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Chapter 1
Introduction

Teachers held approximately 4.0 million jobs in elementary and secondary U.S.
public and private schools in 2006, with an expected increase of 12 percent between 2006
and 2012 (Bureau of Labor Statistics, U.S. Department of Labor, 2008). Nationally, in an
average school year, approximately 1,000 teachers quit each school day, and on an averag
school day an additional 1,000 migrate from one school to another. Additional research
indicates that a third of newly hired teachers leave during their firstykees, and almost
half leave during the first five years (Ingersoll & Smith, 2003; Nationahi@ssion on
Teaching and America’s Future [NCTAF], 2003; Theobald & Michael, 2001).

According to the Wisconsin Department of Public Instruction in 2007, over 850,000
students attended public and private schools in Wisconsin with over 60,000 teachegs servin
these students (Fischer & Swanger, 2007). Theobald and Michael's study (2001) found that
turnover in small school districts in Wisconsin was nearly 50% after fiaiesy8econdary
teachers were more likely than elementary teachers to leave ashincareer and
technical education (CTE) teachers among the most likely to leave thegioafaltogether.

Data from a national survey of secondary family and consumer scieri€8} €eucation
programs that focused on the 2002-2003 academic year revealed that the field continued to
experience a serious shortage of teachers (Werhan & Way, 2006). The sunitey téwege
national supply and demand of FCS teachers; most states indicated a shortagef tea

work with the number of students enrolled in their programs. Total numbers of secondary
FCS teachers in the state of Wisconsin and five of its bordering statdy ithestrated this

shortage (see Table 1). According to the US Department of Education, the WisCoEs



area of FCS educators remains a critical shortage area for the 2010- [20dllyear (U.S.
Department of Education, 2010).

Table 1

Number of Secondary Level Family and Consumer Sciences Students and S:e2@02r
2003

States reporting  Number of Students Number FCS Teacher
Grades 9-12 of Teachers availability status
lllinois 43,951 1,370 Shortage
Indiana 165,000 1,262 Shortage
lowa 37,628 577 Shortage
Michigan 336,665 1,300 Oversupply
Minnesota 112,321 670 Balanced
Wisconsin 252,493 1,050 Shortage

(Source: Adapted from Werhan & Way, 2006, p.21)

Along with other states, Wisconsin school districts are also beginning to face
increasing retirements of “baby boom” teachers, and these increasingrtestcements
create the conditions that could lead to diminishing instructional quality aeanivan the
economic future of Wisconsin depends on a highly educated work force. There is no doubt
demand for teachers will continue to increase over the next decade. Increafieteats of
students caused by the “baby boom echo” and immigration, paired with a large popoifiati
retirees and the turnover of younger teachers, have created the lasgdtdgmand for
teachers in America’s history (Darling-Hammond, 2000; Johnson & The Project onxhe Ne
Generation of Teachers, 2004).

Research is clear that a high quality, highly trained teacher is one of the mos
important ingredients in improving student learning (Darling-Hammond, 2000; Darling
Hammond, Holtzman, Gatlin, & Heilig 2005). Recruiting and retaining these éulucat
professionals is critical to our future. High turnover creates lack of contiamitystability

for students, difficulty in building cohesion of instructors, and lowers student perfagmanc



(NCTAF, 2003; Theobald & Michael, 2001). NCTAF (2003) argued the case that teacher
turnover is driving teacher shortages, which undermine our ability to create artdimai
strong learning communities. No teacher supply strategy will keep our sctedtad svith
guality teachers unless we reverse turnover rates.

There are many reasons why teachers leave the teaching professidamiéms for
new teachers is mainly due to teachers moving from one position to another ay thairin
current position (Feng, 2005; Ingersoll, 2001). The research reflects thaictoreof teacher
retention appears to be job satisfaction. Many different factors lead teécheave their
jobs or to leave teaching altogether, but dissatisfaction with their jobs is treerabst
important (Ingersoll, 2001). In a study conducted by Ingersoll and Smith (2003), about two
thirds of all beginning teacher attrition was linked to job dissatisfacfiob satisfaction and
dissatisfaction has been frequently researched and holds great importter tesention
and job performance, and warrants further study to improve retention and quality of
educators. Ingersoll (2001) stated in a review of literature that te@chewer is important
to school performance in that it links performance and effectiveness in the sgsteoh.
Employees tend to be more committed, have greater productivity and have higiigome
rates when satisfied with their jobs (Evans, 2001; Locke & Sirota, 1976; Shann, 1998;
Society for Human Resource Management (SHRM), 2009; Weiss, 1999). Job didgatisfa
may cause a reduction in the level of effort or even job avoidance; actions Weath a
schools, other teachers, and students. Job dissatisfaction has been associatec:astdi
turnover rates and absenteeism (Dawis & Loftquist, 1981; SHRM, 2009). Teachereabsenc
may reduce student achievement through the disruption of the regular routines and

procedures of the classroom, the low skill levels of substitute teachersibetitises’ lack



of knowledge of students’ skill levels, which make it difficult for them to addseb®eneeds
of individual students (Miller, Murnane and Willett, 2008). According to FuterrdoRT),
“teacher turnover negatively affects the educational experience of stuhlento loss of
continuity, experience, and expertise” (p. 12). Ultimately students may be foratdrid
classes taught by inexperienced or underprepared teachers until quaifeestments can
be found. Teacher turnover provides staffing challenges, as significant numbers of new
teachers pass through what amounts to a revolving door in and out of classrooms, particularl
in hard-to-staff schools where a stable learning environment with queditizérs is
essential. Research has shown a strong link between the presence of aathedstand
student achievement (Darling-Hammond, 2000; Darling-Hammond, et al., 2005;
Wenglinsky, 2000; Wilson, Floden, & Ferrini-Mundy, 2001). Achievement problems will
persist where often the only replacements are substitute teachdrsrdeaith emergency
permits or novice teachers, leaving students to be taught by a string of seslcbere
likely to be less effective than experienced teachers. Job dissatisfaittioitiwately cost
the learning environment in terms of low performance and decreased produtdiviiynath
additional expenditures to recruit and replace teachers. A pilot study condyd¢hed b
National Commission on Teaching and America’s Future used actual costslodéit
turnover in five school districts. Representing a range of communities, large alhdusban
and rural, the monetary cost per teacher turnover ranged from $4,366 to $17,872 (Barnes,
Crowe & Schaefer, 2007).

If factors that contribute to job satisfaction can be identified, then programs can be
developed and put in place to help support teachers, which in turn may reduce turnover rates

(Woods & Weasmer, 2002). According to Dainty and Belcher (2008), identifying and



understanding factors of job satisfaction that influence the retention ofycealkithers is
vital for the continued sustainability and growth of career and technicatsmuc
Although there are a number of studies on job satisfaction and dissatisfaction (e.g
Johnson, Berg & Donaldson, 2005; Cano, 1990; Cox-Mc Neil, 2003); few have been specific
to the area of career and technical education and even fewer to the aredycdridmi
consumer sciences education (FCS). The findings of the study of joladatisfwill likely
be helpful in developing policies geared toward attracting and retainingg&@ators,
which are important in building and retaining a strong teacher workforce tainang
teachers in the workplace.
Purpose of the study
The purpose of this study is to investigate and describe the levels of job gatisfac
of Wisconsin FCS teachers who are currently teaching FCS. Previous resediraysfi
indicate a connection between job satisfaction and teacher turnover oateso(l et al.,
2005; Weiss, 1999). Research studying teacher retention is useful in developing teacher
programming and policies geared toward attracting and retaining edutadmiction and
mentoring programs that focus on improving instruction and teacher effectivenedslea
proven to increase retention and improve student achievement (Ingersoll & Smith, 2004).
The issue of job satisfaction in this study is focused around the following research
guestions:
Research Question 1:
What was the general level of job satisfaction of FCS teachers as nieagtine

Minnesota Satisfaction Questionnaire (MSQ) short form?



Research Question 2:

What level of job satisfaction did FCS teachers report on each of the 20 idinsens
of the MSQ?
Research Question 3:

Was there a relationship between the general level of job satisfaction @indirsc
FCS teachers and specific demographic variables?
Definition of Terms

The following definitions were used in this study.

1.  Job satisfaction: “the result of the worker’s appraisal of the extent to which the
work environment fulfills the individual’'s needsa.pleasurable affective
condition resulting from one’s appraisal of the way the experienced job situation
meets one’s needs, values and expectations” (Dawis & Lofquist, 1984, p.72).

2. Motivation-Hygiene Theory: this two-factor theory attributed to Herglaerd his
associates concluded that specific factors provide job satisfaction for tkerwo
and other factors dissatisfy the worker. Job satisfiers are referrethtotastors”
and job dissatisfiers are referred to as “hygiene” (Gawel, 1997).

3. Intrinsic job factors: (job satisfiers) are factors associated witfotheontent---
what a person does in his/her job. Factors may include achievement, recognition,
and advancement (Herzberg, Mauser & Snyderman, 1959).

4.  Extrinsic job factors: (job dissatisfiers) are factors associatddtiagtjob context--

- aspects of a person’s work environment. Factors may include salary, irdagpers

relations, and supervision (Herzberg, et al., 1959).



5.  Teacher turnover: movement from one school to another or exiting the profession
altogether (Ingersoll, 2001).

6. Web-based survey: “generally defined as survey instruments that physssade
on a network server (connected to either an organization’s intranet or thet)pterne
and that can be accessed only through a web browser” (Jansen, Corley, & Jansen,
2007, p. 2).

7.  Career and technical education (CTE): focuses on exploration of careers and
specific skills needed for the world of work (Bureau of Labor Statistics, U.S
Department of Labor, 2008).

Significance of the Study

A shortage of FCS teachers due to turnover and an aging workforce continues to be a
concern for many school districts (Werhan & Way, 2006). The turnover of teacHing sta
keeps school administrators scrambling, particularly in hard-to-find alunrcareas such as
FCS. High turnover rates, due in part to job dissatisfaction, undercut the ability ofssichool
build and sustain professional teaching communities needed to support current education
reform. Job dissatisfaction will ultimately cost school districts in texhhsw school
performance and decreased productivity along with additional expendituresuibaad
replace teachers; money that could be spent in other areas for educational imptoveme

Previous research suggests that identifying and understanding factors of job
satisfaction that influence the retention of teachers is vital for the continstingbility and
growth of education (Woods & Weasmer, 2002). It is also helpful in developing teacher
programming and policies geared toward attracting and retaining FGeteaResults of

this study will provide evidence concerning which aspects of the job providiasatin or



dissatisfaction for FCS teachers and the level of the satisfaction drsfieeteon. With a
better understanding of the factors that provide satisfaction to teacherantiubeed (e.g.
school district administrators, higher education teacher preparation prograinelated
professional organizations) can begin to more effectively address desatisfand meet the
satisfaction needs of teachers. Improving job satisfaction and decreasingsgtistiction
of FCS teachers may reduce turnover, which may help to maintain or improve agthsine
FCS programs without disruption.
Assumptions

The following assumptions are made in the planning of this study:
FCS teachers will provide truthful and complete answers to the teachee partion and
the Minnesota Satisfaction Questionnaire (MSQ) survey; and their respahseswately
reflect their feelings of satisfaction or dissatisfaction.
Limitations of the Study

This study will be subject to certain limitations, including the following:

1. The accessible population - the researcher’s intent is to survey the Wisconsin publi
teaching workforce from grades 6 though 12 who hold a Family and Consumer
Sciences teaching license and are currently teaching FCS.

2. The results may be generalized to FCS teachers in other states only ti i eheat
they are similar to those in the sample.

3. The study is limited to the respondents’ responses on the twenty given dimensions of
the job as measured by the Minnesota Satisfaction Questionnaire (MSQ)udyhes st
limited to the factors included in the MSQ, therefore other specific areas of

satisfaction or dissatisfaction may not be revealed.



4. The findings will be limited by the accuracy of the responses provided by the
participating teachers. FCS teachers’ level of interest in the shadhair
willingness to respond to the questionnaire may affect responses.

Summary

Teacher turnover occurs on a wide scale in our nation’s schools and the cost to
students and schools are considerable. There are many reasons whyg teaecbdhe
profession; dissatisfaction with their jobs is one of the most important (Ing@@@1). Job
dissatisfaction among the teaching profession has been associated wibeddrgnover
and absenteeism, which negatively affects the educational experience pfsstlidaching
vacancies filled with inexperienced or underprepared teacher’s lowerstspet®rmance.

Studies indicate that CTE teachers, which include those in FCS, are one o&the are
most likely to leave the profession. In Wisconsin, the CTE area of FCS educaddysen
identified as a critical shortage area by the US Department of Education.

The areas and levels of teacher satisfaction can be assessed usintdsoidi
Satisfaction Questionnaire. Research that helps to identify and understansl dagob
satisfaction for family and consumer sciences teachers may assietssin recruiting and
retaining qualified educators in that content area. With the current shorktgasion is vital

for the continued sustainability and growth of the FCS profession.
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Chapter 2
Review of the literature

The purpose of this study is to investigate the nature of job satisfaction of Wiscons
FCS teachers who are currently teaching FCS. The primary goal of éiptecks to review
and summarize selected theories and literature relevant to the understanding of job
satisfaction among FCS teachers and to examine demographic variabiefutate their
job satisfaction.
Theories of Job Satisfaction

The scientific study of job satisfaction began in the early 1900smitst of the
studies focused in the field of industry or business (Hoppock, 1935). Through these studies
various theories on job satisfaction have emerged. Traditionalists in theoitéhded that
certain factors, both intrinsic and extrinsic, have the capacity to creisfacteon or
dissatisfaction and are found on a single bipolar continuum; satisfaction wasgilaced
end of the continuum and dissatisfaction at the opposite end (Newby, 1999). This was furthe
interpreted by Gruneburg (1979) and Jorde (1984) that if the presence of a variable in t
work environment leads to satisfaction, then its absence will lead to desstabisf Two
prominent traditionalists frequently mentioned in the literature, Robert Hoppock and
Abraham Maslow, are recognized for their early work in job satisfactsmareh.

