in recent years, but also an
alarming 30%-50% of teachers in the United States leaves the teaching profession in the
first five years of employment (Halford, 1998). Like elsewhere, this increase in teacher
vacancies is also happening in the state of Mississippi. Jackson (2019) reported how
Mississippi has issued 2002 fewer teacher licenses in 2018 than it did in 2011. This
decrease in teacher licensure and increase in teachers leaving the profession will
eventually lead to more teachers leaving the profession than those entering the
profession. During the course of the past few decades, the United States government has
passed several educational initiatives to address this problem and other challenges for K-
12 school systems.

The No Child Left Behind Act (NCLB) was passed in 2001, by the national
government. No Child Left behind introduced the plan for all teachers to be “highly
qualified”. This encouraged school systems to invest in professional development
because teachers were being held accountable for student achievement (“No Child Left
Behind Act”, n.d.). Therefore, an accountability model was created to measure student
success, also known as Adequate Yearly Progress. In many states across the United
States, teachers’ jobs were tied to these accountability scores. Many schools began to
implement policies and procedures assumed to ensure success within the current
accountability system. However, they failed to recognize the relationship these policies
and procedures would have with teacher job satisfaction.
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Subsequently, school reforms such as Race to the Top and Every Student
Succeeds Act offered support to create better learning environments for teachers and
students (Fact Sheet -- Race to the Top, 2011). However, these reforms also created
overwhelming stress for teachers (Overman, n.d.). Carver-Thomas and Darling-
Hammond (2017) reported that teachers mentioned working conditions, such as support
of principals and collaboration with teacher colleagues, as the greatest reason for leaving
the teaching profession. Extrinsic factors, such as compensation, elicit interest from the
media and the general population; however, multiple studies have discussed how other
factors such as leadership style, mentorship, and principal supports have a greater effect
on teacher job satisfaction.

In an effort to increase teacher job satisfaction, National Policy Board for
Educational Administration (2015) suggests that effective educational leaders should
strive to improve the practice of all teachers by helping and supporting them. Also, they
should attempt to develop supportive, trustworthy, and considerate relationships amongst
all faculty and leadership, which would lead a desire for improvement. Similarly, a
significant amount of research reveals a relationship between teacher job satisfaction and
principal support/behaviors (llgan et. Al, 2015). Littrell, Billingsley, and Lawrence, 1994
also confirmed that there is a significant connection between teacher job satisfaction and
principal support. In examining this relationship, very few studies focus on first-year
teachers.

Teacher Job Satisfaction

There is an agreement among studies that teacher job satisfaction is influenced by

many factors. Among these factors are principal support, leadership style, emotional
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state, communication, relationships, number of years in profession, achievement, and
recognition along with other extrinsic and intrinsic variables (Herzberg et al, 1959;
Bovee, 2012; Cerit, 2009; Cansoy, 2019; Olsen and Huang, 2019; Perrachione, Peterson,
& Rosser, 2008). Job satisfaction is how employees feel about their jobs, whether it be
positive or negative. (Song & Alpaslan, 2015). According to the Washington Post (2013),
teacher job satisfaction has descended from 62% to 39% since 2008. Furthermore,
Herzberg’s Two Factor Theory proposed there were certain motivating factors that
influenced job satisfaction in the workplace (Herzberg, F., Mausner, B., & Snyderman,
B., 1959). A factor considered in Herzberg’s Two Factor Theory was supervision.
Herzberg’s theorized that if supervision was poor it would decrease employee job
satisfaction.
Principal Support

Principal support has a significant effect and impact on the development
and satisfaction of K-12 teachers (Olsen & Huang, 2019; Ilgan et al., 2015; Littrell et al.,
1994). House (1981) provided the study with a theoretical framework that considered the
multi-dimensional depiction of motivational support. Also, Littrell et al. (1994) discussed
the four dimensions of support among K-12 principals.

The first dimension of support discussed by House was emotional support:
Principals provide teachers with the opportunities to share their ideas, support them in
difficult times, and show teachers that they are trusted professionals (Littrell et al., 1994).
Findings have shown that emotional support positively predicts teacher job satisfaction

(Littrell et al., 1994)



The second dimension of support is instrumental support, in which principals
provide more hands-on support such as with supplies, adequate teaching space, and
adequate planning time. The third dimension of support discussed by House (1981) is
informational support. Informational support concerns how information is given to
teachers, by principals, to improve their teaching practices such as professional trainings
and workshops (Littrell et al., 1994). The final dimension of support is appraisal support,
which describes how principals provide teachers with constructive feedback and support
(Littrell et al., 1994).

Furthermore, the degree to which principals provide support varies based on the
style of leadership of the leadership. Across studies there has been demonstrated a
significant relationship between styles of leadership and teacher job satisfaction (Cansoy,
2019; Bovee, 2012; Cerit, 2009). For instance, Burns (1978) developed the idea that there
are two general forms of leadership across most disciplines: transformational leadership
and transactional leadership. According to Burns (1978), transformational leadership is a
process where leadership and teachers attempt to improve morale and motivation through
collaboration.

In addition, Bass (1985) further developed Burns work by beginning to
investigate the specific factors that define transactional leadership. Transactional
leadership is leadership focused around completed assigned tasks due to rewards and
punishments. Burns (1978) work also included theory describing transformational
leadership. Also, Bass and Bass, 2008 developed a list of the elements of
transformational leadership 1) individualized consideration 2) intellectual stimulation 3)
inspirational motivation 4) idealized influence. Leadership theory studies have found that
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transformational leadership has beneficial effects on not only the climate of the school,
but on the teacher job satisfaction (Quin, Deris, Bischoff, & Johnson, 2015; Allen,
Grigsby, & Peters, 2015).

First-Year Teachers

According to Menchaca (2003), The United States departments of education will
need to hire 200,000 elementary and secondary teachers, each year, to support the rising
student enrollments” (p.25). It has been suggested that the relationship principal support
has with teacher job satisfaction impacts first-year teacher to a greater degree than it does
veteran teachers. Many teachers will exit the profession because of the lack of support
from administrators. Being a first-year teacher is difficult and requires a great deal of
support to be successful. Supportive principals have been shown to make a difference
between success for first year teachers and frustration (Protheroe, 2010).

Otto and Arnold (2005) found when administrative support was present that,
teacher job satisfaction increased (Hughes, Matt, & O’Reilly, 2015). Also, according to
the Alliance of Excellent Education, 2004, “research demonstrates that principals’
influence on novice teachers is significant.” With the decrease in applications for
teaching licenses and increase in teachers leaving the profession, it is becoming more and
more important to determine the relationship between principal supports and first-year
teacher job satisfaction.

Statement of the Problem

Providing principal supports to first-year teachers is of vital importance for
increasing teacher job satisfaction (Menchaca, 2003). Providing principal supports to
teachers creates a constructive working environment that will likely decrease stress and
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burnout (Littrell et al., 1994), and increase teacher job satisfaction. A large amount of the
research acknowledges how principal supports have a significant relationship on teacher
job satisfaction, however little research has been done to determine if those same
relationships are present with first-year teachers.

Similarly, many studies assess whether there is a significant relationship between
principal leadership styles and teachers as a collective population. Despite the significant
amount of research investigating teacher job satisfaction, there is a gap in the literature in
the case of first-year teachers’ job satisfaction in relationship to principal supports. Also,
a gap in the literature is clear when discussing the relationship between teacher job
satisfaction and principal supports in the state of Mississippi.

Statement of Purpose
The purpose of this study was to assess the relationship between the dimensions
of principal support and first-year teacher job satisfaction.
Research Questions

1. Among first-year teachers, what is the reported importance of each dimension of
support (emotional, instrumental, informational, & appraisal)?

2. To what extent is the importance of each dimension of support related to first-year
teacher job satisfaction?

Hypotheses

H.: There is a significant difference between each dimension of principal support.
H>: There is a significant correlation between the importance of each dimension

of support and first-year teacher job satisfaction.



Justification

Whereas previous research has considered the relationship between teacher job
satisfaction and principal support (Bressler, 2012; llgan, Parylo, & Sungu, 2015;
Berkovich & Eyal, 2018; Monsour, 2003), there is a lack of research that addresses this
topic concerning first-year teachers. As school districts across the United States face a
decline in teacher retention, first-year teacher job satisfaction is as important now as any
time in history. Principals across all grade levels in education have a great influence on
the school they lead (Quinn & Andrews, 2004). First-year teacher job satisfaction could
be effected by the support these principals provide, or do not provide.

Due to the proliferation of teachers exiting the profession, the information
collected in this study could potentially offer an in-depth look into the relationship
between principal support and first-year teacher job satisfaction. According to
Perrachione, Petersen, and Rosser (2008), “Most teachers exit the teaching profession due
to the increase in responsibilities and demands, lack of support financially, and lack of
support morally.” Thus, the lack of support from principals could lead to low teacher
retention.

The information collected from this study could lead to the development of
professional development programs. The professional development programs could
provide principals with knowledge of the four principal supports, and how each can
increase first-year teacher job satisfaction, thereby increasing teacher retention. Providing
the principal supports needed to first-year teachers could potentially increase teacher job

satisfaction and teacher retention.



Theoretical Framework

Herzberg’s Two Factor Theory (1959) proposed there were certain motivating
factors that had an effect on job satisfaction in the workplace. A factor that was proposed
by the theorist was supervision. Herzberg theorized that if supervision was poor, job
satisfaction would decrease. Numerous studies have been conducted to determine reasons
for the increase and decrease of teacher job satisfaction. However, this study will seek to
confirm this relationship between principal support and teacher job satisfaction among
first year teachers.