Hoppock (1935) raised the notion that it may not be possible to disassociate job
satisfaction with other satisfactions in life. In studies dealing spaltyf with teachers he
included questions about non-work factors such as satisfaction level in theigeami3ob

Satisfaction Hoppock stated that “family relationships, health, relative social status in the



11

community, and a multitude of other factors may be just as important as the joimitself
determining what we tentatively choose to call satisfaction” (1935, p. 5).

In 1954, Maslow introduced his hierarchy of needs theory (Figure 1), which depicts
how people satisfy various personal needs in the context of their work. According to his
needs-based theory, there is a general pattern of needs recognition thatgtleaple
consisting of five levels in ascending order; the basic lower level needbenost before

those at higher levels.

Figure 1. Maslow’s Hierarchy of Needs (Source: Adapted from Maslow, 1943)

Maslow stated that that not all people reach the self-actualization levelcdimée
self-actualizing, a person must be motivated by developing and using his or her own
capabilities. A self-actualizing person does not work merely for extniesiards but for an
intrinsic need. As a person moves through an organization, the more an employeaallow
employee growth and acquisition of higher level needs, the more likely theyem oo
report satisfaction with his or her job. According to Maslow, motivation based on growth

needs does not decrease once the need is met; instead, once people experience self-



12

actualization they want to experience it more often. He further claimed thadrtbept of
self-actualization could explain motivation in the workplace, where people enayptivated

by a desire to improve and continue to learn. Maslow surmised that the successaifngot
people depends on recognizing the needs that are unsatisfied and helping the individual to
meet those needs (Maslow, 1970).

While Maslow focused on needs and their relationship to motivation, Herzberg
performed a number of studies in his research on motivation and its relationship to job
satisfaction. Work evolving out of Maslow’s theory by Herzberg, Mausner, aygdk8nan
(1959), refuted the concept set out by Hoppock of a single continuum between thersatisfi
and dissatisfiers. Herzberg et al. stated that the factors that motigat@rker are likely to
satisfy their needs and lead to positive job attitudes. They contended thatgbersatiere
those aspects of work which were intrinsic to the employee and tended to proghogs fef
happiness in the worker; they are related to Maslow’s (1970) human psychotagidaland
are effective in motivating an employee to high performance and effort. &Char$ that
lead to positive job attitudes do so because they satisfy the individual’'s need-for self
actualization in his work” (Herzberg, 1959, p. 114). Work is one of the main areas of life
where self actualization occurs. Factors surrounding the doing of the job do not anvtheir
lead to satisfaction, but the performance of the tasks leads to rewards, whmtteeinf
individuals’ goals.

Herzberg et al. (1959) stated that factors that lead directly to gfastitin are also
related to the job itself. Job dissatisfiers were those aspects of work wdrelextrinsic and
focused on the environment of the work; when they deteriorate to a level that agesmplo

considers unacceptable, job dissatisfaction ensues. They further concludbdrthat
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probably were two continua present, one including those factors that causedtsatisfa
lack of satisfaction, and a second which included factors that caused dissatisfaet
condition of no dissatisfaction.

In his dual factor Motivation-Hygiene theory (Fig. 2), Herzberg (1966) furttyerea
that the causes of satisfaction and dissatisfaction are quite separated teeusems
motivation and hygiene to separate the factors into two groups. Motivation factmfsefsa
involve the intrinsic nature of the job, such as achievement, recognition, respoesiailidi
advancement. Hygiene factors (dissatisfiers) are found in the environnibatjob
(extrinsic) and include pay, security, supervision and physical working conditiersheig
concluded that the absence of hygiene factors can create job dissatistactitheir

presence does not necessarily motivate or create satisfactionl (G39WE.

Bi-Polar Theory (traditional)

Satisfaction------------mmm o Dissatisfaction

Two Factor Motivator-Hygiene Theory

Satisfaction--------=-==meeeemuu- > Motivation factors <------------=mn-- neither satisfaction
or dissatisfaction
Dissatisfaction------------------- > Hygiene factors <—-------------- neither satisfaction

or dissatisfaction

Figure 2. Traditional and Two-Factor Motivator-Hygiene Models (Sourceptédgrom
Griffin, 2008, p. 295)

Herzberg's research is far from being universally accepted; theecble®n numerous
studies supporting, only partially supporting or showing no support of his Motivatoeitygi
theory. Supporters of Herzberg’s theory have postulated that studies refutMgtivegtor-
Hygiene theory misinterpreted the theory, contained methodological weakwdess a

misinterpreted the results (Whitsett & Winslow, 1967). Critics of the thelamn that it was
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method bound, based on faulty research, inconsistent with past evidence (House & Wigdor
1967), is influenced by income level of respondents (Davis & Newstrom, 1989),
underestimated the motivational forces of interpersonal relations and saoyt(® Tutor,

1990; Davis & Newstrom, 1989; Evans, 1970; Evans, 2001) and provided no real
identification of what job satisfaction is (Evans, 2001).

Despite the possible limitations of the motivation—hygiene theory, margrchees
and practitioners still find it attractive because its contribution has infaecarrent studies
on organizational behavior, which has greatly improved educational administrators’
understanding of employee behavior (Ololube, 2007). According to Latham (2007, p.39),
Herzberg's “lasting contribution to practitioners has been shifting themapy focus to the
importance of the work itself rather than on what he called the hygiene factpreriployee
benefits).”

Measurement of Job Satisfaction

Measuring job satisfaction is difficult due to individuals’ perceptions. Measiob
satisfaction is a complex process because teachers are not consistenperspectives
about what makes them satisfied with their careers. In reviewing traguite it becomes
apparent that different methods of collecting and analyzing data are usdzhsihidata
collection technigues most often used in studies of job satisfaction include questi®nnai
interviews, rank order studies, sentence completion tests, (Fournet, Distefangr&1969,
DeMato, 2001) or workplace observations (Spector, 1997, Worrell, 2004). Many
organizations and researchers favor questionnaires because personal obsandtions

interviews are very time consuming. Research reviewed (see: Bar8eged 2004;
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Kluckman & Brands, 1991; Martin & Light, 1984; Tucker, 2009, among others) most
commonly used the questionnaire technique to measure job satisfaction.

Spector (1997) stated that using existing questionnaires is an easy wagsgasse
satisfaction; concluding that since they have been used in previous studibsgityelia
validity, and norms generally have been established. Advantages of using quessonna
include ease of administering and distribution, require less time and money, have an
increased likelihood of insured confidentiality, and are less susceptible to &édmdar &
Schmelkin, 1991; Walonick, 2004).

Since the 1960s, one of the most widely cited standardized job satisfaction
guestionnaires used is the Minnesota Satisfaction Questionnaire (MSQ), de\mtopeiss,
Davis, England and Loftquist (Scarpello & Campbell, 1983; Sebera, 2005, Spector, 1997,
Worrell, 2004). Written at a fifth grade level the MSQ is a gender-neutrbhdi@inistered
inventory measuring job satisfaction based on analysis of the relationshipnof tw
dimensions (see Table 2).

Two forms of the MSQ have been developed, a 100-item long form and a 20-item
short form. The shortened form consists of satisfaction items that correlgbedthivith the
scale score on the long form (see Table 2). The 1977 revision of the MSQ (originally
copyrighted in 1963) uses a standard five-point response scale. Response choeyare “
Satisfied”, “Satisfied”, "Neither” (Satisfied nor DissatisfjetDissatisfied” and “Very
Dissatisfied.” This response format was found to have a ceiling eé®diting in scale score
distributions for most groups to be negatively skewed; most responses altenvaenbet

“Satisfied and “Very Satisfied.” The 1967 version adjusted for this by ch@nige response
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options to “Not Satisfied,” “Somewhat Satisfied,” “Satisfied,” “VeryiSi#d,” and

“Extremely Satisfied.”

Table 2

Minnesota Satisfaction Questionnaire Dimensions

No. | Scale Item

1 | Activity being able to keep busy all of the time

2 | Independence chance to work alone

3 | Variety the chance to do different things from time to time

4 | Social status the chance to “be somebody” in the community

5 | Supervision/human | the way the supervisor handles supervisees
relations

6 | Supervision/technical| competence of supervisor in making decisions

7 | Moral values ability to do job without going against conscience

8 | Security providing for steady employment

9 | Social service chance to do things for other people

10 | Authority chance to tell others what to do

11 | Ability utilization doing something that makes use of abilities

12 | Company policies and the way company policies are put into practice
practices

13 | Compensation pay for the amount of work done

14 | Advancement chances of advancement on the current job

15 | Responsibility freedom to use own judgment

16 | Creativity chance to try own methods of doing the job

17 | Working conditions | overall working conditions

18 | Coworkers the way coworkers get along with one another

19 | Recognition praise for doing a good job

| 20 | Achievement feeling of accomplishment from the job

(Weiss, Davis, England, & Lofquist, 1967)

The MSQ is suitable for a wide variety of research applications. Its atrantages
include subscale scores corresponding to various dimensions of overall jobtsatigéag.,
extrinsic satisfaction, satisfaction with coworkers) and an overall jadfasaion score
(Rentsch & Steel, 1992). The MSQ Short-Form contains twelve questions thatedeasur
intrinsic satisfaction and six questions that measured extrinsicas#itisi. All of the
guestions added together measure general satisfaction with a maximurcot@alfsLOO.

Table 3 indicates which of these questions measured intrinsic, extrinsicrardlge
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satisfaction. The same scale scores and weights are determined igefotichkk importance
dimension for each item. In general, the short-form has high reliability arityali

coefficients when measuring intrinsic, extrinsic and general sdi@ig¥Veiss, et al., 1967).

Table 3

Items Measuring Short-form MSQ Scales

Scale ltems

Intrinsic 1,2,3,4,7,8,9, 10, 11, 15, 16, 20
Extrinsic 5,6,12, 13, 14, 19,

General satisfaction All items

“(Weiss et al., 1967)

Determinants of Job Satisfaction

There are a number of studies on teacher job satisfaction available, detgtiméni
causes of existing satisfaction and dissatisfaction, and reporting on possthtzls to
promote job satisfaction. While surveyed populations, methodologies and instrumemts diff
findings include some familiar threads.

Intrinsic and Extrinsic Factors

Teacher job satisfaction may be approadetboking at the intrinsic and extrinsic
rewards within their professional and personal livesurvey of 400 state and national
Teachers of the Year indicated that they remain in teaching becausentfittséc rewards;
motivated by the desire to teach more than salary or career potentigy€@o&Proctor,
2000). According to Johnson et al. (2005), combinations of intrinsic and extrinsic rewards
influence teachers’ decisions to remain in the profession. Intrinsic reimahdde feeling
that they are making a difference in the lives of their students, developingkills, and
expanded influence on the job (Johnson et al., 2005). Central to teachers’ decisiongito rema

in the profession are feelings of competence or self-efficacy and contrélasmg these
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feelings along with a sense of connectedness and belonging will inarasga motivation
to stay in the profession. Professional variables likely to affect intrsagisfaction include
years of experience, ratio of teacher to students, and teaching loaq & &likpaterick,
1987). Extrinsic rewards revolve around salary, benefits, job advancement, anchipaders
opportunities (Johnson et al., 2005). In addition to these rewards, work conditions including
type of school setting, satisfaction with principal leadership and support, azcessurces,
student population, facility upkeep, school climate, collegial collaboration, artg s&dg
impact a teacher’s decision to leave or stay (Johnson et al., 2005; Ruhland, 2001).

Education Studies

The MetLife Survey of the American Teacher: An Examination of School Leadership
(2006) explored the relationship between teacher satisfaction and numerous factars. Whe
teachers were asked to rate their overall satisfaction with their dwnols¢cnearly one-
quarter (23%) rated it as excellent, while 15% rated their satisfactmmyafair or poor.
Responses indicated secondary schoolteachers were less likely thamatgme
schoolteachers to rate their satisfaction as excellent (18% vs. 25%). Respuaticate
dissatisfaction were in areas of salary, opportunities for training, atitamavith the school
principal, and involvement in and the ability to influence decisions concerning their jobs and
schools.

The following educational studies across disciplines, including FCS, riftdots of
job satisfaction and dissatisfaction.

Ralph Savage and Thomas Sergiovanni conducted teacher satisfaction/ digeatisfac
surveys within the context of their environment. Both Savage and Sergiovanni’s result

supported Herzberg'’s findings that intrinsic factors such as achievemetiyjityread
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responsibility all contribute to high job satisfaction levels (Savage, 1963ip8anni, 1967).
Chapman (1984) and Newby (1999) identified the importance of positive recognition, an
extrinsic factor, from administrators in job satisfaction and retention.

Similarly, Simmons (1970) found that recognition from the principal along with
achievement in teaching were significant contributors to teachefastita. Litt & Turk
(1985) conducted a study of high school teachers to identify factors of stress and job
dissatisfaction. Findings included “the role teachers perceived for theraseld the school
climate, particularly the relationship with administrators may beemétly important in
predicting job stress” (p. 178).

Studies by Kirk (1988), Murray (1995) and DeMato (2001) found that the majority of
elementary school counselors surveyed in Virginia were satisfied to vesfyeshivith their
jobs. The only areas of dissatisfaction were salary (DeMato, 2001; Kirk 199GWMurr
1995), and school system policies and practices, and advancement (Kirk, 1990). Both Kirk
and Murray found that the area providing the most job satisfaction was “opportunity to
provide service to others.”

Billingsley and Cross (1992) found that lower satisfaction related to job conditions
making work related variables better predictors of job satisfaction than dephegr
variables. Factors associated with high job satisfaction include greatiership support and
work involvement (Billingsley & Cross, 1992; Baughman, 1996) along with positive student
improvement (Brunetti, 2001; Baughman, 1996).

Ruhland (2001), in his study on the factors of turnover and retention of Minnesota's

secondary career and technical education teachers, found that “Teachers Wienrsgéves
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higher in skills and abilities, values, and professional accomplishments exbibicareer
satisfaction” (p.12).