According to House (1981), there are four dimensions of support: instrumental,
appraisal, informational, emotional. Littrell, Billingsley, and Cross (1994) adapted the
four dimensions to apply to K-12 principals. The theorists indicated that principal support
seeks to show teachers that they are professionals, provide them with appropriate
resources, offer ways to improve instruction, and provide constructive feedback.
Furthermore, the principals who provide support have a beneficial effect on the
commitment of teachers, job satisfaction, and the ability to retain them (Littrell et al.,
1994).

Assumptions of the Study

First, it was assumed that all participants answered truthfully. The participants
were volunteers who could end the survey at any time without consequences. Also, it was
assumed that the sample chosen was a representative of the population of K-12 teachers.

Lastly, it was assumed that the respondent’s answers were not manipulated in any way.



Delimitations of the Study

The delimitations for this study are:

. “First-Year” K-12 Teachers

. Teacher job satisfaction as opposed to retention, performance, & attitude
Data collected during the 2019-2020 School Year

Definition of Terms
. Teacher Job Satisfaction-The emotional reaction teachers have about their job or
roles as instructors. (Skaalvik & Skaalvik, 2011, as cited by Cansoy, 2019).
. Principal Support-Consists of four dimensions (emotional, instrumental,
informational, & appraisal); Also, what feelings teachers have about teaching and
how well they teach. (Littrell et al., 1994).
Emotional Support-Principals support their teachers by showing teachers they are
interested in them and their work, maintain open communication, show
appreciation, and being open to their ideas (Littrell et al., 1994).
Instrumental Support-Principals support their teachers by helping with tasks,
while providing space, time, and resources (Littrell et al., 1994).
Informational Support- Principals support their teachers by offering information
and suggestions to improve teaching practices and classroom management
(Littrell et al., 1994).
. Appraisal Support- Principals support their teachers by utilizing positive and

frequent feedback. (Littrell et al., 1994).



CHAPTER Il - LITERATURE REVIEW

“To be satisfied with our work, we typically need a belief in a purpose of what we
do.” This quote from Barry Schwartz’s book, Why We Work, speaks to our need for job
satisfaction. For various reasons, 20% to 30% of beginning teachers exit the profession in
five years (American Federation of Teachers, 2001). Federal, state, and district leaders
across the educational world have, are, and will need to continue to address the
percentage of teachers who feel that their low degree of job satisfaction has overtaken
their purpose of teaching.

Moreover, numerous researchers have developed studies looking to discover the
underlying factors leading to this reduction in teacher job satisfaction. Although there are
many underlying factors that could determine the level of teacher job satisfaction, most
studies have focused on gender, grade-level, and leadership style of the administration.
Several research studies have addressed the principal support and length of service as
factors affecting teacher job satisfactions. This research study examines the relationship
between these two factors with length of service concentrating on first-year teachers.

Federal Education Acts and Teacher Job Satisfaction

With the establishment of the Elementary and Secondary Education Act of 1965
(ESEA) by Lyndon B. Johnson, the Federal Government introduced programs meant to
address the needs of K-12 schools. These programs were created to provide equal
opportunity to all students across the United States. Also, according to Title | of ESEA
(1965), the Secretary of Education must provide states with grants for the purpose of
school improvement. To improve the standard of primary and secondary education,
ESEA provided state educational agencies with federal grants (Brenchley, 2015). As
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education across the nation transitioned into what it is today, so did the number of
resources made available by this act.

The purpose of the Title Il of the Elementary and Secondary Education Act was to
provide funds for school districts and states agencies in an effort to increase student
achievement and improve teacher and principal quality (New Teacher Project, 2010).
According to the New Teacher Project (2010), “39% of the funds are devoted to
professional development.” Depending on the success of Title II funds increasing student
achievement and principal/teacher effectiveness, positive teacher job satisfaction could
show an upward trend. For example, in a study developed by Anna Toropova, Myrberg,
and Johansson (2020), successful teachers had greater levels of job satisfaction when
given opportunity to utilize professional development.

Furthermore, thirty-six years after President Johnson signed ESEA, President George
W. Bush reauthorized ESEA as No Child Left Behind (NCLB) (Education Policy: A
Timeline, n.d.). With the implementation of NCLB, states were required to meet several
requirements including entrance qualifications for first-teachers, the assessment of all
students, and providing safe schools for students (Ruff, 2019).

Since 2001, a substantial amount of research has sought to assess No Child Left
Behinds’ impact on schools. While No Child Left Behind had many positive effects such
as better instructional strategies and an increase in school accountability, the act may
have created unintended consequences such as increasing teacher stress leading to
burnout (Grissom, Nicholson-Crotty, & Harrington, 2014).

President Barack Obama authorized the Race To The Top initiative, in 2009. Race To
The Top includes four areas of concern (Race To The Top, n.d.):

11



e Creation of rigorous standards and improved assessments
e Acquisition of improved data systems to provide schools, teachers, and
parents with guidance about student progress
Assistance for teachers and school leadership effectiveness
e Increased significance and resources for the rigorous interventions needed
to improve the school performing at the lowest levels
The initiative looked to build on these four levels of reform by providing teachers with
strategies and resources they needed to provide every student with what they needed to
learn and succeed (Race To The Top, n.d.).

In 2015, President Barack Obama reauthorized Every Student Succeeds Act (ESSA).
President Obama stated “With this bill, we reaffirm that fundamental American ideal that
every child, regardless of race, income, background, the ZIP Code where they live,
deserves the chance to make out of their lives what they will,” He added that
communication between administrators and all other stakeholders would occur, “to make
the promise of this law reality.” (Resmovits, 2015). ESSA became entirely functioning in
school year 2017-2018. Title 11, Part A of ESSA, focused on improving teacher and
principal quality. The improvement of teacher and principal quality includes the
preparation of teachers, first-year teacher qualifications, recruitment and hiring,
induction, professional development, and teacher retention. (Improving Teacher and
Principal Quality, n.d.). The state of Mississippi also developed a plan devoted to
addressing the requirements of ESSA. Mississippi Succeeds Plan is a five-year strategic

plan developed by the Mississippi State Board of Education. One priority the board
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focused on was improving professional development and constructive feedback to ensure
superior classroom instruction and leadership. (Mississippi Succeeds, 2017).

The United States has sought to resolve these issues throughout its history,
including the implementation of Elementary and Secondary Education Act, No Child Left
Behind, Race To The Top Initiative, and Every Student Succeeds Act. Herzberg’s” Two
Factory Theory of Motivation, Houses’ four dimensions of support, and Littrell,
Billingsley, and Cross’s’ utilization of Houses’ dimensions of support will provide a
foundation for this study.

Theoretical Framework
Herzberg’s Two Factor Theory of Motivation

In 1959, Frederick Herzberg published his research on job satisfaction in his book
titled Motivation to Work. Herzberg opened his book with the origin of his study.
Herzberg (1959) discussed how “Work is one of the most absorbing things men can think
and talk about...For the fortunate it is the source of great satisfaction; for many others it
is cause of grief.” (p. 3) His research ultimately led to the development of Herzberg’s
Two Factor Theory of Motivation or Herzberg-Hygiene Theory.

Herzberg’s Two Factor Theory suggests that there are two factors that affect job
satisfaction of employees. The two factors according to his theory are motivating factors
and hygiene factors. According to Herzberg (1959), health hazards are removed from our
environment by the operation of hygiene factors. A number of hygiene factors were
included, such as overseeing, dyadic communication, working conditions, earned income,
company strategy and leadership practices, benefits, and secure employment (Herzberg,
1959). He concluded that low job satisfaction and below par job performance derive from
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satisfying the needs for hygiene. On the other hand, “motivators look to satisfy the
employees need for self-actualization, or self-realization” (Herzberg, 1959, p. 114).
Herzberg developed a definition of job-attitude factors, also known as motivators and
hygiene factors.

Table 1 Herzberg’s Job Attitude Factors

Motivators Hygiene Factors
Achievement Company Policies
Recognition Supervision
The work itself Relationships
Responsibility Work conditions
Advancement Remuneration
Growth Salary

Security

Herzberg’s summary included the idea that employees were happiest with their
jobs when they were successful in their work and when there was a possibility of
professional growth. Also, Herzberg mentioned that employees reported unhappiness
based on conditions, and not the job itself (Herzberg, 1959).

According to Herzberg’s model, there is a tetrad of combinations of hygiene
factors and motivators. These factors are (House, 1959):

e High Hygiene + High Motivation: Employees have minimal

complaints and are highly motivated.

14



e High Hygiene + Low Motivation: Employees view the job as a source
of income. Also, they are not exceedingly motivated, but have few
complaints.

e Low Hygiene + High Motivation: Employees are excited and
motivated about the challenges of the job, however they still have
many complaints due to low salaries and unacceptable working
conditions.

e Low Hygiene + Low Motivation: These employees are completely
unmotivated which leads to a large number of complaints.

Although Herzberg’s theory has been correlated with many disciplines, several
criticisms have emerged. These criticisms include not being able to be replicated under
any other circumstances, data collection techniques, and the theory merely being over
simplified (Bevins, 2018). For example, Evans and Olumide-Aluko, 2010 determined that
Herzberg’s theory being developed in the western business world does not necessarily
translate well across disciplines or geographical lines. Herzberg’s theory allowed for
researchers to build upon his theory of motivation to determine what motivates first-year
teachers.

Houses’ 4 Dimensions of Support

Also supporting this study is the theory of social support. In 1981, James House
theorized the improvement of health, the reduction of stress, and shielding the impact of
stress on humans is lessened by social supports. According to House (1981), there are
four categories of social supports: instrumental, appraisal, informational, emotional.
Emotional support involves esteem, affect, trust, concern, and listening (House, 1981).
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He also mentions that “emotional support seems to be the most important” (p. 24) of the
four social supports. Instrumental support includes support for employment, time, salary
and the improvement of workers’ environment (House, 1981). Also, “instrumental
support is given when people help others do their work, take care of them, or help them
pay their bills” (p. 25).

The third type of social support is informational support. Informational support
includes guidance, suggestion, instruction, and information (House, 1981). He also
discussed how informational support is providing assistance to employees struggling with
personal and environmental problems. The final type of social support is appraisal
support. Appraisal support includes affirmation, feedback, and social comparison (House,
1981). Workers use appraisal support as forms of data when evaluating themselves
(House, 1981, p. 25).

According to House (1981), social supports have an effect on workers’ job
satisfaction, which led House to call for an increase in social supports. He stated that, the
giving and receiving of social support must become a standard characteristic of the
organization. Also, he discussed how simply asking leaders to be more helpful is not
enough. They may need to be trained in the four aspects of social support (House, 1981).
House’s theory of principal support provides a building block to determine the
ramifications school leaders have on employees (teachers) and their job satisfaction.
Littrell et al.

In 1994, Littrell, Billingsley, and Cross utilized Houses’ four dimensions of
support to identify teachers’ perceptions of principal support. Also, they investigated the
effects of perceived principal support on the mental and physical health of teachers,
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satisfaction, dedication to their school, and the desire to continue teaching (Littrell,
Billingsley, & Cross, 1994). This research conducted by Littrell et. al on the four
dimensions of support was used as a basis for this study. Furthermore, these researchers
cited that much of what is written about principal support is explained in comprehensive
terms. Through the understanding of the four dimensions of support, leaders would be
able to determine how to support teachers and increase job satisfaction (Littrell,
Billingsley, & Cross, 1994).

To understand the importance of the behaviors of support for this study, the
adapted definition for “principal supports” are as follows (Littrell et al., 1994):

1. Emotional Support — School leadership express to teachers that they are valuable,
trusted, and important by open communication, expressions of appreciation, and
considering their ideas while taking interest in how they are teaching.

2. Instrumental Support — School leadership expresses instrumental support by
helping teachers with managerial tasks and non-teaching tasks, such as classroom
materials, space, and other resources they may need.

3. Informational Support — School leadership expresses informational support by
sharing important and useful informational with teachers that will lead to
improvements in the classroom. For example, school leaders could provide
teachers will opportunities to attend work-shops, professional developments, and
others useful seminars. Furthermore, school leaders offer suggestions to improve
their teaching practice.

4. Appraisal Support — As instructional leaders, school leaders will provide
constructive feedback, throughout the year.
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To determine how these principal supports affected teacher job satisfaction, the
researchers used a questionnaire containing forty principal support items along the four
dimensions (Littrell, Billingsley, & Cross, 1994). The researchers asked the teachers to
describe the importance of each support. According to the results of the study, emotional
support was reported as the most important form of support. The second most important
support was appraisal support with instrumental and then informational following. The
researchers discussed how principal support effects teachers’ stress, job satisfaction,
school commitment, health, and retention. First, the researchers concluded that principal
support likely decreases stress and burnout (Littrell, Billingsley, & Cross, 1994). Second,
they concluded that principal support is likely to have a productive effect on the
dedication of the teacher, job satisfaction, and desire to return (Littrell, Billingsley, &
Cross, 1994). Last, they evaluated how an educator’s health may be affected by non-
supportive behavior on the part of the principal (Littrell, Billingsley, & Cross, 1994).

Furthermore, many of the general educators and special educators in the study felt
that the support being provided by their principals was not helpful (Littrell, Billingsley, &
Cross, 1994). Although the study conducted by Littrell et.al was used as a basis for this
study, the results may not be representative of first-year teacher job satisfactions and their
relationship to principal support. (Littrell, Billingsley, & Cross, 1994) has allowed
researchers to take what House theorized and apply it to principals perceived effect on
first-year teachers.

Professional Standards for Educational Leaders (2015)
A set of professional standards was developed in 1996 (ISLLC) to promote

student success. These standards were developed to increase leader’s knowledge of what
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it takes to be a successful leader. A component of these standards addresses what
supports faculty and staff need from the leadership at their school. A total of eleven
standards were written to provide guidance for administrators across the country.
Standard 6 states that an educational leader promotes a professional culture for teacher
and staff. Standard 8 states that an educational leader promotes effective management of
the school, and standard 11 states than an educational leader promotes continuous school
improvement. These standards are meant to provide guidance to leaders as they provide
support to school employees. For first-year teachers, this support can be what determines
how successful they are as educators.
Teacher Job Satisfaction

Teacher job satisfaction has been known to be linked to teacher attrition. Each
year teachers left the profession for a wide variety of reasons. Twenty percent of these
teachers chose to leave because they wanted to investigate other professions, they wanted
higher pay, they were dissatisfied with their job, or a combination of all these (Perie &
Baker, 1997). In an article written by Kicker and Loadman (1998), the researchers
discussed how teacher job satisfaction had been widely researched. Using a collection of
1,175 articles, they identified twelve variables correlated to teacher job satisfaction. The

twelve variables were as follows:
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Table 2 Teacher Job Satisfaction Variables

Variables

Salary (Compensation) Interaction (Leadership Style)

Table 2 (continued).

Interaction with students Class size

School Climate Professional achievement
Age (Years of Experience) Self-motivation

Principal Support Self-evaluation
Level/Types of School Professional Development
Gender Principal Support

Various other studies have been conducted to determine if certain factors had an
influence on teacher job satisfaction. In each of these research studies a definition of job
satisfaction was developed or taken from a previous study. Many researchers utilized the
definition composed by Edwin Locke in 1976. Locke (1976) stated that job satisfaction
results from the constructive feedback of one’s job, leading to a pleasing emotional state.
The positive emotional state defined by Locke has been investigated by various
researchers throughout the past few decades.

The National Center of Education Statistics stated that both extrinsic and intrinsic
factors influence teacher job satisfaction (Perie & Baker, 1997). These factors have been
examined to explore what effect(s) they have on teacher job satisfaction including
leadership style, grade-level, subject taught, age of teacher, gender of teacher, number of

years taught, and principal support.
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Teacher job satisfaction can be dependent on many factors. These factors vary on
how much or little effect they have on satisfaction. Also, a decrease or increase in job
satisfaction could be due to a collection of these factors. The factors included in this
study were compensation class size, school climate, leadership style, level/type of school,
years of experience, and principal support.

Compensation, Class Size, and Climate

The topic of teacher compensation is vital when looking to determine teacher job
satisfaction. A limited number of studies have been associated with determining this
relationship.

In a study conducted in 2008, the researchers determined that as teacher
compensation went up, teacher job satisfaction also went up (Zhang, Verstegen, & Kim,
2008). Also, other factors such as gender, age, and teaching experience had little to no
effect in altering how compensation effected job satisfaction (Zhang, Verstegen, & Kim,
2008).

However, a research study conducted by Perie and Baker (1997) showed a weak
relationship between teacher satisfaction and salary/benefits. The researchers did clarify
stating that while salary is important to teachers, it is not the most important variable
when discussing job satisfaction.

Class size has also been determined to be an important factor when discussing
variables of teacher job satisfaction. Researchers have conducted studies to determine the
effects class size has on student learning and success, yet the effect class size has on
teacher job satisfaction has not been studied as in depth. In a study conducted by Price
and Terry (2008), the researchers hypothesized that teachers with smaller class sizes
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would have greater levels of job satisfaction. This mixed methods study determined in
focus groups that class size was a determining factor in increasing or decreasing teacher
job satisfaction. Furthermore, Taiwo and Ogunlade (2020) conducted a study to
determine teacher job satisfaction in a secondary school. The researchers determined that
along with other variables, class size influenced teacher job satisfaction.

School climate has been shown to be a predictor determining the success of a
school and teacher job satisfaction. According to Aldridge, J. and Fraser, B., 2016,
School Climate encompasses the quality of life, including the expectations and values, a
school expects from all stakeholders. Developing a school climate is important to the
achievement of a school. Developing school climate includes the principal being
approachable and supportive, which contributes to teacher job satisfaction (Aldridge &
Fraser, 2016).

Bogler (2001) stated that factors that contribute to dissatisfaction include the
working conditions, organizational supervision, and mutual relationships (Polatcan &
Cansoy, 2019). According to a recent study conducted by Polatcan and Cansoy (2019),
certain characteristics contributed to teacher job satisfaction. These characteristics were
ensuring that teachers and leadership worked together, through communication and
simply interacting with each other, which directly affected school climate. Thus,
improving school climate would in turn increase teacher job satisfaction.