Family and Consumer Sciences

A study by Bartley and Sneed (2004) of FCS teachers in a southern state sought to
discover the level of satisfaction with their profession and to develop a demogreghe
of FCS teachers. Their findings indicated that FCS teachers (in ttegtistd high levels of
satisfaction with their FCS teaching careers. Although further studgdeddo determine
specific factors contributing to their satisfaction, Bartley and Sneezlthttthis information
could be helpful in the recruitment of future FCS teachers.

Dainty & Belcher (2008), studying retention of FCS teachers in Kansas, found a
connection between career satisfaction and teachers’ skills and abilise#sRadicated
that improving teacher confidence in their personal skills and abilities coulithlgoss
improve retention. Additional institutional factors important to their willingriessontinue
teaching included an inner sense of knowing they were doing a good job and adequate time
to complete job responsibilities.

Tucker (2009) designed a study to determine the job satisfaction of urban FCS
teachers in Texas. The Minnesota Satisfaction Questionnaire (MSQ) deveyosilsk et
al., (1967) was used as the measure of general job satisfaction, as ntelhas iand
extrinsic levels of job satisfaction. Results indicated that the generatjstastion of those
participating in the study fell between very satisfied and satisfied.elieés|of intrinsic and

extrinsic job satisfaction of participants were very satisfied ansfigali respectively.
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Job Satisfaction and Demographic Variables

Demographic variables have been examined in a number of studies to determine their
effects on the overall level of job satisfaction as well as satisfactibrvasious aspects of
the job experienced by workers in various positions. In this section the demographic
variables which were studied, including age, gender, ethnicity, degree, asdegedning,
will be explored.

Age

Recent studies by Bartley & Sneed (2004), Tucker (2009), and Mimbs (2000) provide
demographic information about FCS teachers, which indicate that many are mitheir
forties to mid fifties with findings of 72%, 67%, and 35% respectively. Accordingeteoy
(1999), research in understanding the impact of aging workers on organizations is important
for several reasons; aging baby-boomers moving toward retirement, loeggydiis, fear of
a lack of social security benefits, and uncertain economic conditions.

In Understanding Job Satisfacti@runeburg(1979) concurs that the general finding
reported by Herzberg et al. (1959) on the relationship between job satisfaction and age
shows that job satisfaction starts high, declines, and then starts to improve itgain w
increasing age in a U-shaped curve. Herzberg suggested that job satisfeceased with
age because as individuals age they usually adjust to their work and life situatiotiser
explanation for satisfaction of older individuals is “A Life Cycle ExplaatiThe ‘Job
Change’ Hypothesis” provided by Wright & Hamilton (1978). Their explanation sugygest
that in normal career movement one starts at the bottom of the careerdadaeoves up;
meaning older workers would have better jobs. In support of that theory, Birmingham (1984)

found that teachers under 25 years of age and over 55 were the most satisfied,riadrile Fa
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(1984) found teachers 34-44 years of age were at greatest risk of job fdissatis

Regarding age, research on Extension faculty’s level of job satisfactiolucted by Nestor

& Leary found intrinsic job satisfaction was higher for those in the age groups of 23 to 33
and 46 to 50 (2000). An earlier study of Extension home economists had similar findings of
age being related to job satisfaction (Griffin, 1984).

Struble (1993) used Herzberg and Sergiovanni’s studies to evaluate teachers’
perceptions of satisfaction/dissatisfaction finding that less expedstmger teachers were
more satisfied with their jobs. Holley & Kirkpaterick (1987) stated “alteam her first year
of teaching may realize satisfaction from putting her education intoqeagb. 119).

Contrary to findings of other researchers, Saleh & Otis (1964) and Dinham & Scott
(1996) concluded that older teachers were more likely to report larger dropsfiacsiatn
than younger teachers. Berns (1989) found no significant differences between groups of
teachers by age for secondary vocational educators in Ohio. Studies of seagnidatiure
teachers resulted in similar findings (Bowen & Radhakrishna, 1990; Cano, 19900 Cast
Conklin, and Cano 1999).

Gender

Concerning gender, there are no simple conclusions about the differences between
males and females and their job satisfaction levels. The literature igettewith some
studies indicating that females were more likely to experience highes l&veb
satisfaction than males, (Bowen, Radhakrishna, & Keyser, 1994; Riggs & Beus, 1883; Sc
Swortzel & Taylor, 2005) while other studies indicated the opposite ( Herzbdrgl&s®;
Worrell, 2004). Still other studies (Castillo et al., 1999; Nestor & Leary, 2000])&seilez,

1993) indicated that there is no relationship between gender and job satisfaction levels.
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Gruneburg (1979) stated there is some evidence that males and females wifiat
they expect from a job. He further proposed that the differences betweengtdrsah for
men and women can be explained in their differences toward the orientation of the job,
whereby female workers were less concerned with career agpéeatsore concerned with
social aspects while men are more oriented toward competiveness. $jrddede (1984)
stated that evidence indicates female teachers are “less concettmétevziareer aspects of
their jobs than their male counterparts” while “males want more from theiirjagbems of
achievement and recognition” (p. 23).

Race

Few studies of job satisfaction reviewed included the factor of race. Reseattte
relationship between these two yields mixed results as indicated by theihglistudies.

For Extension agents, race had a low relationship with general job satisfadtion, w
Caucasians rating this construct lower than other races that indicated éelmlef
satisfaction with their jobs in general (Scott et al., 2005). Billingsley a08sG1992) found
job satisfaction to be lower among non-whites when comparing general @na spe
educators. Findings from a study of fifty-seven Family and Consumercesi¢eachers in
Texas indicated a slight variance in job satisfaction levels of the diffexee categories
with African American teachers indicating a slightly higher lefedatisfaction than other
categories (Tucker, 2009). Weaver’s findings indicated that Caucasiatenarstently more
satisfied than other races (1980). According to Worrell (2004), some reseagterhat a
slight (2-5 percent) difference does exist primarily due to unequal treaimtéetworkplace.

Some studies have shown that race and job satisfaction are not related (Brush, Moch

& Pooyan, 1987; Herzberg et al., 1957). Studies of Home Economics (now “Family and
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Consumer Sciences [FCS]”) teachers conducted by Holley and KirkpatedK)( Smith
(1995), and St. John and Pestle (1992) showed no relationship between ethnic groups and job
satisfaction.

Educational Level

Reviews of job satisfaction studies that include educational level as a @ariabl
indicate mixed outcomes. Some studies showed that workers with more education have a
higher job satisfaction level, while other studies indicate that workers weite education
have a lower job satisfaction level. Additionally, there were also studiesithedted no
relationship between the two (Scott et al., 2005).

Berns (1989) discovered teachers with a master’s degree were mdredsaith
their teaching position than a teacher with only a bachelor’s degree. Smittyg$995) of
home economics teachers in Ohio indicates similar findings. However an siatigof
home economic teachers from North Carolina indicated those with a bachelo€s dege
more satisfied than those with a master’s degree (Weiner & Clawson, 1984).

According to Holley and Kirkpaterick (1987), in their study of home economics
teachers in Alabama, education level was not related to any of the job Satistaastructs.
Other researchers have found this same conclusion (Bowen et al., 1994; Cano & Miller,
1992; Castillo & Cano, 2004; Castillo et al., 1999; Herzberg et al., 1957).

Years Teaching

A variety of results occurred in the studies investigating a relationship dretive
number of years of experience and job satisfaction. Nestor and Leary (2000)Hauasl t
one’s years of experience increased as an Extension faculty membenttimsic and

overall job satisfaction increased as well. This was also true for 4-H 4Bemisn et al.,
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1994), FCS teachers (Holley & Kirkpaterick, 1987; Tucker, 2009) and also Extensiuis ag
(Fetsch & Kennington, 1997). In contrast, St. John and Pestle (1992), Smith (1995) and Cano
& Miller (1992) found no relationship between job satisfaction and years of erperi
According to theMetLife Survey of the American Teachénterestingly, satisfied teachers
cannot be distinguished from dissatisfied teachers by years of teagpargeace. About
one-third of both satisfied (36%) and dissatisfied (32%) teachers have 10 or éansoly
experience, and teachers with 21 years or more experience are alsoikety &s lbe
dissatisfied (40%) as satisfied (33%)” (MetLife, 2006, p. 75).
Summary

The primary goal of this chapter was to review and summarize selecteeshecd
literature relevant to the understanding of job satisfaction among FCSreeantdo discuss
demographic variables that influence their job satisfaction. Based on Maskievdschy of
needs theory, Herzberg and colleagues developed the dual factor Motivatené¢iggory
which refuted Hoppock’s single continuum concept. The theory separated job factors into
motivation factors (satisfiers) involving the intrinsic nature of the job and hgdéactors
(dissatisfiers) which are found in the environment of the job (extrinsic).Thie ot
Hygiene theory has drawn considerable debate even though cited in numerous job
satisfaction studies. Despite the possible limitations of the motivaygrede theory, many
researchers and practitioners still find it attractive because itstagran has influenced
current studies on organizational behavior, which has greatly improved educational
administrators’ understanding of employee behavior (Ololube, 2007).

This review of the literature indicated that questionnaires are the mostocomm

instrument used to measurement job satisfaction. One of the most widely cited
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guestionnaires, the Minnesota Satisfaction Questionnaire (MSQ), was edafheeMSQ is
a gender-neutral, self-administered inventory measuring job satisfactiahdraaaalysis of
the relationships of twenty facets (see Table 2).

Different studies conducted to investigate job satisfaction were reviewetk Whi
surveyed populations, methodologies and instruments differ, findings include sorna fami
threads. Combinations of intrinsic and extrinsic rewards influence teacheisbds to
remain in the profession. Intrinsic rewards include feeling that they &iagradifference
in the lives of their students, developing new skills, and expanded influence on the job.
Extrinsic rewards revolve around salary, benefits, job advancement, and leadership
opportunities (Johnson et al., 2005).

The number of job satisfaction studies conducted in the area of family and consumer
sciences teachers when compared to job satisfaction studies in genszkitevedy sparse.
However, to gain an understanding of the factors related to job satisfactionharggac
specifically FCS teachers, studies investigating the relationshigéetob satisfaction and
demographic variables were examined. Demographic variables, including ager, gace,
degree, and years teaching, were investigated. Findings yielded mixksl ireficating that
the extent to which demographic variables may be related to the job satisfactaochars

cannot be conclusively determined based on the research examined.
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Chapter 3
Methodology

The purpose of this study was to investigate and describe the job satisfaction of
Wisconsin FCS teachers who are currently teaching FCS. Previoushefsedings indicate
a connection between job satisfaction and teacher turnover rates (Johnson et al., 2805; Weis
1999). Research indicating why teachers stay or leave the teaching profaasibe useful
in developing teacher inservice programming and policies geared tottvadiag and
retaining educators.
Research Design

A descriptive research design was followed in this study. Due to researcher
limitations, a web-based survey was utilized to collect the data. Liomsafior the researcher
included time and cost. The school e-mail addresses for the respondent sampledvere use
limiting survey distribution time to the school calendar. Research on web-basegshase
found that they are inexpensive, have a short response time (Granello S8oW 26414,
Jansen, et al., 2007; Lazar & Preece, 1999), and can achieve similar resporsenpaesd
to those delivered by mail (Ganassali, 2008).
Population

The target population for this study was Wisconsin Family and Consumer Science
(FCS) public school teachers who were currently teaching FCS. Names aaxt deteils of
potential participants were obtained from the Wisconsin Department of Pulblicction,
which provided a list of family and consumer sciences teachers who wesstlyurr
employed in the state of Wisconsin. Undergraduate students were hired to condtdt a sea

of school district websites to obtain each instructor’s current email add@ifessesult of that
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search yielded 735 Wisconsin FCS educators with current email addresses, awiaédor
the population sampling frame for this study.
Instruments

The survey for this study consisted of two sections, combined for delivery/data
collection, which was self administered by participants via the interneseldtiens
consisted of (a) a Teacher Profile section developed by the reseaitthiepwt from public
school educators gathered demographic data, including age, gender, race, degueet type
years in teaching; and (b) a web-based version of the Minnesota Satims@u&stionnaire
(MSQ) short form (see Appendix A).

The Teacher Profile section was used to gather information about selected
characteristics of the respondents. The review of literature on job satisfassisted in
selection of the items on the Teacher Profile section. The selectedesiaad their
definitions, adapted from other studies (Ghazi, 2004; Newby, 1999; and Tucker, 2009),
follow:

Age: referred to the length of life for each respondent. Age was measurekify as
the respondents to select the appropriate given age range. Ranges included uratst 23 ye
23-34 years, 35- 44 years, 45- 54 years, 55- 64 years, and 65 years or over.

Gender: referred to the sex of the respondent. This variable was measured by asking
respondents to select “male or “female”.

Race/ Ethnicity: referred to the self-identified ethnicity of the respondent. This
variable was measured by asking respondents to select the ethnic group thatapipde.

Degree: referred to an academic title conferred by a college or university upon the

completion of studies. Degree was measured by asking respondents to selbigtbst
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degree from given options including bachelor's degree, master’s degree;spiiss 30
semester hours, and doctorate degree.

Yearsasafamily and consumer sciencesteacher: referred to the respondent’s
number of years of experience as a family and consumer sciences t€aehatriable was
measured by asking respondents to fill in the number of years the respondent had been a
family and consumer sciences teacher.

The Minnesota Satisfaction Questionnaire (MSQ) is intended to evaluate the deg
to which needs and values are satisfied by a job. It is copyrighted by theditgioé
Minnesota, Vocational Psychology Research Department, and required panrfossis use
(see Appendix B). The MSQ was selected primarily because it is one ob#tevidely
utilized measures of job satisfaction in research (Spector, 1997) and can bistaded to
either groups or to individuals. The questionnaire is designed to assesstsatisfalc 20
separate aspects of the work environment that pertain to psychological nedazb(eed).
The MSQ short form is composed of one question from each of the twenty aspects. It take
about five minutes to complete, is at a fifth grade reading level, meefstadstandards for
reliability and shows evidence of validity (Weiss, et al., 1967).