Gender

Another factor associated with teacher job satisfaction in various research studies
was the gender of the teacher (Singh & Kumar, 2016; Shaukat, Vishnumolakala &
Bustami, 2019; Sak, 2018). According to Sak (2018), male teachers reported lower job

22



satisfaction. However, the researcher did discuss the results could be a combination of
multiple factors associated with the study. The results of this study were consistent with
the results for Vishnumolakala and Bustami, (2019). The researchers reported there was a
significant difference associated with males having greater levels of job satisfaction. On
the other hand, often studies report there was not a significant difference between
participants of either gender. For example, Singh and Kumar, (2016) reported job
satisfaction was not dependent on gender of the teacher. Furthermore, according to Perie
and Baker, (1997), female teachers have a higher degree of job satisfaction than males
teachers. According to this data set, a greater number of females are in the high
satisfaction category while a greater number of males are in the low satisfaction category.
Level/Type of School

Grade-level and school sector has been used as a variable in research studies
investigating teacher job satisfaction. Studies have examined whether there was an effect
on teacher job satisfaction across school types: elementary, middle, and high schools and
school sectors: public and private. According to multiple studies (Landers, Alter, &
Servilio, 2008; Morgan & O’Leary, 2004), there were no significant difference among
teachers’ job satisfaction at different school types. This conclusion is consistent with
most studies that used demographics as a variable in determining teacher job satisfaction.
However, in a study by the U.S. Department of Education, private school teachers report
being more content than public school teachers, and elementary school teachers report
being more content than secondary school teachers (Perie & Baker, 1997)

Years of Experience
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According to the research study by the U.S. Department of Education, as years of
experience increase, teacher job satisfaction decreases. Klassen and Chiu, (2010) stated
teachers in the middle and later years of their careers have challenges that influence their
satisfaction. These challenges could include changes in leadership, curriculum, and
increased roles and responsibilities. However, a study conducted by Klecker (1998)
stated that only one difference was found by years of teaching experience. Her study
determined that teacher with twenty-six years or more teaching experience rated their
satisfaction lower than the other groups represented in this study. Although years of
teaching experience could possibly be related to teacher job satisfaction, Klecker stated
that planning teams should look more into the lower-rated aspects of her study including
salary, autonomy, and working conditions to address teacher job satisfaction.

Furthermore, a study conducted by Bolin (1996), showed that as years of
experience increased, teacher job satisfaction increased. Yet certain factors had been
associated with this increase in job satisfaction as teaching experience increases such as
increased salary, tenure, nearness to retirement, and simply being “better” at their jobs
(classroom management, teaching effectiveness, etc.). Lastly, according to Perie and
Baker, (1997), the number of respondents in the high satisfaction category decreased
when years of experience rose. Meanwhile, the number of respondents in the low
satisfaction category increased as years of experience rose.

Leadership Style

A significant amount of research concerning teacher job satisfaction has included
leadership style as a variable affecting the level of teacher job satisfaction (Baptiste,
2019; Bogler, 2001; Shaw & Newton, 2014). In 2019, Baptiste discussed how school
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leaders and their behaviors had a large effect on the experiences and performance of their
teachers. Also, leaders must recognize what factors are important to their faculty and
develop strategies to improve teacher job satisfaction (Baptiste, 2019).

Moreover, Bogler (2001) developed a study to determine teacher job satisfaction
and how different leadership styles (transformational and autocratic) effected it. Bogler’s
findings demonstrated that there was a positive relationship between the use of
transformational leadership and teacher job satisfaction. Also, the researcher called for
future studies to investigate the theory of teacher job satisfaction.

Furthermore, Shaw and Newton (2014) discussed the effects of servant
leadership on teacher job satisfaction. Their results showed a significant positive
correlation between teachers’ perception of their principals’ level of servant leadership
and teacher job satisfaction. Also, the researchers discussed the importance of developing
better relationships with teachers. Principals could create better relationships with
teachers through encouragement, support, and development (Shaw & Newton, 2014).
Principal Support

Principal support should also be a variable when determining the level of teacher
job satisfaction. According to Littrell, Billingsley, and Cross (1994), the commitment of
teachers, willingness to stay at the school, and job satisfaction is effected by principal
support. Several articles associate principal support with teacher job satisfaction (Brown
& Wynn, 2009; Olsen & Huang, 2019; & Bressler, 2012). By focusing on House (1976)
and Littrell et al. (1994), there is a basis for most of the studies on how principal support

influences teacher job satisfaction. Many researchers developed studies based on the four
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dimensions of support developed by House and directed to K-12 principals by Littrell et
al (1994).

Table 3 Dimensions of Principal Support

Factors
Emotional Instrumental
Informational Appraisal

Each of these supports affects teachers’ job satisfaction in various ways.

Emotional support was defined school leadership expressing to teachers that they
are valuable, trusted, and important by open communication, expressions of appreciation,
and considering their ideas while taking interest in how they are teaching. (Littrell,
Billingsley, & Cross, 1994). Emotional support is provided when administrators give
teachers the opportunity to share their ideas with the group, as valued stakeholders.
(Bressler, 2012). Providing these teachers with this kind of relationship, provides the
opportunity for teachers and administrators to build a trusting relationship. According to
Leithwood et al., (2006) “These trusting relationships allow principals to improve
teaching and learning indirectly and most powerfully through their influence on staff
motivation, commitment, and working conditions" (p.3).

Additionally, Leithwood et al. (2006) supported the claim that emotional support
influences teacher job satisfaction. The researchers discussed a recent four-year mixed-
methods national study. The study focused on the work, lives, and effectiveness of

teachers in English schools that confirmed the impact leaders have on teachers’
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commitment to the school, resilience and effectiveness, and the the idea that leadership
understands the benefits of emotional support.(Day et. al, 2006).

Instrumental support is apparent when a principal directly helps teachers with
work-related tasks. These tasks may include materials, classroom resources, classroom
space, enough time to prepare, and non-teaching concerns. (Littrell, Billingsley, & Cross,
1994). Instrumental support may look different for teachers across the discipline. Some
teachers’ ideas of instrumental support will include having the necessary materials and
space, while others may view other managerial type concerns as most important to their
growth and success as teachers.

A lack of instrumental support has been reported to overwhelm teachers.
According to Emma Garcia of the Economic Policy Institute (2019), nine out of ten
teachers have spent their own money to purchase classroom supplies, knowing they will
not be reimbursed for what they spent. An average of $459 per teacher is spent on school
supplies for their classroom each year. Although many teachers will do what it takes to
provide for their students, teachers spending their own money may have a negative
impact on their perception of teaching as a profession, and whether or not they will
continue to teach. (Garcia, 2019).

Informational support is defined school leadership expressing informational
support by sharing important and useful informational with teachers that will lead to
improvements in the classroom. For example, school leaders could provide teachers will
opportunities to attend work-shops, professional developments, and others useful
seminars. Furthermore, school leaders offer suggestions to improve their teaching
practice. (Littrell, Billingsley, & Cross, 1994). Providing teachers with training
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opportunities and professional development based on their teaching areas revealed higher
teacher job satisfaction (Silva, Amante, & Morgado, 2017).

Recent studies such as Baker, (2010) and Jehanzeb and Bashir, (2013) have
demonstrated positive correlation between professional development and job satisfaction
(Els, 2017). However, in the research conducted by Els (2017), after attending
professional developments, stated that they were neither satisfied nor dissatisfied.

Appraisal support is when school leaders provide constructive feedback
throughout the year. Also, school leaders provide teachers with training on what effective
teaching looks like, and go over clear guidelines regarding what they are supposed to do.
(Littrell, Billingsley, & Cross, 1994). Providing effective feedback to teachers is vital to
improving teachers, which will increase their job satisfaction (Balyer & Ozcan, 2020).
However, according to Balyer and Ozcan (2020), principal feedback can cause anxiety
and stress in teachers, ultimately decreasing teacher job satisfaction.

First-Year

The first-year of teaching is a difficult and challenging year. According to the
Education Policy Institute (2019), “From the 2008—-2009 to 2015-2016 school years,
there was a 15.4 percent drop in the number of education degrees awarded and a 27.4
percent drop in the number of people who completed a teacher preparation program.”
This drop in first-year teachers is a concern when discussing K-12 education policy.
Effective principal support can determine teacher effectiveness and overall job
satisfaction. Womack-Wynne, Dees, Leech, LaPlant, Brockmeier, and Gibson (2011)
cited that providing these supports to first-year teachers would address the issues that
lead to a lower degree of job satisfaction. As mentioned previously, numerous studies
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have been developed to determine the relationship between years of experience, gender,
grade-level, and leadership style; however this study looked to bridge the gap pertaining
to first-year teachers and their relationship with principal support.

Administrative support is very important to the success of first-year teachers.
(Womack-Wynne et. al, 2011). The relationship between first-year teachers and principal
support could potentially improve by increasing first-year teacher job satisfaction and
teacher attrition. Womack-Wynne et al. stated that an examination of first-year teachers’
relationship with principal supports would be beneficial in understanding the best
approach to instruct first-year teachers and ensure retention.

Summary

Due to the considerable number of teachers exiting the teaching profession each
year, especially within the first five years, the topic of teacher job satisfaction is an
important subject for school leadership across the country. To determine the effectiveness
of certain variables on teacher job satisfaction, the federal government has implemented
various federal acts and initiatives with rewards tied to them for states who participate or
accomplish the requirements/goals set forth. A few of these federal acts and initiatives
include Elementary and Secondary Education Act, No Child Left Behind, Race To The
Top Initiative, and Every Student Succeeds Act. Several extrinsic and intrinsic variables
determine whether teacher job satisfaction increases or decreases. Over the past century,
several studies have been conducted to determine how leaders can apply these variables
to school settings.

Principal support has changed significantly over the past few decades. School,
district, and state leadership have begun to research how, and which variables of principal
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support create a positive environment for teachers, which in turn increases teacher job
satisfaction and hopefully student achievement. (Asif, Fahhra, Tahir, & Shabbir, 2016).
Teacher job satisfaction and its relationship with principal support has become
increasingly more important over the years. As more demands were put on principals
and teachers to increase student achievement, improvement of principal supports needed
to follow.

Many variables have been studied to determine their relationship and effect on
teacher job satisfaction. The list of variables includes compensation, class size, leadership
style, gender, level/type of school, years of experience, and principal support along with
other variables. The four principal supports, emotional, informational, instrumental, and
appraisal, developed by House (1981) and adapted by (Littrell, Billingsley, & Cross,
1994) (1994), were used during this study.