The MSQ short form consists of twenty questions which make up three scales:
Intrinsic Satisfaction, Extrinsic Satisfaction and General SatisfacThe intrinsic
satisfaction was measured by twelve of the twenty questions widl g remaining
guestions measuring extrinsic satisfaction. All twenty of the questduaedaogether
measured general satisfaction (see Table 3). The respondent rateemamh a 5-point

Likert scale ranging from being Very Satisfied (1) to Very Disfiat (5). It was self-
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administered, with directions for the respondent stated on the beginning page. Furthe
instructions were located at the top of each page (see Appendix A).

TheManual for the Minnesota Satisfaction Questionnikéeiss et al., 1967)
provides documentation about the instrument’s construct, concurrent, and contenesaliditi
Construct validity of the MSQ “is derived mainly from its performingoadimng to
theoretical expectations” (p. 16). According to Spector (1997), researcherase the
short form of the MSQ with “acceptable internal consistency relialilite extrinsic and
intrinsic scales and total scores” (p. 15). Weiss et al. reported thatefiajility
coefficients for each short form scale were high. The intrinsic scaleateefs ranged from
0.84 to 0.91. For the extrinsic scale, the coefficients varied from 0.77 to 0.82. The reported
median reliability coefficients were 0.86 for intrinsic satisfaction, 0.8@s*tninsic
satisfaction, and 0.90 for general satisfaction. For this study Cronb#uésamalysis
revealed a high reliability coefficient for general job satisfacti®h)( the intrinsic scale
(.87), and the extrinsic scale (.84) indicating that the MSQ had internal eonsedtability
for this particular group.

Weiss et al. (1967) stated that the validity of the short form can be implied from
validity for the long-form. Additional evidence for the concurrent validity of the NKSQ
derived from the study of 25 occupational groups’ differences in satisfactianfdddhese
groups were analyzed by one-way analyses of variance to test difiersgsdts indicated
that both the mean and variances for all 20 MSQ dimensions were statistigaificant at
the 0.001 level. The findings showed that the MSQ can distinguish among groups from
different occupations indicating professional groups were the mosteshasid unskilled

groups the least satisfied. These findings support research literature atigtacson.
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Data Collection Procedure

Data collection was accomplished through a self-administered, anonymoussedb ba
survey delivered through Survey Monkey. Survey Monkey is a web survey compasey locat
in the USA that provides software and instructions to create, gather, publish anbeview t
results of custom surveys. Adaptations of procedures recommended in the research
(Andrews, Nonnecke, & Preece, 2003; Granello & Wheaton, 2004; Solomon, 2001) were
employed to strengthen the rate of return. This included sending a pre-notifieatiail,
followed a few days later by an e-mail with a brief cover letter and lint tosaccess the
survey instrument. Two reminder e-mails that include a request to respond ratbahie
survey were sent out at one week intervals. A final reminder e-mail was sehtimgiuded
a personal message to please respond (see Appendix C). According to R®anthe
overall response rate could be improved if final contact included a personaligeagaéor
response.

The responses were tracked in the Survey Monkey program maintaining
confidentiality. To handle non-response error, data from those who responded toahe initi
email message was compared with data from those who responded to eitht, thecthnd
or third follow-up email messages. According to Linder, Murphy, and Briers (2001),
comparing early respondents to late respondents is an acceptable method femaddres
nonresponse error as a threat to external validity. No differencesouaick between the
responses of early and late respondents in this survey, indicating that treaesult

generalizable to the target population (Miller & Smith, 1983).
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Web-based surveys

With the rapid advancement of Web technology and computer network access
seeming to be everywhere in the world, alternative means of data collgetiogirg made
available to researchers. According to Pocknee and Robbie (2002) and Solomon (2001), web-
based surveying is becoming widely used in educational research. The Web hasibeen f
to be a useful means of conducting research, especially for special populatioas suc
educators, who regularly use the Internet (Couper, 2000; Sills & Song, 2002). Web-based
surveys are “generally defined as survey instruments that physicatlg i@ a network
server (connected to either an organization’s intranet or the Internet), andrttoe
accessed only through a web browser” (Jansen et al., 2007, p. 2).

Common reasons for choosing this survey method over a traditional mailed paper-
pencil approach include (a) faster response times, (b) increased respasnchfe)
decreased cost (Granello & Wheaton, 2004; Jansen et al., 2007; Lazar & Preece, 1999). Cos
savings for the researcher are associated with the elimination of primtaflgqng, possible
travel and interviewer expenses; and by having returned data alreadgl@ct@onic format
additional time and cost savings are realized (Dillman, 2000). Taking advantage of
technological advances, web-based surveys can provide quick delivery, guhrantee
confidentiality and the ability to transfer responses directly into dds¢a all of which may
improve response rates and reliability of the data (Andrews, et al., 2003). Acrctwrdi
Solomon (2001), several researchers have found that web-based surveys have a lower
response rate than traditional mailed surveys. However, Ganassali (2268})Isat it has
been established that web-based surveys can achieve similar responsanmmptesd to

those delivered by mail.
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Web-based surveys by their design are self administered and must be completed on a
computer. They are not easily put aside to be completed at a different timedifféneant
setting as with traditional mail surveys. When designing a web-based suasegichers are
to consider that not all respondents will be computer literate or have accedsidat@-
technology. Granello and Wheaton (2004) discussed the need for researchers using web
based surveys to maintain their formatting in all types of software add/éwar
environments and ensure that their pages are easily downloaded.

Web-based survey design is afforded a wide range of textual options, graphics and
format control. There are also options for adding images, animation and color to enhance
survey presentation, making them more challenging to design and more tegldiitalllt
to implement (Andrews et al., 2003). Dillman, Totora, Conradt, and Bowker (1998) found
that surveys with advanced features that may add visual appeal and interestdmuttitat
make clear what the respondent is to do result in lower response rates thantsawieys
simple black letters on a white screen.

Additionally, when looking at web-based survey design, it was found that placing the
request for personal-demographic data at the beginning increased respandeickie
Bachtinger, & Reips, 1999). Andrews et al. (2003) state that by placing the pelstana
request at the beginning the researcher eliminates any surpribe fespondent, which may
create greater trust leading to higher completion rates.

Response rates can also be affected by how survey subjects are inviteaifmaparti
in the survey, and how survey completion is encouraged. Several researchers (Ahdiews
2003; Granello & Wheaton, 2004; Solomon, 2001), recommend a multi-step process

beginning with separating the invitation and survey; the original solicitaiopafrticipating
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in the survey is done via email cover-letter with follow-up email remindeeh-bésed
surveys proceeded by an email cover-letter inviting individuals to the URLttoijpate had
higher response rates than email surveys (Smith, 1997). Two meta-anabady cit
Ganassali (2008, p. 25) concluded that “the number, the persistence, and the personalization
of the contacts are the dominant factors affecting rates of response in wejssur
Data Analysis

Data were analyzed using the Statistical Package for the Sociat&siSPSS,
2007). Using SPSS software for analysis provided descriptive statisties gditicipants
and addressed the study’s objectives. The study attempted to determine vanghoifthe
independent variables had a significant effect on the dependent variables. |rextusisic,
and general job satisfaction related variables were utilized as dependeblegari
demographic variables were set as independent variables. Demographdsdriebchers’
age, gender, race/ethnic group, degree held and years of teaching expanamgeothers.

Responses to questions on the Teacher Profile section were analyzed andzdnma
using descriptive statistics which then provided a summary of the chataztdosthe
population surveyed.

For each of the proposed research questions there was a proposed method of analysis.
For research question one (What is the general level of job satisfaction oé&«D8rt as
measured by the Minnesota Satisfaction Questionnaire (MSQ) short for@efRlericies,
percentages, and summary statistics including appropriate measoeesraf tendency were
computed and reported.

For research question two (What level of job satisfaction do FCS teachersoreport

each of the 20 dimensions of the MSQ?), statistics were calculated loofeae twenty
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dimensions of the MSQ. Frequencies, percentages, and summary statistaisgncl
appropriate measures of central tendency were computed and reported. Results w
presented in descending order of means to observe dimensions reflectingyejedaier
and relatively lesser satisfaction levels.

For research question three (Is there a relationship between the genérdljldve
satisfaction of Wisconsin FCS teachers and specific demographic vajaldsss of
statistical significance were carried out through a multiple reigressalysis which
incorporated a step-wise variable selection process utilizing 13 independablesa
Multiple regression procedures were used to determine if combinations of the independent
variables showed a significant relationship to the dependent variable, genesagigfattison
level.

The procedures for this research were approved by the Institutional Reviesy Boa
lowa State University, Ames, lowa (see Appendix E).

Summary

This chapter provided a description of the quantitative research methods and the
rationale for their use in this study. This study was an investigation of thatjstastion of
family and consumer sciences teachers in Wisconsin. Methodological gisatelgting to
participants, instrumentation, and data collection procedures were discussedeiata

analyzed using descriptive statistics and multiple regression analysis.
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CHAPTER 4

Analysis of the Data
Research Question 1. What was the general level of job satisfacti@SakBchers as
measured by the Minnesota Satisfaction Questionnaire (MSQ) short form?
Research Question 2: What level of job satisfaction did FCS teachers repacharf éhe 20
dimensions of the MSQ?
Research Question 3: Was there a relationship between the general level béfattisa of
Wisconsin FCS teachers and specific demographic variables?

This chapter will present the analysis of data which were collected in theastjo
satisfaction of Family and Consumer Sciences (FCS) teachers in Wisddsisig a
descriptive research design this study followed survey protocol and was sténehivia the
Internet. The survey consisted of two sections, (a) a Teacher Profinsgeteloped by the
researcher with input from public school educators to ascertain demographiodathng
age, gender, race, degree type and years in teaching and (b) asedb+brsion of the
Minnesota Satisfaction Questionnaire (MSQ) short form (see Appendix A).

Survey Response

Of the 625 FCS teachers invited to participate in the study, five e-mailedtminf
that they are no longer teaching FCS and 18 e-mail addresses weradratuumgleliverable-
no longer in the system. Removal of those 23 addresses yielded 602 valid e-masiescldres
these individuals were contacted with the e-mail invitation to participdtesistudy. Of that
total, 389 individuals responded to the survey. This represented an overall response rate of
65% and included four which were deemed to be non-useable--- two were incomplete and

two participants chose not to participate further. The final total number loleussponses
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was 385---a 64% response rate. The percentages of returns during each step of dat
collection are presented in Table 4. Those not responding to the first initiall esaage
were declared non-respondents. To handle non-response error, data from those who
responded to the initial e-mail message (321) were compared with data from those who
responded to the second, third or fourth follow-up e-mail messages (64). It isgussibl
address non-response error as a threat to external validity by com@ahnggspondents to
late respondents (Linder, et al., 2001). After analyzing the data of egrbndents and late
respondents, no significant differences were ngted.05); therefore the results were
interpreted to be generalizable to the target population (Miller & Smith, 1983).

Table 4

Survey Response Rates

Step Number Returned % total

Initial (first) e-mail invitation 321 53%
with survey link

Second (follow-up) 60 10%
e-mailing

Third (follow-up) 4 <1%
e-mailing

Fourth (final follow-up) 0 0%
e-mailing

Total 385 64%

Note. There were 602 possible participants.
Demographic Data
Participants’ responses to items on the Teacher Profile section of tieniest were

used to describe the population and to identify relationships between demographicssariable
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and job satisfaction. The variables are reported in the order they appear on the Teache
Profile section.

Age

Table 5 represents the number and percentage of responses for each ofgheaiegories.
Over half (59%n = 227) of the total respondents were between the ages 45-64.

Table 5
Age of Respondents

Age Frequency % Total
Under 23 years 1 3.0
23- 34 years 89 23.1
35- 44 years 64 16.6
45- 54 years 114 29.6
55- 64 years 113 29.4

65 years or over 4 1.0
Total 385 100.0
Gender

The majority of respondents were female (374, 97.9%).
Race

The largest percentage of respondents in the sample was WHIgS(, 99.2%).
No participants reported their race/ethnic group as Asian, Hispanic and,laatd Native
Hawaiian or Pacific Islander. Responses to the remaining categoriesuméeks than 1%

(n = 3) of the total sample. One respondent in this study failed to complete this item.
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Marital Status

A majority of respondents (80.9%= 310) reported being married at the time of this
survey. There is the possibility of overlapping data due to remarried not being thakide
selection; some respondents who reported being married may have been divorced and
remarried.
Education Level

Table 6 reflects the number and percentage of responses for each degredddyel he
the participants of this study. Over 57% held a Master’s degree or higher (5%=2248)
However no respondents reported having obtained a Doctorate degree. Four respondents in
this study failed to complete this item.

Table 6
Highest Degree Level

Degree Frequency % Total
Bachelor’s degree 163 42.8
Master’s degree 103 27.0
Master’s plus 30 sem. hrs 115 30.2
Doctorate degree 0 0.0

Total 381 100.0

Note. Four respondents failed to complete this item.
Yearly Income
As shown in Table 7, the largest number of respondents earned between $40,000 and

$59,999 (52.1%n = 198). Five respondents failed to complete this item.
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Household Income
Of the 369 responses to this item, 27.924 (L03) indicated that household income
was between $100,000 and $149,000, followed by 24.4 percer() indicating a
household income of between $80,000 and $99,999. Sixteen respondents failed to respond to
this question.

Table 7

Yearly Income

Yearly Income Frequency % Total
$10,000 to $19,999 4 1.1
$20,000 to $29,999 9 2.4
$30,000 to $39,999 59 155
$40,000 to $49,999 98 25.8
$50,000 to $59,999 100 26.3
$60,000 to $69,999 63 16.6
$70,000 to $79,999 41 10.8
$80,000 to $89,999 4 11
$90,000 to $99,999 0 0.0
$100,000 to $149,000 2 0.5
Total 380 100.0

Note. Five respondents failed to complete this item.
Part Time or Full Time

Nearly eighty three percent of respondents (82r5%315) worked full time as
family and consumer sciences teachers while 17rb&67) worked part time as a family

and consumer sciences teachers. Three respondents failed to respond to this question.
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Years of Teaching

The least number of years teaching being reported by the respondents was bre and t
greatest 43 years with the mean number of years being 17. The median numbes of ye
teaching was 15.
Number of Placements in Career

The number of respondents and corresponding percent as shown in Table 8 indicate
that 31.4 %14 =118) have not changed placements up to this point in their career. The
greatest number of placement changes reported was 8 times, with the averageaium
placement changes being between 2 and 3 times. For this study “placemegettinas not
defined and may have been interpreted differently by respondents (e.g. wittamthe s
district, in a different district, etc.).

Table 8

Number of Placement Changes

Number of placement changes Frequency % Total
0 118 31.4
1 53 14.0
2 71 18.9
3 73 19.5
4 31 8.3
5 18 4.8
6 1.1
7 1.1
8 0.9
Total 375 100.0

Note. Ten respondents failed to complete this item.
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Mentoring Program Participation

Of the 385 responses, 273 (70.9%) respondents have participated in a mentoring
program. Of those that have participated, 111 (40.7%) have been in a mentor role, 92
(33.7%) have been in a mentee role, with 70 (25.6%) having participated in both roles.
Community in Which School is Located

School setting categories were defined as follows: (a) rural- low paputignsity;
(b) suburban- residential community within commuting distance of an inner cifgand
urban- high population density, inner city. Over 47% of the respondents (4% 7C83)
reported that their school was in a rural community, 38.8% of the respondentg9)
reported that their school was in a suburban community, and 13.5% of the respandents (
52) reported that their school was in an urban community. One respondent faikgabtadre
to this question.
Class Size

As shown in Table 9, the majority of respondents (72%277) indicated that their

average class size is 20- 29 students.

Table 9

Class Size

Number of students Frequency % Total
10- 14 students 28 7.3
15- 19 students 67 17.4
20- 24 students 157 40.8
25- 29 students 120 31.2

30+ students 13 34

Total 385 100.0
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Family Income Level of Student Population

Based on their best estimate, the majority of respondents, 64.5%36) reported
that their school’s student population came from middle income households while 35.2%
(n=135) reported their school’s student population came from low income households, and
3.4% = 13) reported the school’s student population came from high income households.

Research Questions

This section restates the research questions and discusses the datazahlysis
results. Data were summarized using frequencies, percentages, eauteakt/, and standard
deviations. A multiple regression analysis was conducted to determine dlangnship
existed between independent variables and general job satisfaction (dependela)va
Research Question 1

What was the general level of job satisfaction of FCS teachers as mdastined
Minnesota Satisfaction Questionnaire (MSQ) short form?

Three hundred-eighty five family and consumer sciences teachers in Vifiscons
completed the Teacher Profile section (see Appendix A) and the MSQ. For the MSQ
participants responded to 20 questions related to different dimensions of jolesatisfa
using a five point Likert scale. The Likert scale consisted of “Nosfsadi'=1.00;

“Somewhat Satisfied’=2.00; “Satisfied"=3.00; “Very Satisfied’=4.00; aBatfemely
Satisfied”=5.00.

All 20 of the questions added together measured a general level of job satisfaction.
The frequency distribution on the general level of satisfaction ranged from adosvas
2.77 to a high of 4.38 (see Table 10). The mean score for general satisfaction was 3.94 with a

standard deviation of 1.01. These results demonstrated that scores tended toward titk high e
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of the “satisfied” range, indicating that on the general level of job saimfia Wisconsin
FCS teachers surveyed were “satisfied” with their jobs.
Table 10

Rank Order of MSQ Job Dimensions
and General level of Job Satisfaction

Standard
Dimension Mean Deviation N
Social servicechance to do things for other people 4.38 0.79 383
Variety- chance to do different things from time to time 4.34 0.80 382
Ability (utilization)- doing something that makes use of abilities 4.32 0.86 383
Creativity chance to try own methods of doing the job 4.17 0.93 384
Activity - being able to keep busy all of the time 4.16 0.90 377
Moral values ability to do job without going against conscience 4.12 0.93 382
Responsibility freedom to use own judgment 3.99 0.91 385
Achievement feeling of accomplishment from the job 3.93 1.02 384
Security providing for steady employment 3.93 1.10 384
Independencechance to work alone 3.81 0.98 378
Social statuschance to “be somebody” in the community 3.66 1.07 381
Work conditions overall working condition 3.63 1.12 384
Coworkers the way coworkers get along with one another 3.53 1.16 385
Supervision (J*- competence of supervisor in making decisions 3.38 1.27 382
Supervision (HR*- the way the supervisor handles supervisees 3.31 1.28 384
Authority- chance to tell others what to do 3.30 0.96 372
Recoqgnition praise for doing a good job 3.00 1.24 382
Policies & practicesthe way company policies are put into practice 2.87 1.15 384
Advancementchances of advancement on the current job 2.84 1.12 380
Compensationpay for the amount of work done 2.77 1.08 384
General level of job satisfaction 3.94 1.01 385

* T= Technical; **HR= Human Relations
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Research Question 2

What level of job satisfaction do FCS teachers report on each of the 20 dimensions of
the MSQ?

A mean score for each of the 20 dimensions was calculated and then ranked from the
highest to the lowest mean (see Table 10). The responses were scored using a five point
Likert scale which consisted of “Not Satisfied’=1.00-1.99; “Somewhat Sadisf2.00-2.99;
“Satisfied’=3.00-3.99; “Very Satisfied’=4.00-4.99; and “Extremely Seatht=5.00.

Intrinsic job satisfaction

The MSQ Short-Form contained twelve questions that measured intrinsic cingensi
of job satisfaction (see Table 3). The responses to those specific igmswaluated to
determine the intrinsic job satisfaction level. In analyzing the frequiatdes (see Appendix
D) findings indicated ten of the twelve intrinsic questions (83%) recehestighest
percentage of responses by participants in the “very satisfiedkwefeely satisfied” range.
Those dimensions receiving “extremely satisfied” as their largepbnse rate included
Activity (42.6%), Variety (54.3%), Moral Values (41%), Security (37.4%),8&ervices
(49.6%), Ability (51.4%), and Creativity (44.4%). Three intrinsic dimensioosived “very
satisfied” as their largest response rate; these dimensions wepeihadnce (34%),
Responsibility (40.5%), and Achievement (35.8%). The remaining two, Social Status
(30.6%) and Authority (47%) were both at the “satisfied” level for their higheasentage of
responses. The job satisfaction scores based on intrinsic dimensions as doweteas
mean level of 4.00 with a standard deviation of 0.92. Scores are based on a 5 point Likert

scale (1.00= Not Satisfied to 5.00= Extremely Satisfied). Results inditetethe intrinsic
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job satisfaction level of Wisconsin FCS teachers who participated in thevsasd'very
satisfied.”

Extrinsic Job satisfaction

Six of the 20 questions on the MSQ were evaluated to determine the extrinsic
satisfaction level of the survey participants. In analyzing the frequabtys (see Appendix
D) findings indicated all of the six questions (100%) received the highest mayeait
responses by participants in either the “satisfied” or “very satisfeatje. Two of the six
extrinsic dimensions (33%) received “very satisfied” ratings addded Supervision HR
(27%) and Supervision Tech (26.5%). The remaining four extrinsic dimensions veeratrat
the “satisfied” level and included Policies and Practices (30.6%), Compensation)(33.2%
Advancement (40.3%), and Recognition (30.9%). These four extrinsic dimensions also
received the highest percentages of “not satisfied” responses and had starleae scores
of all the dimensions; indicating that these dimensions continue to negatively tefloén
satisfaction for FCS teachers. The job satisfaction scores based onegitnmensions as a
whole showed a mean level of 3.03 with a standard deviation of 1.18. Scores are based ona 5
point Likert scale (1.00= Not Satisfied to 5.00= Extremely Satisfied). Basdicated that
the extrinsic job satisfaction level of Wisconsin FCS teachers who patédim the study
was “satisfied.”

The frequency of responses for each rating on the Likert scale is presergadif of
the 20 dimensions. The responses were tabulated and are presented in tables found in
Appendix D. Wisconsin FCS teachers were “very satisfied” with 6 dimenstmasal
service, Variety, Ability, Creativity, Activity, and Moral values. Thegre only “somewhat

satisfied” with Policies and practices, Advancement, and Compensation. For &eimgm
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dimensions, the FCS teachers were “satisfied.” A discussion of the sumaratias
description of each dimension are included in this section.

Activity

Activity, in the context of this study, refers to being able to keep busy alhtiee ti
Data in Table D1 show that the highest number of FCS teachers (164 out of 377 or 43.5%)
selected “extremely satisfied” with this dimension of the job. The second higimaber
(129 out of 377 or 34.2%) selected “very satisfied” with the third highest number (70 out of
377 or 18.6%) selecting “satisfied.” Only 3.7% of the respondents (n= 14) chose “samewha
satisfied” or “not satisfied.” The data show that the majority of the sahscivere between
“extremely satisfied” and “very satisfied” for being able to keep lausthe job.

Independence

Independence, in the context of this study, is defined as the chance to wor&ralone
the job. The frequencies of responses for this dimension of the job measured on the MSQ
scale are found in Table D2. The highest number of FCS teachers (131 out of 378 or 34.7%)
selected “very satisfied” with this dimension of the job. The second highegter (108 out
of 378 or 28.6%) selected “extremely satisfied” with the third highest number (104 out of
378 or 27.5%) selecting “satisfied.” Next to the lowest number of FCS teachers (80 out
378 or 7.9%) selected “somewhat satisfied,” and the lowest number (5 out of 378 or 1.3%)
selected “not satisfied” for this dimension of the job. The data indicated that thetynai
the respondents selected “extremely satisfied” and “very satigbedlie chance to work

alone on the job.
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Variety

Variety, in the context of this study, refers to the chance to do different tihamgys f
time to time. Data pertaining to the frequencies of response for this dimeresiocated in
Table D3. Data show that the highest number of FCS teachers (209 out of 382 or 54.7%)
selected “extremely satisfied” with this dimension of the job. The second higimaber
(122 out of 382 or 31.9%) selected “very satisfied” with the third highest number (42 out of
382 or 13.4%) selecting “satisfied.” Next to the lowest number of FCS teachersofe38at
or 2.4%) selected “somewhat satisfied,” and the lowest number (3 out of 382 or 0.8%)
selected “not satisfied” for this dimension of the job. The data indicated that thetynai
the respondents selected “extremely satisfied” and “very satigbedie chance to do
different tasks on the job.

Social status

Social status, in the context of this study, refers to the chance to be “somebtigy”
community. The frequencies of responses for this dimension of the job measured on the
MSQ scale are found in Table D4. The highest number of FCS teachers (118 out of 381 or
31%) selected “satisfied” with this dimension of the job. The second highest n(irhibeyut
of 381 or 30.2%) selected “very satisfied” with the third highest number (99 out of 381 or
26%) selecting “extremely satisfied.” At the lower end the second lawesber of FCS
teachers (36 out of 381 or 12.9%) selected “somewhat satisfied,” and the lowest number (13
out of 381 or 3.4%) selected “not satisfied” for this dimension of the job. Thus the majority

of the respondents selected “very satisfied” and “satisfied” for sdatalss
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Supervision-Human Relations (HR)

Supervision-human relations, in the context of this study, refers to the way the
teachers’ supervisors supervise other school employees. Data pertathi@drémuencies of
response for this dimension are located in Table D5. Data show that the highest number of
FCS teachers (104 out of 384 or 27.1%) selected “very satisfied” with this dimension of the
job. The second highest number (84 out of 384 or 21.9%) selected “extremely satigted” wi
the third highest number (81 out of 384 or 21.1%) selecting “satisfied.” Next to tastlow
number of FCS teachers (78 out of 384 or 20.3%) selected “somewhat satisfied,” and the
lowest number (37 out of 384 or 9.6%) selected “not satisfied” for this dimension of the job.
The data indicated that the majority of the respondents selected “extigatistied” and
“very satisfied” for the way their supervisor handles his/her workers.

Supervision- Technical

Supervision- technical, in the context of this study, refers to the competethee of
teachers’ supervisors in making decisions. The frequencies of responses fondmsiaolin of
the job measured on the MSQ scale are found in Table D6. The highest number of FCS
teachers (102 out of 382 or 26.7%) selected “very satisfied” with this dimension obthe |
The second highest number (90 out of 382 or 23.4%) selected “extremely satisfiediiewith t
third highest number (85 out of 382 or 22.3%) selecting “satisfied.” At the lower end the
second lowest number of FCS teachers (72 out of 382 or 18.8%) selected “somewhat
satisfied,” and the lowest number (33 out of 382 or 8.6%) selected “not satisfied” for this
dimension of the job. It was noted that the majority of the responses selectdubtveren

“extremely satisfied” and “satisfied” for supervision-technical.



50

Moral values

Moral values, in the context of this study, are defined as being able to do things that
do not go against one’s conscience. The ratings for the MSQ scale found in Table D7 show
that the highest number of FCS teachers (158 out of 382 or 41.4%) selected “extremely
satisfied,” the second highest number (137 out of 382 or 35.9%) selected “very satisfied,”
and the third highest number (63 out of 382 or 16.5%) chose “satisfied” for this aspect of the
job. The second lowest number (21 out of 382 or 5.5%) selected “somewhat satisfied,” with
the lowest number of teachers (3 out of 382 or 0.8%) selecting “not satisfied.” joréyma
of FCS teacher responses were between “extremely satisfiedVarnydsatisfied” for this
dimension of the job.

Security

Security, in the context of this study, is the way the job provides for steady
employment. Data pertaining to the frequencies of response for this dimendiocated in
Table D8. Data show that the highest number of FCS teachers (144 out of 384 or 37.5%)
selected “extremely satisfied” with this dimension of the job. The second higimaber
(127 out of 384 or 33.1%) selected “very satisfied” with the third highest number (71 out of
384 or 18.5%) selecting “satisfied.” Next to the lowest number of FCS teachers (#5 out
384 or 6.5%) selected “somewhat satisfied,” and the lowest number (17 out of 384 or 4.4%)
selected “not satisfied” for this dimension of the job. The data indicated that thetynai
the respondents selected “extremely satisfied” and “very satigf@erning job security.