In addition, the first-year of teaching can be especially difficult for new teachers.
Teacher job satisfaction and principal support can have a direct impact on student
achievement and teacher retention. The typical first-year teacher, unlike the veteran
teachers, has not been trained to understand what expectations and responsibilities are
expected of them. (Ward, 2015). However, they have the same requirements as veteran
teachers, sometimes with little to no support. Although the demand for principal support
is needed for all teachers, this study investigated this gap and determined the relationship

between principal supports and first-year teacher job satisfaction.
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CHAPTER Il - METHODOLOGY
The purpose of this study was to assess the relationship between the dimensions
of principal supports and first-year teacher job satisfaction. The study collected data
through the use of a questionnaire developed by previous researchers.

First-year teachers from multiple school districts throughout Mississippi were
asked to participate in the study voluntarily. The questionnaires were collected during the
summer semester of the 2020-2021 school year. The data were analyzed by means of
SPSS to address the following research questions:

Research Questions
1. What is the reported importance of each dimension of support (emotional,
instrumental, informational, & appraisal)?
2. To what extent is the importance of each dimension of support related to first-year
teacher job satisfaction?
Research Design
The researcher used a quantitative correlational research design to analyze the
data collected. This research design was appropriate because the researcher was seeking
to determine the relationship between different variables (principal support & job
satisfaction among 1% year teachers). Lappe (2000) stated, “The aim of correlational
research is to describe the relationship among variables rather than to infer cause and
effect relationships.” (p.81). The independent variables in this study included four types
of principal support (appraisal, emotional, instrumental, and informational) and other

demographic factors (gender, grade-level, etc.). Furthermore, the dependent variable for
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this research study was first-year teacher job satisfaction. The researcher used Cronbach’s
alpha to determine the internal consistency of the variables.
Procedures

Once the project was approved by The University of Southern Mississippi
Institutional Review Board and the dissertation committee, the researcher obtained
permission from multiple superintendents to contact first-year teachers in their districts.
The researcher contacted superintendents by email or phone, depending on the
information presented on district websites.

Once permission was granted, the researcher sent a mass email out to each school
district’s first-year teachers. In some cases, the superintendent forwarded the email. To
accomplish this task, the researcher needed help from the district office to identify first-
year teachers, however no identifying information, such as name, school, or email, was
collected by the researcher. The potential participants were emailed an explanation of the
study. This email included an invitation for them to participate with instructions for
participation along with the statement of informed consent. To ensure that the statement
of informed consent was read, the potential participant was directed to the informed
consent letter before given access to the questionnaire. The participants remained
anonymous and unidentifiable other than demographic information such as gender, age,
grade-level, etc. Also, the informed consent letter contained a statement explaining that
no identifiable data would be collected such as name, email, phone number, etc. The
results collected throughout this study were reported collectively, as opposed to

individually, so individual schools and participants would also not be identifiable. The
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questionnaire was accessible by the Qualtrics hyperlink attached to the email and only
accessible at various locations with access to the internet.

The responses were collected using Qualtrics for the analytics portion of the
research study. Although the questionnaire was designed to be completed in fifteen to
twenty minutes, it was made available for four weeks. The time taken to complete the
questionnaire depended on the individuals understanding of the process of completing the
questionnaire. Subsequent to the four weeks of availability, participation was closed, and
the data was analyzed thru SPSS. The data, both on Qualtrics and the researcher’s
computer were kept confidential, as each source was password protected.

The data will be stored in the aforementioned platforms for three years. Lastly,
the data analysis was shared with the superintendents of each of the participating school
districts subject to their request.

Participants

The research study ultimately targeted first-year K-12 teachers throughout the
State of Mississippi. The researcher requested permission to distribute the questionnaires
from district superintendents using the districts email platforms. The participants were
provided with an introduction email and hyperlink to the questionnaire. By clicking on
the hyperlink, the participant consented to taking the questionnaire. However, the
introduction email explained that the questionnaire was to be completed voluntarily and
could be discontinued at any time without fear of penalty. The researcher used
convenience sampling as a means of collecting data. A representativeness of the
population is an important characteristic of simple random sampling (Sharma, 2017). The
participants were located across multiple school districts in central Mississippi. However,
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the researcher used the sample as a representative of the population of all first-year
teachers in public schools across the state of Mississippi.

Many characteristics made the participants eligible to participate, including
teaching status, number of years teaching, gender, grade-level, and their willingness to
participate. Characteristics that made them ineligible is the unwillingness to participate
and being a non-first-year teacher. With a population of just above 32,000 public school
teachers in Mississippi, 4.7 % are first-year teachers according to an article published by
Economic Policy Institute, 2019. With a population size of 1750 first-year teachers, a
sample size of 316 first-year teachers was effective in generalizing the findings of the
study. Before the collection of any data, participation was requested by contacting the
superintendents of the school district where potential participants are under contract.

Table 4 Demographics

Frequency Percentage

Age

18-24 years old 25 51

25-34 years old 18 36.7

35-44 years old 6 12.2
Ethnicities

White 34 69.4

African American 14 28.6

Asian American 1 2.0
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Table 4 (continued).
Gender
Male 22 44.9

Female 47 55.1

Instrumentation

The instrument used in this study was titled Principal Support Scale. The
Principal Support Scale was created by Michael F. Dipaola and published by Information
Age Publishing in Contemporary Challenges Confronting School Leaders. The
questionnaire consists of sixteen questions. To analyze the participants, the researcher
incorporated a demographic section. The instrument was later adapted by P. C. Littrell,
from House’s four dimensions of administrative support theory (Dipaola, 2012).

The original instrument consisted of forty items, ten items to address each
principal support (instrumental, appraisal, informational, emotional). Both versions of the
Principal Support Scale were field tested. The reliability of the measures of each
dimension of support, for the updated sixteen questions questionnaire, was high:
Cronbach’s Alpha was .94 for emotional support, .93 for appraisal support, .88 for
instrumental support, and .87 for informational support (Dipaola, 2012).

A six-point scale was used for this survey with anchors from 1 (strongly disagree)
to 6 (strongly agree). According to Dipaola (2012), two school dimensions, expressive
support and instrumental support, contain the four aspects of the social support of the

principal.
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Table 5 A Two-Factor Varimax Solution for the 16-item PSS

Factor | Factor 11
Emotional Items
Gives me a sense of importance .822
that | make a difference.
Supports my decisions. .825

Trusts my judgement in making .694
classroom decisions.

Shows confidence in my actions. 735
Professional Items

Gives me undivided attention 74
when | am talking

Is honest and straightforward .848
with the staff.
Provides opportunities for me .700

to grow professionally.

Encourages professional growth. .893

Instrumental Support

Provides adequate planning time. 811

Provides time for various .809
nonteaching responsibilities.

Provides extra assistance when .720
| become overloaded.

Equally distributes resources .683
and unpopular chores.
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Table 5 (continued).

Appraisal Items

Provides data for me to reflect on .652
following classroom observations.
Provides frequent feedback about 735
my performance.
Helps me evaluate my needs. 755
Provides suggestions for me 574
to improve instruction
Eigenvalue 11.3 1.47
Cumulative Variance 70.7 79.9
Alpha Coefficient of Reliability .954 .955

The researcher used the questionnaire to address the previously mentioned
research questions. Each of the sixteen items were used to determine the importance of
each dimension of support (Research Question 1). Also, all sixteen items were used to
determine what extent each dimension of support was related to first-year teacher job
satisfaction (Research Question 2). To address the research question more effectively, the
researcher added two questions (1B and 1C), following each of the sixteen original
questions (1A). The first question (1B) was: indicate the importance of receiving this
support as a first-year teacher. The second question (1C) was: indicate the degree of job
satisfaction this support provides. Dipaola (2012), stated that principals are an integral

part of schools, and their roles are an important part of effective schools. (Bossert, 1988l
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Edmonds, 1979, Purkey & Smith, 1983; Stedman, 1987). This questionnaire enabled us
to ascertain the role of principal support for first-year teachers.

After adding question 1B and 1C to the instrument, the researcher completed a
pilot study to demonstrate validity and reliability of the instrument. Fifteen first-year
teachers were sent the questionnaire to pilot the instrument. “Samples with Ns between
ten and thirty have many practical advantages including simplicity, easy calculation, and
the ability to test hypotheses, yet overlook weak treatment effects (Isaac & Michael,
1995).

The researcher also used the Minnesota Satisfaction Questionnaire (Dawis,
England, Lofquist, and Weiss, 1967) to determine job satisfaction among the first-year
teachers who responded to this survey. The questionnaire consisted of nineteen items
using a five-point Likert Scale (1-Very Dissatisfied to 6-Very Satisfied). Raw scores
were then converted to percentile scores. A percentile score of 75 or higher was
represented by a high degree of job satisfaction while a percentile score of 25 and below
represented a low degree of job satisfaction. The percentile scores in the range of 26-74
represented an average degree of job satisfaction.