Social Service

Social service, in the context of this study, refers to the chance to do thimglseor

people. The frequencies of responses for this dimension of the job measured on the MSQ
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scale are found in Table D9. The highest number of FCS teachers (191 out of 383 or 49.9%)
selected “extremely satisfied” with this dimension of the job. The second higimaber

(142 out of 383 or 37.1%) selected “very satisfied” with the third highest number (40 out of
383 or 10.4%) selecting “satisfied.” Less than 3% of the respondents() chose

“somewhat satisfied” or “not satisfied.” Therefore the majority ofslections were

between “extremely satisfied” and “very satisfied” for the chaoawtthings for other

people.

Authority

Authority, in the context of this study, is the opportunity to tell other people what to
do. Data pertaining to the frequencies of response for this dimension are locatelgin Ta
D10. Data show that the highest number of FCS teachers (181 out of 372 or 48.7%) selected
“satisfied” with this dimension of the job. The second highest number (89 out of 372 or
23.9%) selected “very satisfied” with the third highest number (46 out of 372 or 12.4%)
selecting “extremely satisfied.” Next to the lowest number of FCéea¢41 out of 372 or
11%) selected “somewhat satisfied,” and the lowest number (15 out of 372 or 4%Yselecte
“not satisfied” for this dimension of the job. The data indicated that the majort of t
respondents selected “satisfied” and “very satisfied” for the chancé ¢ohtets what to do.

Ability (utilization)

Ability (utilization), in the context of this study, is the opportunity to do things on the
job that makes use of one’s abilities. Data found in Table D11 show that the highest numbers
of responses (198 out of 383 or 51.7%) were “extremely satisfied” with aspecialb tide
second highest number of FCS teachers’ responses (131 out of 383 or 34.2%) were “very

satisfied,” and third highest (37 out of 383 or 9.7%) were “satisfied.” On the low end the
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second lowest number of FCS teachers (13 out of 383 or 3.4%) selected “somewhat
satisfied,” and the lowest number (4 out of 383 or 1%) selected “not satisfied” for this
dimension of the job. It was noted that the majority of the responses selectdubtveren
“extremely satisfied” and “satisfied” for the opportunity to make use of #indities.

Policies and Practice

Policies and practices, in the context of this study, refer to the way schoatpaliei
put into practice. Data presented in Table D12 show that the highest number of ¢i@gstea
(118 out of 384 or 30.7%) selected “satisfied” with this dimension of the job. The second
highest number (104 out of 384 or 27.1%) selected “somewhat satisfied,” with the third
highest number (81 out of 384 or 21%) selecting “very satisfied.” Next to the lowelsenum
of FCS teachers (47 out of 384 or 12.2%) selected “not satisfied,” and the lowest number (34
out of 384 or 8.9%) selected “extremely satisfied” for this dimension of the job. Tde dat
indicated that the majority of the respondents selected “satisfied” antktghat satisfied”
for school policies and practices.

Compensation

Compensation, in the context of this study, is the pay for the amount of work that is
done. The frequencies of responses for this dimension of the job measured on the MSQ scale
are found in Table D13. The highest number of FCS teachers (128 out of 384 or 33.3%)
selected “satisfied” with this dimension of the job, the second highest number (93384t of
or 24.2%) selected “somewhat satisfied,” with the third highest number (85 out of 384 or
22.1%) selecting “very satisfied.” The second to the lowest number of FG®e1te#s2 out
of 384 or 13.5%) selected “not satisfied,” and the lowest number (26 out of 384 or 6.8%)

selected “extremely satisfied” for the pay they receive. For thisrdiime of the job the data
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indicated that the majority of the respondents selected “satisfied” antktghat satisfied”
for the compensation received for the amount of work that they do.

Advancement

Advancement, in the context of this study, represents the chance to get ahead on the
job. Data pertaining to the frequencies of response for this dimension aszllocd@tble
D14. Data show that the highest number of FCS teachers (155 out of 380 or 40.8%) selected
“satisfied” with this dimension of the job. The second highest number (81 out of 380 or
21.3%) selected “somewhat satisfied,” with the third highest number (64 out of 380 or
16.8%) selecting “very satisfied.” Next to the lowest number of FCS tea(@&put of 380
or 15.3%) selected “not satisfied,” and the lowest number (22 out of 380 or 5.8%) selected
“extremely satisfied” for this dimension of the job. The data indicatedhbanajority of the
respondents selected “satisfied” and “somewhat satisfied” for the advartagppertunities
in their positions.

Responsibility

Responsibility, in the context of this study, is defined as the freedom to usewame’s
judgment. Data pertaining to the frequency of response for Responsibility are rioUauole
D15. The highest number of FCS teachers (156 out of 385 or 40.5%) selected “very
satisfied” with this dimension of the job. The second highest number (127 out of 385 or 33%)
selected “extremely satisfied” with the third highest number (78 out of 385 or 20.3%)
selecting “satisfied.” At the low end, the second lowest number of FCS ted2heyut of
385 or 5.5%) selected “somewhat satisfied,” and the lowest number (3 out of 385 or 0.8%)

selected “not satisfied” for this dimension of the job. From this data it can be ndtétetha
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majority of the responses selected were between “extremelyegditiafid “very satisfied”
concerning the freedom of teachers to use their own judgment.

Creativity

Creativity, in the context of this study, is defined as the chance to try one’s own
methods of doing the job. The data in Table D16 show that the highest number of FCS
teachers (171 out of 384 or 44.5%) selected “extremely satisfied,” the second highbsr
(136 out of 384 or 35.4%) selected “very satisfied,” and the third highest number (54 out of
384 or 14.1%) chose “satisfied” for this aspect of the job. The second lowest number (18 out
of 384 or 4.7% selected “somewhat satisfied,” with the lowest number of teacherof{5 out
384 or 1.3%) selecting “not satisfied.” The majority of FCS teacher resporsedatween
“extremely satisfied” and “very satisfied” for this dimension of the job.

Work conditions

Work conditions, in the context of this study, refer to the physical surroundings
(heating, lighting, etc.). The frequencies of responses for this dimendioa job measured
on the MSQ scale are found in Table D17. The data show that the highest number of FCS
teachers (127 out of 384 or 33.1%) selected “very satisfied” with this dimension obthe |
the second highest number (98 out of 384 or 25.5%) selected “extremely satisfiedyewith t
third highest number (92 out of 384 or 23.9%) selecting “satisfied.” The second to the lowest
number of FCS teachers (51 out of 384 or 13.2%) selected “somewhat satisfied,” and the
lowest number (16 out of 384 or 4.2%) selected “not satisfied” for work conditions. For this
dimension of the job the data indicated that the majority of the respondents selected

“Extremely satisfied” and “very satisfied” for the conditions of tr@kwenvironment.
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Coworkers

Coworkers, in the context of this study, refer to the way coworkers get altngne
another on the job. The data presented in Table D18 show that the highest number of FCS
teachers (111 out of 385 or 28.8%) selected “very satisfied,” the second highest number (107
out of 385 or 27.8%) selected “satisfied,” and the third highest number (94 out of 385 or
24.4%) chose “extremely satisfied” for this aspect of the job. The second lmueker (51
out of 385 or 13.2% selected “somewhat satisfied,” with the lowest number of te&hers (
out of 385 or 5.7%) selecting “not satisfied.” The majority of FCS teacher respoase
between “very satisfied” and “satisfied” for the way coworkersatfaig on the job.

Recognition

Recognition, in the context of this study, is defined as the praise one gets for doing a
good job. The ratings for the MSQ scale found in Table D19 show that the highest number of
FCS teachers (119 out of 382 or 31.2%) selected “satisfied,” the second highest number (88
out of 382 or 23%) selected “very satisfied,” and the third highest number (69 out of 382 or
18.1%) chose “somewhat satisfied” for this aspect of the job. The second lowest (&#nber
out of 382 or 15.2% selected “not satisfied,” with the lowest number of teachers (48 out of
382 or 12.6%) selecting “extremely satisfied.” The majority of FCS esraelsponses were
between “satisfied” and “very satisfied” for this dimension of the job.

Achievement

Achievement, in the context of this study, is the feeling of accomplishment ane get
from the job. Data pertaining to the frequency of responses to Recognition are foubtein Ta
D20. Data show that the highest number of FCS teachers (138 out of 384 or 35.9%) selected

“very satisfied” with this dimension of the job. The second highest number (133 out of 384
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or 34.6%) selected “extremely satisfied” with the third highest number (76 88dadr

19.8%) selecting “satisfied.” Next to the lowest number of FCS teachers (28384 of

7.3%) selected “somewhat satisfied,” and the lowest number (9 out of 384 or 2.3%}lselecte
“not satisfied” for this dimension of the job. The data indicated that the majorty of t
respondents selected “extremely satisfied” and “very satisfiedhéofeeling of
accomplishment the teachers perceive from their jobs.

Research Question 3

Is there a relationship between the general level of job satisfaction of Wis€@1S
teachers and specific demographic variables?

To answer this research question, satisfaction scores for 13 of the 14 independent
variables were analyzed through descriptive statistics and multipkssagn analysis using
SPSS software. In looking at the groups within each independent variable addtetor
general job satisfaction, no statistically significant diffee=np < .05) were found between
groups (see Table 11).

Age

No statistically significant difference & .05) was found between means on the
general satisfaction scale for different categories of the varidigie.” The data indicated
the mean on the general job satisfaction scale was 3.94 (SD= 1.01). As indicatedidy
comparisons there was no difference in job satisfaction levels betweeatageries (see
Table 12). These findings are similar to studies where no significant differnce05)
were found between groups of teachers by age for secondary agricudtirerse(Bowen &
Radhakrishna, 1990; Cano, 1990; Castillo et al., 1999), studies of secondary vocational

educators in Ohio (Berns, 1989) and Texas urban FCS teachers (Tucker, 2009). However,
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several studies have shown a relationship between age and job satisfaction. Fallowing
shaped curve satisfaction starts high with younger employees, declimesrdiddle age
years, and then starts to improve again as employees near retirem@tuexgdurg, 1979;
Herzberg et al., 1957).

Table 11

Relationships Among Independent Variables and General Level of Job Gmtisfa

Variable df F p
Age 5 1.44 0.21
Gender 1 0.27 0.60
Ethnicity 3 0.37 0.78
Marital status 4 0.89 0.47
Teaching load 1 0.03 0.87
Community type 2 1.24 0.29
Mentor participation 1 2.79 0.10
Class size 4 0.17 0.95
Students’ family income 2 0.09 0.91
Income 7 1.50 0.14
Degree 2 0.31 0.74
Yrs teaching 6 0.34 0.91
Changing positions 8 1.29 0.25
Household income (Teacher) 9 1.20 0.29

Note. Statistical significance is set at alpha < .05

Gender

Studies reviewed indicate a divergent mix of conclusions about the differences
between males and females and their job satisfaction levels. In this stucbtisially
significant differencesp(< .05) were found between the mean scores on the general job

satisfaction scale between the categories of gender. The mean scorgemetiad
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satisfaction scale for females was 3.94 (SD=1.01) and 3.75 (SD=0.87) for nindes. T
differences between the standard deviations indicated that male resporetentsone

similar in responses to job satisfaction than female respondents.

Table 12
Age
Age N Median Mean Standard
Deviation
Under 23 1 4.00 4.00 0.00
23- 34 yrs 89 4.00 3.84 1.05
35- 44 yrs 64 4.00 4.00 0.96
45- 54 yrs 114 4.00 4.00 0.94
55- 64 yrs 113 4.00 3.85 1.08
65 yrs or older 4 4.00 4.30 0.96
Total 385 4.00 3.94 1.01
Ethnicity

This variable was not analyzed as a predictor of job satisfaction for thyssstwe
the respondents were overwhelmingly white=(381, 99.2%).

Marital Status

This current study along with a majority of the studies that considerethhsaaitus
found no significant differencg & .05) in the level of satisfaction and marital status (Weiner
& Clawson, 1984; Grady, 1985, St. John & Pestle, 1992; Smith, 1995). Two studies reported
that married teachers were more satisfied with their jobs than single, divoragidowed
(Martin & Light, 1984; Holley & Kirkpatrick, 1987). In this study, no statidticaignificant
differencesff < .05) were found between job satisfaction and marital status. However
median scores do indicate that those respondents in the widowed category wéyarshight
satisfied. The differences between the standard deviations indicated theedivor

respondents were more dissimilar as a group in responses to job satisfaetibab{sel3).
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Table 13

Marital Status

Marital N Median Mean Standard
Status Deviation
Single 47 4.00 3.77 0.94
Married 310 4.00 3.95 1.01
Divorced 22 4.00 3.95 1.25
Widowed 4 4.50 4.25 0.96

Total 383 4.13 3.93 1.01

Highest Academic Degree

Reviews of job satisfaction studies that include educational level as blearia
indicated mixed outcomes. Two studies (Berns, 1989; Smith, 1995) showed that workers
with more education have higher job satisfaction, while another study (Weinews&sai,
1984) indicated that workers with more education have lower job satisfaction.ofhddlitj
the majority of studies reviewed indicated no relationship between the twee(Bet al.,
1994; Cano & Miller, 1992; Castillo & Cano, 2004; Castillo et al., 1999; Herzberg et al.,
1957; Holley & Kirkpaterick, 1987).

A similar level of satisfaction was reported for FCS teachers withcador’s,
Master’s, or Master’'s +30 (see Table 14).

Table 14
Highest Academic Degree

Degree N Median Mean Standard
Deviation
Bachelor’s 162 4.00 3.93 1.01
Master’'s 104 4.00 3.87 1.04
Master’'s +30 115 4.00 3.98 1.00

Total 381 4.00 3.93 1.01
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Years of Teaching

Studies investigating a relationship between the number of years of expeaied
job satisfaction relayed a variety of results. Two studies with FCS tsacdkeated that as
one’s years of experience increased overall job satisfaction increasedl &Holley &
Kirkpaterick, 1987; Tucker, 2009). This was also true for 4-H agents (Bowen et al., 1994)
and also Extension agents (Fetsch & Kennington, 1997). In contrast, St. John and Pestle
(1992), Smith (1995) and Cano & Miller (1992) found no relationship between job
satisfaction and years of experience. In this study, no statistsegiiificant differencegx(<

.05) were found on the general satisfaction scale for years of teachifigafded5).

Table 15

Years of Teaching

Years of N Median Mean Standard
Teaching Deviation
0-5yrs 56 4.00 3.95 1.09

6- 10 yrs 79 4.00 3.95 0.96

11- 15yrs 58 4.00 3.84 1.06

16- 20 yrs 51 4.00 3.82 1.03

21- 25 yrs 39 4.00 4.00 0.92

26- 30 yrs 42 4.00 3.98 1.00

31+ yrs 57 4.00 4.05 1.06

Total 382 4.00 3.94 1.01

The following factors (personal income, household income, teaching load, changes in
placement, mentor program participation, community, class size, and stddenilys
income level) were either not addressed in the studies reviewed or wergsaddrg very
few of the studies reviewed.

No statistically significant difference & .05) was found on the general satisfaction

scale for personal income, household income, teaching load, changes in placement, ment
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program participation, community, class size, and student’s family inconleTéee
different income categories showed a slight variance in job satisfactids; keith those at
the low end and high end reporting the highest levels of satisfaction.

Multiple regression analysis was used to determine the level of relationshigebet
selected demographic variables and general job satisfaction. The @yrassiel was
generated with SPSS version 16. The regression analysis incorporafiedvessteariable
selection process that utilized the 13 independent variables. Based on previouh asta
the research questions in the current study, the following variables wartedetaye,
gender, marital status, degree level, income, household income, teachingdoad, ye
teaching, number of placements, mentor program participation, school commuasisysize,
and students’ family income level. All independent variables were dropped outstéphe
wise regression indicating that none of the independent variables werecsitistgnificant
(p < .05) sources of general job satisfaction. The independent variables as a set@déoounte
only 4.5% of the variance in general job satisfaction (see Table 16).

Summary

This chapter presented the findings of the three research questions posedgeaaini
Wisconsin FCS teacher satisfaction. A total of 385 FCS teachers respondeditoelida
a response rate of 64%. Analyses of the responses indicated that their oxarafl j&b
satisfaction fell at the high end of the “satisfied” range, with FCS teabharg “satisfied”
or “very satisfied” with 17 of the 20 job dimensions measured by the MSQ. Analyses of the
responses also indicated that none of the demographic variables showed abyatistic
significant relationship on the dependent variable- general level of jokastiosf for FCS

teachers in Wisconsin.
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Table 16

Multiple Regression Analysis of General Job Satisfaction on IndependeabMari

Source of Variation df SS MS F- ratio Sig.
Regression 16.16 13 1.24 1.20 0.28
Residual 343.32 332 1.03

Multiple R=.212
R Squared = .045

Variable b Beta t-
ratio Sig.

Age -.03 -.03 -0.43 0.67
Gender -.27 -.04 -0.72 0.47
Marital Status .16 .08 1.28 0.20
Teaching Load 15 .06 0.97 0.33
Community Type .06 .04 0.66 0.51
Mentor Program -.22 -.10 -1.75 0.08
Class Size -.01 -.01 -0.10 0.92
Student Income Level .01 .01 0.04 0.97
Income .09 12 1.39 0.16
Degree -.05 -.04 -0.63 0.53
Change Positions -.08 -.14 -1.23 0.07
House Income .01 .03 0.56 0.57
Years Teaching -.01 -.01 -0.04 0.95

Note.p < .05
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CHAPTER 5
Discussion, Conclusions, and Recommendations

Chapter 5 contains a brief review of the study which consisted of responses provided
by 385 Wisconsin Family and Consumer Sciences public school teachers whoaskesgte
FCS at the time of this study. This chapter provides a discussion of majochefsedings
including conclusions and implications from those findings and concludes with
recommendations based on those findings for further research.

Job satisfaction is an extensively researched area. During the ladeé deb
satisfaction has become a subject of increased interest in the educatiodecending to
Werhan and Way (2006), a shortage of FCS teachers due to turnover and an aging workforce
continues to be a concern for many school districts. Previous research hasdnthiaat
turnover of teaching staff may in part be due to job dissatisfaction. Researdugphgvi
conducted suggested that identifying and understanding factors of job satnsthati
influences retention of teachers is important to the sustainability and groediocdtion
(Woods & Weasmer, 2002). The purpose of this study was to investigate and describe the
levels of job satisfaction of Wisconsin FCS teachers.

The issue of job satisfaction in this study was focused around the followirgatese
guestions:

Research Question 1. What is the general level of job satisfaction of &€lferte as
measured by the Minnesota Satisfaction Questionnaire (MSQ) short form?

Research Question 2: What level of job satisfaction do FCS teachers repachaf e

the 20 dimensions of the MSQ?
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Research Question 3: Is there a relationship between the general ledel of |
satisfaction of Wisconsin FCS teachers and specific demographic va?iables

Data related to the research questions were summarized using descafitiesst
(frequency distributions, percentages, central tendencies and standaradag\aith a
multiple regression analysis additionally being carried out on 13 demograpbisfac
Findings were used to develop a profile of the teachers and determine levels of job
satisfaction.

Discussion of Findings

Results for research question 1, which dealt with how satisfied family and consumer
sciences teachers were overall with their jobs, indicated these ®adrerat the high end
(3.94) of the “satisfied” level. A Likert scale was used which consisted of “Not
Satisfied’=1.00; “Somewhat Satisfied’=2.00; “Satisfied’=3.00; “Very S&ti5=4.00; and
“Extremely Satisfied"=5.00.

In this study few respondents (n=9 or 2.3%) reported that they were dissatisfied
overall with their job as a FCS teacher. The findings in this study werastmiboth earlier
and more recent research findings on FCS teacher job satisfaction (AfPelti8ghorne,
2010, Bartley & Sneed, 2004; Kluckman & Brands, 1991; Mimbs, 2002; Tripp, 2006;
Tucker, 2009).

Research question 2 addressed the level of job satisfaction FCS teachésd m@por
each of the 20 dimensions of the MSQ. According to the MSQ data, the majority of FCS
teachers (70.3% = 281) rated their general job satisfaction level at the “very salisire
“extremely satisfied” level. In addition to general job satisfactmels, specific dimensions

of job satisfaction and their importance to FCS teachers were also steasthis study.
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Results found that 87.3% of teachers who responded were “satisfied” to “dyteatisfied”
with 17 of the 20 job dimensions measured by the MSQ.

The findings indicated that intrinsic dimensions yielded higher levelsisfasion
than extrinsic factors, although the measure was not statisticallficaghip < .05). Of the
20 dimensions of job satisfaction the 11 highest ranked were all intrinsic dimensiohs of |
satisfaction. The top six ranked dimensions were social service, varieity-atiization,
creativity, moral values and activity, all of which had mean scores of 4.12 or Hegheg
in the “very satisfied” range. This mirrors results from other job satisin studies
(Brunetti, 2001; DeMato, 2001; Dinham & Scott, 1996; Herzberg et al., 1959; Holley &
Kirkpatrick, 1987; Huysman, 2007; Sergiovanni, 1967; Tucker, 2009).

In this study, the dimension that participants were most satisfied witmgasial
servie. This indicates that FCS teachers were more content with their abilitiptothers
than any other aspects of their jobs. In a study of FCS teachers in Baxchers claimed
their relationship with students was the most satisfying aspect of theasgiaf (Tucker,
2009). According to Herzberg et al. (1959), social service is an intrinsic dimexigtuajob,
and therefore, represents a variable leading directly to job satsfadtien present in the
occupation.

The Motivation-Hygiene theory indicated that extrinsic dimensions influence the
perceived level of job dissatisfaction among employees (Herzberg et al., TB&Three
extrinsic dimensions that received the highest frequency of “somewhéeda@nd “not
satisfied” responses among participants in this study were compensation eatiaty@nd
policies and practice. These findings were similar to findings in other stfdiescher job

satisfaction (DeMato, 2001; Holley & Kirkpatrick, 1987; Huysman, 2007; Tucker, 2009).
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The dimension producing the most dissatisfaction in this study was compensation
(feelings about pay in contrast to the amount of work completed). A number of thinlgs ca
attributed to the FCS teacher’s low ranking of the compensation factor. Asiteary to
carry out their ever-increasing duties, in today’s economic and politicatelithey often are
met with such barriers as authority figures, politics, and lack of funds (Bane, 2006y, T
with more single-parent households and a rising cost-of-living, a teachdyentanfronted
with significant financial challenges. A teacher who must assume salecfal responsibility
or whose salary is a necessary contribution to the family’s finances isikedyad
experience extrinsic dissatisfaction (Holley & Kirkpatrick, 1987). As schypstems
experience budget reductions, teachers’ salaries in general @asingrat smaller rates if at
all; many experience furloughs, or in some cases layoffs. In orderitedihool spending
the Wisconsin legislators enacted the Qualified Economic Offer (QEQO) in 1B8EO
limited school boards from offering more that a 3.8% combined compensation offeryfor
and benefits. As rising health insurance costs have taken most of the 3.8% totaisadiope
allowed, teacher salaries in some districts have declined in Wisconsin. Acctwrdhe
Bureau of Labor Statistics (Flickinger, 2010), while Wisconsin teacheesrhade small
gains in salary in the past three years, it is clear that they reteadilg behind other states
around them and those of most other states in the nation (see Table 17).

The findings show that the lack of career advancement is second to compensation
when evaluating dimensions contributing to dissatisfaction. Holley and Kirkpal®&« )
concluded that the lack of career advancement due to the teaching professiombaweétig

defined career hierarchy was a primary source of dissatisfaction dma¢eachers in their
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Table 17
State Rank Based on Teachers’ Salaries
State 2007 2008 2009

Rank  Salary Rank  Salary Rank  Salary
Michigan 8 54,683 12 53,410 17 52,300
Wisconsin 18 47,070 24 47,365 24 48,743
Minnesota 17 48,263 19 49,725 21 50,360
lllinois 11 53,463 9 56,505 9 57,283
Nat'l Average 52,250 53,700 54,420

(Flickinger, 2010)
study. According to Worrell (2004) dissatisfaction with career advancempattially due
to the fact that the teaching profession is both an entry level and terminal pasitasger
school systems where a team or department of FCS teachers may besdiaotandividual
may have the opportunity to advance into a department chair role. In the 2009éVet Lif
Survey of the American Teacher nearly 37% responded that a hybrid role would be
appealing. A hybrid role was described as teachers teaching in the clagsiddime as
well as having other responsibilities or roles in their school setting. Anotmerofor
advancement may be to an administrator position such as a Local Vocational Education
Coordinator or Career and Technical Education Coordinator, which may require adlditiona
education. Although this study did not investigate the rationale behind the disdaashgs
for the advancement dimension, the finding was not statistically signifiganiob) to job
satisfaction.

The policies and practices of a school affect a teacher’s satisfaction gt noaa
large extent beyond a teacher’s control. The climate within a building and the werkfor
conditions it encompasses can cause dissatisfaction leading to teacher t{ingavsoll,

2001; Johnson, et al., 2001). Climates and working conditions that include teacher’s in
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decisions regarding both instruction and school governance issues, have supportive
administration, incorporate collaborative professional development opportuNitigh (
Central Regional Education Laboratory [NCREL], 2001) and enforce studeiplidissc

policies are more successful in retaining teachers (Boyer & G#le2p04; Ingersoll, 2001).
Involving teachers in decision making may improve (a) the relationship between
administrators and teachers, (b) the decisions that are made, and (c) the likbktdoe t
decision will be implemented. A survey of Superintendents in a seven state regiois(lll
Indiana, lowa, Michigan, Minnesota, Ohio, and Wisconsin) found that treating teashers
professionals, by providing common planning time and involving them in decision making,
helped in teacher retention (NCREL, 2001).

Drawing on his research and secondary-school teaching experiences, Irstetieso!
that schools’ policies should be examined as to whose policies are emphasized and what
options or choices are in place for those who individually or collectively disagteéhase
policies. He hypothesized that “...if a school provides mechanisms for the protection of
academic freedom and job security (such as tenure) and for voicing opposition (such as
unions) those who disagree with school policies will be less likely to exit” (2001, p. 527- 8).
In Wisconsin there is currently a push to pass legislation that would seveteilst the
collective bargaining rights of some public employee groups including teachers. T
legislation would also restrict collection of union dues by school districts andeeouans
to recertify by vote every year. This would dramatically change thesteuaf the teachers’
union, which may lead to loss of representation and a lack of feeling protectednae ity

Ingersoll.
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Research question 3 investigated the relationship between the general lekiel of |
satisfaction of Wisconsin FCS teachers and specific demographic varhbléple
regression analysis indicated that there was no statisticallyisagriifp < .05) effect on the
dependent variable- general job satisfaction, based on any of the independentvditeble
lack of significance in these findings suggests that these factors asxinas sources of
satisfaction or dissatisfaction for family and consumer sciences teach&isconsin.
Research reviewed (e.g. Tripp, 2006; Tucker, 2009) indicates that other dimensions of the
job, specific to the content area, may provide further insight into the area ofigfacsiamn.