The reliability of the instrument was then determined by Cronbach’s Alpha. The
scale responses resulted in a Cronbach’s Alpha coefficient of 0.785, which indicated an
admissible level of internal consistency. Furthermore, all VIF values were between 1 and
5 indicating moderate correlation between the predictor variables. Also, the plot of
standardized residuals versus predicted values shows that points were equally distributed
across all values of the independent variables. After running the descriptives, the variable
job satisfaction showed a skewness of -1.126 and a kurtosis of 3.622. Also, the variable
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emotional improves job satisfaction had a skewness of -1.982 and a kurtosis of 6.179.
However, these statistics could be due to the sample size (N=49). It was determined that
this independent variables relationship was linearly dependent.
Data Analysis
The IBM software platform SPSS was used to collect and analyze the data
collected from the questionnaires sent out to the first-year teachers. The researcher used
descriptive statistics during the data analysis including frequency (to determine frequency
of responses), mean (to determine central tendency), standard deviations (to determine
variation), and percentile ranks (to determine position of supports). One-Way ANOVA
test and t-tests were used to assess the data collected. An alpha level of .05 was used to
support and/or reject the hypotheses. The research questions developed prior to the
collection of data were:
1. What is the reported importance of each dimension of support (instrumental,
emotional, informational, & appraisal)?
2. To what extent is the importance of each dimension of support related to first-year

teacher job satisfaction?
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CHAPTER IV — RESEARCH RESULTS

The purpose of this research study was to determine the relationship between
first-year teacher job satisfaction and principal support. Specifically, the focus was the
correlation between the respondents’ job satisfaction and each of the four principal
supports. An online questionnaire was sent to first-year teachers throughout Mississippi.
This questionnaire included the principal support scale, Minnesota Satisfaction
Questionnaire, and other demographic questions. Forty-nine respondents from nine
school districts participated in the research study.

Description of Sample

The first five questions in the research study collected data on the demographic
information of the respondents. A total of seventy-six teachers responded to the survey.
However, only forty-nine of the respondents were first-year teachers. The data from
respondents who were not first-year teachers were deleted. Of the forty-nine responses,
twenty-two (45%) of the respondents were male and twenty-seven (55%) of the
respondents were female. Fourteen (29%) of the respondents were African American, one
(2%) Asian, and thirty-four (69%) of the respondents were white.

Furthermore, question three of the research instrument included the ages of the
respondents. Of the forty-nine respondents, twenty-five (51%) were in the age range 18-
24, eighteen (37%) were in the age range of 25-34, and sic (12%) were in the age range
of 35-44. The final question concerning demographics was the format(s) their school
used during the 2020-2021 school year. twelve (24%) of the respondents stated that their

school used only the traditional format, one (.02%) stated that their school used virtual,

40



and six (.06%) responded with hybrid. The other thirty-three (67%) used a combination
of traditional (3), hybrid (1), and virtual (2).

Table 6 School Format

Cumulative
Frequency Percent Valid Percent Percent
Valid 1 3 6.1 6.1 6.1
1,2 2 4.1 4.1 10.2
1,2,3 15 30.6 30.6 40.8
1,3 13 26.5 26.5 67.3
2 1 2.0 2.0 69.4
2,3 3 6.1 6.1 75.5
3 12 24.5 24.5 100

Total 49 100 100

Note. 1=hybrid, 2=virtual, 3=traditional
Principal Support
The second section of this study focused on the respondent’s report of supportive
behaviors given by their principals, using the Principal Support Scale. Cronbach ’s alpha
coefficient for the questions in this section was .90. The next section of this study
concentrated on the importance the first-year teacher placed on each of the supportive
behaviors. Cronbach ’s alpha coefficient for the questions in this section was .925. The
fourth section of this study included the belief that the respondent had on whether the
supportive behaviors improved job satisfaction. Cronbach ’s alpha coefficient for the
questions in this section was .908. The final section concentrated on overall job
satisfaction of the respondent, using the Minnesota Satisfaction Questionnaire.
Descriptive statistics address the means of each of the principal supports. The

researcher utilized a Likert scale to determine whether nor not the first-year teachers
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agree or disagree with each statement from the Principal Support Scale. A six-point scale

was used for this survey with anchors from 1 (strongly disagree) to 6 (strongly agree).

Table 7 Variable Means

N Mean Standard

Deviation
Emotional Support 49 4.73 769
Informational Support 49 4.58 .806
Instrumental Support 49 4.19 .885
Appraisal Support 49 4.17 1.15
Job Satisfaction 49 3.85 .393

Concerning Appraisal Support, the mean for the forty-nine participants was 4.17,

with a standard deviation of 1.15. Regarding Instrumental Support, the mean for the

forty-nine participants was 4.19, with a standard deviation. of .885. According to these

results, the collection of respondents slightly agreed with the statements that concerned

Instrumental Support. Considering Informational Support, the mean for the forty-nine

participants was 4.58, with a standard deviation. of .806. According to these results, the

collection of respondents slightly agreed with the statements that concerned

Informational Support. Observing Emotional Support, the mean for the forty-nine

participants was 4.73, with a standard deviation. of .769. According to these results, the

collection of respondents slightly agreed with the statements that concerned Emotional

Support.

Importance of Support
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Furthermore, Cronbach’s Alpha was run for each subscale (appraisal improves
job satisfaction, informational improves job satisfaction, instrumental improves job
satisfaction, and emotional improves job satisfaction) to determine if Cronbach’s Alpha
would show a significant increase if a certain item was deleted. By deleting item 203 12,
Cronbach’s Alpha increased to .904 from .888. No other items showed a significant
increase to Cronbach’s Alpha when deleted.

A multiple linear regression, developed using SPSS, was utilized to predict the
relationship between importance of all four dimensions of support (informational,
emotional, instrumental, and appraisal) and first-year teacher job satisfaction. A
significant regression equation was found (F=1.441, p=.05, with an R2 of .116) with
several statistically significant predictor variables associated with job satisfaction. The
largest positive correlation with first-year teacher job satisfaction is appraisal support
(.297). informational support (.293), instrumental support (.274), emotional support
(.214). follow up closely as a positive correlation. There are no significant differences in
first-year teacher job satisfaction when receiving emotional support (p=.070). However,
there are significant differences for informational support (.020), instrumental support
(.028), and appraisal support (.019).

Satisfaction

Moreover, means, percentiles, standards deviations were calculated to quantify
first-year teachers overall job satisfaction. The researcher used an agreement Scale to
determine how dissatisfied or satisfied the respondents were with their job. A horizontal

numeric scale was used for this survey with anchors from 1 (very dissatisfied) to 6 (very
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satisfied). The averages were calculated for each question, as well as a whole, with the
overall average being 3.85.

All but seven of the nineteen job satisfaction questions had a mean between 3.0-
3.99, which means the respondents were neither satisfied nor dissatisfied. The other
seven questions had a mean between 4.0-4.99, which shows that they were satisfied with
the statements about job satisfaction.

Table 8 Job Satisfaction ltems

Mean Std. Deviation

Keeping busy all the time 49 3.63 .809
The chance to work alone 49 3.61 909
The chance to do different 49 3.82 127
things

The chance to be somebody in 49 4.06 556

the community

The chance to use my methods 49 4.08 672
of student engagement

The way my coworkers get 49 3.86 .866
along with each other

Encouragement from 49 3.65 879
administration

The feeling of accomplishment 49 4.18 .667
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Table 8 (continued).

The competence of my 49 3.92 .838
supervisor in making decisions

Doing things that don't go 49 4.10 .895

against my conscience

Leadership opportunities 49 3.73 811
Use my strengths/abilities 49 3.92 702
The way company policies are 49 3.53 844

put into practice

Compensation versus workload 49 3.16 1.143
Chances for advancement 49 3.71 842
The freedom to use my own 49 4.10 621
judgement

The working conditions 49 408 702
Valid N (listwise) 49

Moreover, according to Weiss et. al, (1967), percentiles scores are most
appropriate when interpreting the MSQ. According to Table 8, 75% of the respondents
had a mean of 3.61, this means 75% of respondents responded as neither satisfied nor
dissatisfied, satisfied, or very satisfied. Also, 25% of the respondents responded satisfied

or very satisfied with their current jobs as first-year teachers.
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Table 9 Job Satisfaction

n Valid 49
Missing 0
Std. Deviation .393
Percentiles 25 3.61
50 3.89
75 4.11

Research Questions

Research question 1

Among 1% year teachers, what is the reported importance of each dimension of
support (appraisal, instrumental, informational, emotional)? The researcher used a Six-
point Likert Scale to collect data from the respondents. A six-point scale was used for this
survey with anchors from 1 (not at all important) to 6 (extremely important). Means were
calculated to determine the reported importance of each dimension of principals’ support.
Each dimension of support fell into the range of 4.00-4.99, which highlights that the each
of the supportive behaviors is Moderately Important to the respondents. Furthermore, as
seen in table, Emotional Behavior has the highest level of importance with a mean of
4.9609. This level of importance is approaching Very Important on the scale. The lowest
level of importance for the respondents was Appraisal Behavior at 4.31, approaching

slightly important on the Likert Scale.
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Table 10 Principal Support(s): Importance

N Mean Std. Deviation
Emotional Behavior 49 4.96 795
Informational Behavior 49 4.72 .693
Instrumental Behavior 49 4.21 999
Appraisal Behavior 49 431 981
Valid N (listwise) 49

Research question 2

To what extent is the importance of each dimension of support related to first-year
teacher job satisfaction? A six-point scale was used for this survey with anchors from 1
(strongly disagree) to 6 (strongly agree). Means were calculated to determine to what
extent the respondent believes that each support improves job satisfaction. Three
dimensions of support fell into the range of 4.00-4.99 (emotional, instrumental, and
appraisal), which highlights that the respondents slightly agree that each of these three
supportive behaviors improves job satisfaction. Furthermore, instrumental support has the
highest level of importance with a mean of 5.15. This level of importance is approaching
moderately agree on the scale. The lowest level of importance for the respondents was
emotional support at 4.65. A multiple linear regression was used to predict the
relationship between importance of each dimension of support (appraisal, informational,
instrumental, and emotional) and first-year teacher job satisfaction. A significant

regression model was not found (F=1.138, p=.05, with a significance of .352). Due to the
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p value (p=.352) being greater that .05, the researcher has determined that it is not
statistically significant and indicates strong evidence for the null hypotheses. Therefore,

the researcher was unable to provide evidence that the effect exists.
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CHAPTER V - DISCUSSION
Summary

In 1994, Littrell et al. reported that there was a relationship of significance
between teacher job satisfaction and principal support. Moreover, Race to the Top was an
initiative authorized by President Barack Obama in 2009. An area of concern that Race to
the Top looked to address was support for teachers (Race To The Top, n.d.). In 2015,
President Obama reauthorized ESSA. ESSA was operational in during the 2018-2018
school year. Title 11, Part A of ESSA, focused on improving teacher and principal quality.
This included preparing and meeting qualification standards for first- teachers. Also,
professional development, retention, and recruitment were important topics of
consideration. (Improving Teacher and Principal Quality, n.d.).

The research study was a quantitative study to assess the relationship between the
dimensions of principal support (instrumental, informational, appraisal, and emotional)
and first-year teacher job satisfaction. However, this study was unable to find a
relationship between teacher job satisfaction and principal support, as it relates to first-
year teachers. The researcher used the Principal Support Scale developed by Littrell and
Billingsley, 1994 and was later modified by Dipaola, 2012.

The researcher also used the Minnesota Satisfaction Questionnaire (developed in
1997) to determine job satisfaction for the first-year teachers. Using the Minnesota
Satisfaction Questionnaire and the Principal Support Scale, the researcher developed an
online questionnaire from the first-year teachers. The researcher received permission
from multiple school districts superintendents to collect responses from their first-year
teachers. Once permission was received, the superintendents distributed the participant
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letters to the principals in their district, with the questionnaire link attached. Then, the
principals distributed the link to the questionnaire to their first-year teachers.

The questionnaire consisted of seventy-four items. The first section of the
questionnaire collected basic demographic data on gender, age, years of experience,
ethnicity, and school format (traditional, hybrid, virtual). The average respondent was a
white female in the twenty-five to thirty-four age range. Also, most respondents indicated
they had a mixture of school formats (traditional, hybrid, and virtual) their first school
year.

The second section consisted of the principal support scale. The next two sections
collected data on the importance of the dimensions of principal support and whether they
affect job satisfaction of first-year teachers. The final section collected information on the
job satisfaction of first-year teachers using the Minnesota Satisfaction Questionnaire.

The researcher utilized a convenience sampling method to gather participants for
this study. The participants were first-year teachers from multiple school districts. Once
the questionnaires were distributed, a total of seventy-two questionnaires were
completed. A total of forty-nine responses were analyzed due to incomplete responses
and others not falling into the parameters of the study.

Conclusions and Discussion

The research study tested two hypotheses on the relationship between first-year
teacher job satisfaction and principal supports. These hypotheses include the difference in
support levels for each dimension of principal support and whether or not there is a

relationship between each dimension of support and first-year teacher job satisfaction.
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Hypothesis |

Hypothesis I suggested that there is a significant difference in support levels for
each dimension of principal support. The results of the research revealed that there is not
a significant difference between each dimension of principal support. Each dimension of
support fell into the range of 4.00-4.99, which highlights that the each of the supportive
behaviors is Moderately Important to the respondents. Furthermore, the difference
between Emotional Behavior Support (4.96) and Appraisal Behavior Support (4.31) is
substantial, warranting consideration. It appears first-year teachers may place a higher-
level of importance on validation from leaderships (emotional support), as opposed to
constructive feedback (appraisal support). Although there was not a significant difference
in the types of support reported by the respondent, this may indicate these supports are of
equal, but critical contributors to things other than job satisfaction, such as job
performance.
Hypothesis 11

Hypothesis Il suggested that there is a significant correlation between the
importance of each dimension of support and first-year teacher job satisfaction. The
results of the research showed that there are no significant relationships between first-
year teacher job satisfaction and the importance of receiving emotional support (p=.114),
Informational Support (p=.107), Instrumental Support (p=.282), and Appraisal Support
(p=.547). Despite learning that for this sample, there was no relationship between any of
the principal supports and teacher job satisfaction, it may be that other factors related to
the school leader contribute other than those measured in this study, such as job
expectations. The results of this survey are consistent with the research of Bressler, 2012.
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Limitations

Limitations in this study include the inability to know how many schools are
represented. First, participants in this student were limited to elementary, middle, and
high schools in the state of Mississippi. Also, several of the superintendents chose to
forward the participant letter to their principals. A possible reason for this may have been
to protect the identity of their principals and teachers. This decision makes it difficult to
know how many schools have a part in the research study.

Also, the more supportive administrators are more likely to distribute the
questionnaire as opposed to the administrators who offer little support to their first-year
teachers. Last the timeline of the questionnaire being sent out could be a possible
limitation. There is a possibility that distributing the questionnaire during the summer
could influence the responses. The size of the participant sample could also be considered
a limitation.

There are several barriers that could have limited the number of participants. The
small number of first-year teachers makes it difficult to reach these respondents. Also, as
a way of protecting first-year teachers many school districts may not allow access to this
population. Therefore, generalizing the results of this study as a representative of all first-
year teachers is limited. When analyzing the data, these limitations should be considered.

Recommendations for Policy or Practice

For many teachers, the first-year presents several problems and challenges. New
curriculum, student behavior, and parental support are a few that cause teachers to
reconsider whether they made a wise career choice. Also, principal support or lack of
principal support can determine the overall culture of the school. School districts could

52



continue to build upon the foundation of this study to monitor young teachers job
satisfactions as it relates to principal supports. Often, young teachers are left alone to
figure things out when a line of support is not available for them from curriculum
departments, administration, and other district support staff (Wynn, Carboni, and Patall,
2007).

Although the results found no relationship between principal supports and first-
year teacher job satisfaction, school districts may consider providing training for
principals in each of the principal support areas to increase their knowledge of what types
of support first-year teachers may need to be successful. According to the questionnaire,
the respondents indicated that dimensions of support were moderately important to them.
Also, these principals supports could have an effect on other variables such as veteran
teacher job satisfaction and teacher performance.

First, principals could learn techniques to support all teachers emotionally. A few
emotional supports include sharing their ideas, supporting them in difficult times, and
principals showing teachers that they are trusted professionals. Next, principals may
provide informational support. This includes providing teachers with information to
improve their teaching practices such as professional trainings and workshops.

Third, principals may need to understand how to provide instrumental support.
This incorporates principals providing more hands-on support such as with supplies,
adequate teaching space, and adequate planning time. Finally, principals may offer
appraisal support. This includes principals providing teachers with constructive feedback

and support

53



Recommendation for Future Research

In a time when 30-50% of teachers exit the profession within the first five years,
the researchers’ purpose for this study was to examine the relationship between first-year
teacher job satisfaction and principal support. A teacher’s relationship with principals can
be challenging even in a “successful” school. The relationship between teachers and
principals can be easily affected due to several reasons. The results of this research study
provide a foundation for researchers to collection information on the relationships
between first-year teachers and principals. Future research could include a qualitative
study to deepen the understanding of how principal supports affects first-year teacher job
satisfaction. Researchers could collect data from first-year teachers nationally. Another
recommendation for future research is how do the demographics of teachers correlate or
affect a teachers’ perception of principal support? Also, other external factors should be
examined to determine their relationship with teacher job satisfaction.

Likewise, further research, possibly from first-year teachers across the nation,
would provide researchers with information to confirm the findings of this study. This
would increase the sample size and could influence the results from these variables.
Furthermore, due to the covid-19 pandemic, it is a possibility that the information
received from the respondents was different than their peers from previous years.
Collecting responses from first-year teachers outside of pandemic year could provide
researchers with different results.

As indicated by the respondents of the questionnaire, each of the four dimensions
of principal support (informational, instrumental, appraisal, and emotional) was
moderately important to them. Although the researcher found no relationship between
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first-year teachers job satisfaction and principal supports, it is evident by the previous
statement that principal support is important to them. Furthermore, during this period of
education where “The teacher shortage is real, large and growing, and worse than we
thought” (Garcia and Weiss of the Economic Policy Institute, 2019), it is important to
continue to assess the needs of all teachers, so they may have the tools and support to

lead a successful classroom.
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APPENDIX B — PARTICIPANT CONSENT LETTER
Dear Prospective Survey Participant,

| am a doctoral student from The University of Southern Mississippi, and I am
conducting a research study as part of my doctoral degree requirements. My study is
entitled, The relationship between Principal Supports and First-year teacher job
satisfaction. The purpose of this study is to assess the relationship between the
dimensions of principal supports and first-year teacher job satisfaction.

By agreeing to participate in the study, you will be giving your consent for the
researcher to include your responses in his data analysis. Your participation in this
research study is strictly voluntary, and you may choose not to participate without fear of
penalty or any negative consequences. You will be able to withdraw from the survey at
any time and all survey responses will be deleted, including the informed consent
agreement.

An informed consent agreement will appear on the first screen page of the survey.
There will be no individually identifiable information, remarks, comments, or other
identification of you as an individual participant. The survey will last no more than 20
minutes. If you have any questions, please contact the researcher
at beau.hannah@usm.edu. This study has been approved by The University of Southern
Mississippi’s Institutional Review Board (#21-62).

If you decide to participate after reading this letter, you can access the survey from a link
at:

https://usmep.col.qualtrics.com/jfe/form/SV cTFSiSnWtKyM9OUx

Thank you for your time,

Beau Hannah
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APPENDIX C —-SUPERINTENDENT PERMISSION LETTER

Dear Superintendent,

| am currently enrolled as a doctoral student in the Educational Leadership
program at The University of Southern Mississippi. The goal of my dissertation research
IS to determine whether there is a relationship between Principal Supports and FIRST-
YEAR Teacher Job Satisfaction.

| am requesting permission to solicit voluntary responses for my study from the
teachers in your district. The study uses a survey that your teachers will complete by
anonymous online link. It is my intention for this study to benefit administrators and
superintendents by providing them valuable information about principal supports and
first-year teacher job satisfaction.

For your convenience, | have created a Google Form
(‘https://forms.gle/EnV8TKMCVRVpEaHk6 ) to be completed in order to grant
permission to survey the FIRST-YEAR teachers in your district. If you have questions
regarding this study, please contact me directly at (601) 668-0203 or email me
at beau.hannah@usm.edu. You may also contact the chairperson of my committee, Dr.
Kyna Shelley at The University of Southern Mississippi, at (601) 266-

5841 or at kyna.shelley@usm.edu. Thank you for your time and consideration.

Sincerely,

Beau Hannah

Doctoral Candidate

The University of Southern Mississippi
Department of Educational Leadership
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APPENDIX D — SURVEY INSTRUMENT

How many years of experience will you have at the end of the 2020-2021
school year?

0-1 O
2.5 O
6-10 O
11-15 O
16-20 O
21+ O

What gender do you identify as?

Male O
Female O
Prefer not to answer O
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What is your age?

Under 18 O
18-24 O
25-34 O
35-44 O
45-54 O
55 - 64 O
65+ O
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Please specify your ethnicity.

White

Black or African American

American Indian or Alaska Native

Asian

Native Hawaiian or Pacific Islander

Other

Please specify which format(s) your school used to educate students
during the 2020-2021 school year.

Hybrid J
virtual O
Traditional O
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Principal Support Survey

Directions:
The following statements are about your perceptions of supportive behaviors given by your principal.

Please indicate the extent to which you agree with each of the following statements along a scale from
STRONGLY DISAGREE (1) to STRONGLY AGREE (6) by filling in the appropriate circle.

Strongly Strongly
Disagree Agree

1. Gives me undivided attention when I am ® ® ® 6
talking.

2. Is honest and straightforward with the staff. 0) ® ® ® O ®

3. Gives me a sense of importance - that [ 0] ® © ©® 6
make a difference.
Supports my decisions. 0) @ ® ® © ®

5. Provides data for me to reflect on following 0] @ ® ® 6
classroom observations of my teaching.

6.  Provides frequent feedback about my 0] @ ® O 6 ®
performance.

7. Helps me evaluate my needs. 0 ® ® O 6

8.  Trusts my judgment in making classroom 0] @ ® O 6 ®
decisions.

. Shows confidence in my actions. 0] ® 0 ® 6

10. Provides opportunities for me to grow 0] ® ® O® 6 ®
professionally.

11.  Encourages professional growth. 0] @ ® O 6

12. Provides suggestions for me to improve my ® ® ©® ©® 6 ®
instruction.

13. Provides time for various non-teaching ® @ © O ©
responsibilities (e.g. IEPs, conferences, test
students)

14. Provides adequate planning time. ® O 6 ®

15. Provides extra assistance when I become ® ® ©
overloaded.

16.  Equally distributes resources and unpopular 0] @ ® O 6 ®
chores.
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This supportive behavior is very important to me.

Gives me undivided attention
when | am talking.

Is honest and straightforward with
the staff.

Gives me a sense of importance -
that | make a difference.

Supports my decisions.

Provides data for me to reflect on
following classroom observations
of my teaching,

Provides frequent feedback about
my performance.

Helps me evaluate my needs.

Trusts my judgment in making
classroom decisions.

Shows confidence in my actions.

Provides opportunities for me to
grow professionally.

Encourages professional growth.

Provides suggestions for me to
improve my instruction.

Provides time for various non-
teaching esponsibilities (e.g. IEPs,
conferences, test students.)

Provides adequate planning time.

Provides extra assistance when |
become overloaded.

Equally distributes resources and
unpopular chores.amongst all
faculty

Not At All
Important 1

O

O

o O o O O O O

Low

Importance 2

o

O

O O O O O O O
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Slightly
Important 3

O

O

©c 0O o O O O O

Moderately
Important 4

O

O

O

o O 0O O 0 O O

Very Important
5

O O O O O

O 0 O 0 O O

Extremely
Important 6

O

o O O O

O 0 O O O O O



This supportive behavior improves job satisfaction.

Strongly Strongly Agree

Disagree 1 2 3 4 5 6
Gives me undivided attention
when | am talking. o o o ) o o
Is honest and straightforward with
the staff. O O @) O @) O
Gives me a sense of importance -
that | make a difference. o O ) o o o
Supports my decisions. O O O O O O
Provides data for me to reflect on
following classroom observations O O O O O O
of my teaching.
Provides frequent feedback about
my performance. O O ) O o O
Helps me evaluate my needs. @) O O O O @)
Trusts my judgment in making
classroom decisions. o O ) o o o
Shows confidence in my actions. O @) O @] O O
Provides opportunities for me to
grow professionally. o Q ) o o o
Encourages professional growth, O O O O O O
Provides suggestions for me to

O O O O O O

improve my instruction.

Provides time for various non-

teaching esponsibilities (e.g. [EPs, O QO @] O O O
conferences, test students.)

Provides adequate planning time. @]

Provides extra assistance when |
become overloaded.

Equally distributes resources and

unpopular chores amongst all O O O @) O O
faculty
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O

Q60

The following statements are about your job satisfaction as a teacher. Please indicate the extent to which
you are satisfied with each of the following statements along a scale from Very dissatisfied to Very Satisfied

by choosing the appropriate circle.

() os9 0 X e
Keeping busy all the time (Additional tasks required by administration)
Neither satisfied nor
Very dissatisfied Dissatisfied dissatisfied Satisfied Very Satisfied
O O O O O
+ Add page break
Q145 i Kk %=
| get the chance to work alone on the job (versus required team planning)
Neither satisfied nor
Very dissatisfied Dissatisfied dissatisfied Satisfied Very Satisfied
O O O O O
Q146 iQ k x»

| get the chance to do different things from time to time (Given permission to make adjustments/changes

when needed)
Neither satisfied nor

Very dissatisfied Dissatisfied dissatisfied Satisfied
O o O O

Q147

Very Satisfied
(@]
QK x»

| get the chance to be somebody in the community (Respect from members of the community)

Neither satisfied nor
Very dissatisfied Dissatisfied dissatisfied Satisfied

O O O O
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Very Satisfied
O




Q148 i %k x»

The way my boss handles his/her workers

Neither satisfied nor
Very dissatisfied Dissatisfied dissatisfied Satisfied Very Satisfied

O O O O O

+ Add page break

Q149 i Kk x2

The competence of my supervisor in making decisions

Neither satisfied nor

Very dissatisfied Dissatisfied dissatisfied Satisfied Very Satisfied
O O O ] O
Q150 Q0 x x2

Being able to do things that don't go against my conscience

Neither satisfied nor

Very dissatisfied Dissatisfied dissatisfied Satisfied Very Satisfied
O O O O O
Q151 i % X aee

The way my job provides for steady employment

Neither satisfied nor

Very dissatisfied Dissatisfied dissatisfied Satisfied Very Satisfied
O O O O O
Q153 iQ % x

| get the chance to tell people what to do (Leadership Opportunities)

Neither satisfied nor

Very dissatisfied Dissatisfied dissatisfied Satisfied Very Satisfied
O O O O O
Q154 iQ % X .o

| get the chance to do something that makes use of my abilities/strengths

Neither satisfied nor
Very dissatisfied Dissatisfied dissatisfied Satisfied Very Satisfied

O O O O O

4 AAA nasa kraals
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My pay compared to the amount of work | do
(Compensation versus Workload)

Q155

The way company policies are put into practice

Very dissatisfied

O

Dissatisfied

(@]

Neither satisfied nor
dissatisfied

O

Satisfied
O

i Kk x»
Very Satisfied
@)

() ais6

My pay compared to the amount of work | do (Compensation versus Workload)

Neither satisfied nor

QK xa e

Very dissatisfied Dissatisfied dissatisfied Satisfied Very Satisfied
@] O O O O
L AAA nana hrask
Q157 i Kk x»
| am given chances for advancement on this job
Neither satisfied nor
Very dissatisfied Dissatisfied dissatisfied Satisfied Very Satisfied
O @] O O O
() o1s8 iQ Kk x> e

The freedom to use my own judgement (Classroom/Teacher Daily Decisions)

Neither satisfied nor

Very dissatisfied Dissatisfied dissatisfied Satisfied Very Satisfied
O O O O O
Q159 iQ k  xo
| get the chance to try my own methods of doing the job (Method of Student Engagement)
Neither satisfied nor
Very dissatisfied Dissatisfied dissatisfied Satisfied Very Satisfied
O @] O 0] O
() a1e0 Q0 kx> e
The working conditions
Neither satisfied nor
Very dissatisfied Dissatisfied dissatisfied Satisfied Very Satisfied
@) O @] O O

-+ AdAd nage hraale
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Q162
The way my co-workers get along with each other

Neither satisfied nor

i K x»

Very dissatisfied Dissatisfied dissatisfied Satisfied Very Satisfied
O O O O O
Q163 i Kk x> e
The praise | get for doing a good job (Encouragement from administration)
Neither satisfied nor
Very dissatisfied Dissatisfied dissatisfied Satisfied Very Satisfied
@) O O O O
+ Add page break
Q164 iQ % x»
The feeling of accomplishment | get from the job
Neither satisfied nor
Very dissatisfied Dissatisfied dissatisfied Satisfied Very Satisfied
@) @] O O @)
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