Analysis of the demographic data portrayed the typical Wisconsin FCS teacher
white female, older than 45 years of age, with a Master’s degree, tedhtimge for an
average of 17 years. In taking a closer look at some of the independent variables found in a
review of the available research we find some similar results and comaeting profession.
Age

The majority of the respondents to this study were 45- 65+ years. This supports
other’s findings of an aging teacher population. Bartley and Sneed (2004) found that just
over 40% of the FCS respondents were over age 50, while Mimbs (2002) results indicated
nearly three-fourths were 41-55 years in her sample. Tripp (2006) reported juS6%vef
her respondents were 51- 60 and for Tucker’s (2009) sample over 60% were age 45- 55+
years.
Gender and Ethnicity

The research has reported on issues of diversity of FCS teachers. Werhan and Way
(2006) reported that there were 252 males out of an estimated 37,500 FCS teachers in the

United States in 2002-2003 school year. In studies of FCS teachers by Mimbs (2002), Tripp
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(2006) and St. John & Pestle (1992), respondents were reported as 100% female and
predominantly white. Tucker’s study (2009) in Texas reported one male out of 57
respondents with nearly 65% white. In other reports, over 90% of the respondentsitere
(Bartley & Sneed, 2004; Mimbs, 2000). In an exploration of men in FCS, Werhan discussed
gender stereotypes of FCS content and the teaching profession as a whakte8hbat
“the stereotype of FCS education being ‘women’s work’ continues. The recntiicden
may...help lessen stereotypes that serve to limit the impact of and resypibet éntire FCS
profession” (2010, p. 27).
Degree

The demographic data collected showed that 57.5% of the FCS teachers responding
to the survey had a master’s degree; 42.5% reported having a bachelor’s degree and no
participant reported having a doctorate. All degree levels showed a repaalyevel of
satisfaction with findings also indicating no relationship of degree level to jcifesion.
This mirrored the findings of several other studies (Bowen et al., 1994; Cano &, W982;
Castillo & Cano, 2004, Castillo et al., 1999; Herzberg et al., 1957).
Years of Teaching

Results show over 63% of respondents have been teaching for less than 20 years with
those teaching 21lyears or more (37%) being slightly more satisfied thanithlodess
experience. Similar findings indicating an increase in job satisfactigpeaas of experience
increased were reported in studies by Holley & Kirkpaterick (1987) and Tucker) (2009

Retention rates can also be affected by the number of years a teaclpEmhas a

particular location. The more years working in a particular district, thre wostly it
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becomes to leave, simply because pay, responsibilities, and job opportunitiesratedft
directly to experience within the same school district (Kain, HanushekykrlR2004).
Mentoring Program Participation

Findings for this study indicate that those that had participated in a mentoring
program were only slightly more satisfied than those who had not participated (but not
statistically significantp < .05). Studies indicate that addressing the learning needs of new
teachers through induction and mentoring programs raise retention rates teankers
(Darling-Hammond, 2003; Feiman-Nemser, 2003; Ingersoll & Kralik, 2004&rsadf &
Smith, 2004; Mimbs, 2000). A review of literature conducted by Guarino, Santibanez, &
Daley (2006) indicates that “types of induction support that had the strongestepositi
association with retention were having a mentor in the same field” (p. 198). Theobald and
Michael’s findings suggest that on-going mentoring programs should be a shared
responsibility that promotes teacher learning across all experiesgte (2001). In
Wisconsin each school district is required to have a mentor program in place.sTin@re i
standard program; each district has the autonomy to design and put their program into
practice; leading to varying levels of program effectiveness.
Limitations of the Study

This study as with all survey research was subject to certain longatA main

limitation was that both sections of the survey, the teacher profile section anchtiesta
Satisfaction Questionnaire, were self-report instruments. With smiftreg, inadequate
answers cannot be probed for more specific or relevant responses, and if the cgiestion i
unclear to the respondent, there is no interviewer to explain the question. Thelsoveas a

limitation in that the study was limited to the respondents’ responses on thy ¢vemt
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dimensions of the job as measured by the Minnesota Satisfaction Questionnaine TMSQ
study was limited to the factors included in the MSQ, therefore other spmeéis of
satisfaction or dissatisfaction may not have been revealed. The findirgala@timited by
the accuracy of the responses provided by the participating teachers. Ei@Sstdavel of
interest in the study and their willingness to respond to the questionnaire mayal$mata
an effect on responses.

Conclusions

The primary purpose of this study was to investigate and describe the levels of job
satisfaction of FCS teachers in Wisconsin as measured by the Minnessftctar
Questionnaire. Considering this purpose, the findings revealed that FCS teamtkarg im
a Wisconsin public school reported a general job satisfaction level of isditisf their
current positions, as well as levels of “satisfied” to “extremelyfgadiswith 17 of the 20
job dimensions as measured by the MSQ short form. The mean satisfaction score of 3.94 on
a scale of 1.00 (not satisfied) to 5.00 (extremely satisfied) was the findirgughzorts this
conclusion. According to these results, the majority of family and conssowerces teachers
in Wisconsin are having a positive experience in their present jobs.

The findings also indicate that FCS teachers were most satisflechivibsic
dimensions (e.g. social service, variety, ability-utilization, cregtimoral values, activity,
responsibility, achievement, security, independence, social status, andt@uthan with
extrinsic dimensions (e.g. compensation, advancement, policies and practices and
recognition). These conclusions are not surprising since similar conclusionseaanred
for FCS teachers in California (Tripp, 2006), Illinois (Arnett & Polkinghorne, 2016jida

(St.John & Pestle, 1992), Missouri (Mimbs, 2002), North Carolina (Weiner & Clawson,
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1984), Ohio (Smith, 1995), Texas (Tucker, 2009) South Dakota (Kluckman & Brands, 1991)
and a southern state (Bartley & Sneed, 2004).

In light of the small percentage of those surveyed indicating they were trsbitesél
(2.3%), or only “somewhat satisfied” (6.5%) with their job as an FCS teachendiegf of
this study are important. The research reaffirmed that the professiemi dacritical time;
shortages are increasing with an imbalance of supply and demand causetidrg teac
changing professions or retiring. With research indicating that job satisfas a critical
element for attracting and retaining educators, this study providesatrémt more content
specific research into this crucial area of FCS education.

Recommendations for the Profession

1. With the knowledge of job factors that FCS teachers find to be satisfying,
administrators and school boards can improve their recruiting, interviewing,
evaluating and ultimately retention of FCS teachers, strengthening theuckyroi
the FCS program in their school.

2. Family and consumer sciences teachers in Wisconsin perceive extnmsitsthns
(e.g. compensation, advancement, policies and practices and recognition) as
dissatisfiers. The elimination or reduction of these dissatisfiers shoutttbesaed
by stakeholders (e.g. administrators and school board members). Raisiieg saldr
increasing benefits will ultimately keep some teachers in the fieldekMenyvin light
of the poor economic conditions in Wisconsin, salary increases are not ticrealis
possibility. This study also indicated that higher levels of satisfactioe ¢am
many intrinsic dimensions of the job. Dimensions that do not necessarily add an

additional financial burden to a school district include:
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e doing for other people

e doing different things

e using one’s abilities and creativity

e being free to use one’s judgment and trying one’s own methods

e providing teachers with a sense of accomplishment through recognition

e These dimensions of the job can, to a large part, be enhanced without a large
investment of new resources.

3. Findings indicate that recruitment of minorities and males is needed. With nearly
98% of respondents indicating they were females, and 99% of respondents indicating
they were “white”, there are definite imbalances that should be addresslediaié
collected nationally indicating that student enrollments at the secondarynéves
were fairly equal between genders (Werhan & Way, 2006), a more genderdohla
teaching force would be desirable. A further consideration for recruntorg males
is the elevation of the teaching profession as a whole. A review of literatlicates
that teaching lacks status as a profession (Cushman, 2005; Johnson et al., 2004).
According to Werhan (2010), an increased number of competent men serving as role
models in the teaching profession and specifically in FCS would be beneficilal to al
students in helping to lessen the stereotypes that limit the respect for tssmnof

4. Based on the findings of this study and others, the high satisfaction le¥&Sof
teachers and the number of available teaching positions could be used in recruiting

students to post secondary programs.
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Recommendations for Future Research

Based on the conclusions of this research, the following recommendations areegdresent
for consideration to strengthen research in the area of FCS education andadpye€diS
teacher job satisfaction:

1. Because the majority of Wisconsin FCS teachers indicated they weestt |
“satisfied” with their role as a FCS teacher, it is recommended that datdideted
from those who ended their employment in an effort to determine their perceived
level of job satisfaction and the factor(s) that influenced their decision.

2. Researchers should investigate the job satisfaction of FCS teachgrguaitative
methods in order to gather data from a different perspective and provide a more in
depth understanding of how FCS teachers view their jobs. Responses to these
guestions may provide Higher Ed faculty with a better picture of a typicaigmos
that could be passed on to their current or potential students.

Open ended survey or personal interview questions may include:

e How has the current political climate affected how you feel about your job?

e How has the current social climate affected how you feel about your job?

e What are the significant impediments to the preferred role and function of
your job?

e What are the significant supports that allow you to perform the preferred
role and function of your job?

e Are there factors that have not been asked about that would help in
understanding your level of job satisfaction?

e Do you plan on remaining in your current position at your present school for
the next 5 yrs? If yes, for how long? If no, why not?

e What level do you teach; middle school, high school or combination?

e What are the courses that are taught?

3. Researchers should also investigate the possible trend towards shortag8s of FC
teachers due to retirement as well as possible recruitment effortsalSewbe

studies reviewed indicated findings of an aging FCS teacher population (Bartley
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Sneed, 2004; Mimbs, 2002; Tripp, 2006; Tucker, 2009) and a documented shortage of

gualified teachers (Werhan & Way, 2006) leading to a concern that programs may

close if the supply does not improve.

4. A longitudinal study tracking FCS teacher’s job satisfaction and retentianwatdd
be beneficial to school districts and institutes providing FCS teacher education
programs.
Summary

This chapter provided a review of the research and a summary of the findiegs. T
purpose of this study was to investigate and describe the levels of job satisbact
Wisconsin FCS teachers who are currently teaching FCS. The resultgentiat FCS
teachers working in a Wisconsin public school reported a general job satisfagel of
“satisfied” in their current positions, as well as levels of “satisfted’extremely satisfied”
with 17 of the 20 job dimensions as measured by the MSQ short form. These results are
similar to past studies around the country. In the current study, a statisatygdis of 13
variables revealed that none were related at a statistically satifevel (p<.05) to the
general level of job satisfaction of FCS teachers. In conclusion, recommasdaére made

for the profession and future research.
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APPENDIX A

Survey

1. What is your age? (select one)

O Under 23 years
O 23-34 years
O 35-44 years
O 45- 54 years
O 55- 64 years
O 65 years or over

2. What is your gender? {select one}

3. What is your primary race/ethnic group? {select one)

O American |ndian or Alaskan Native

O Asian

O Black or African American

O Hispanic or Latino

O Mative Hawatian or Other Pacific Istander

4. What is your current marital status? (select one)

O Single, never married

O ‘Would rather not say

5. What was the last grade or level of school that you completed? (select one)

O Bachelor's degree

O Master's degree

O Masters plus 30 semester hours

O Doctorate degree
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6. What is your yearly income? (select one}
O $10,000 to $19.999
O $20,000 to $29,999
O $30,000 to $39,299
O $40,000 to $49,999
O $50,000 to $59,999
O $60,000 to $69,999
O $70,000 to 579,999
O $80,000 to $89,999
O $86,000 to $69,099
O $100,000 to $149,999

O $150,000 or more

7. What is your total household income? {select one)
O $10,000 to $19,999
O $20,000 to $29,998
O $30,000 to $39,999
O $40,000 to $49,999
O $50,000 to $59,998
O $60,000 to $69,5099
O $70,000 to $79,989
O $80,000 to $89,999
O $94,000 to $99,809
O $100,000 to $149,999

O $150,000 or more

8. How much of your teaching assignment is Family and Consumer Sciences? (select
one)

9. Including the current school year, how many years of teaching Family and Consumer
Sciences do you have?

i |
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10. In your career, how many times have you changed placements as an Family and
Consumer Sciences teacher?

11. Have you ever participated in a teacher mentoring program? (select one)

13. How would you describe the community your school district is in? (select one)
O Rural {low population density)
O Suburban (residential community within commuting distance of an inner city)

O Urban { high popuiation density- inner city)

14. What is the average class size that you teach? (select one)

O 10- 14 students
O 15~ 19 students
O 20~ 24 students
O 25- 20 students
O 30+ students

15. Based on your best estimate of the student population at your school what family
income level would the majority of your students come from? (select one)
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On this page you will find statements about your present job.
Please read each statement carefully and decide how you feel about the aspects of your job described by the statement

Please be frank and honest with vour responses, giving a true picture of your feelings about your present job.
{Modified Minnesota Satisfaction Questionnaire-Copyright 1867, Vocational Psycholegy Research; U of M. Reproduced
by permission}

16. Ask yourself: How satisfied am | with this aspect of my joh?

Extremely Satisfied Very Satisfied Satisfied Somewhat Satisfied Mot Satisfied
Baing able to keep busy all
the time.
The chance to work alone
on tha job.
The chance to do different
things from time to time.
The chance to be
"somebody" in the
community.
The way my boss handles
his/her workers.
The competence of my
supervisor in making
decisions.
Being able to do things
that don't go against my
conscience.
The way my job provides
for steady employment
The chance to do things for
other people.
The chance to tell people
what fo do.

OO O OO OO0
OO0 O OO OO0
OO0 O OO OO0OOO0
OO0 O OO OO0
OO0 O OO O0OOO0

17. Ask yourself: How satisfied am | with this aspect of my job?

Exteremely Satisfied Very Satisfied Satisfied Somewhat Satisfied Not Satisfied
The chance to do
something that makes use

O
O
O
O
O

of my abilities.

The way company policies
are put into practice.

My pay and the amount of
work | do.

The chances for
advancement on this job.
The freedom to use my
own judgment.

The chance fo try my own
methods of doing the job.

The working conditions.

The way my co-workers gef
along with each other.

The praise | get for doing a
gooad job.

The feeling of

OO00O00OO0O00OO0
OCOO0OOOOO0O
OO0O0OOOO0OO0
OXOLGIORCAONCRONG.
OO0O0O0O0OO0OOOO0O

accomplishment | get fram
the job.
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APPENDIX B
Minnesota Satisfaction Questionnaire Permission

UNIVERSITY OF MINNESOTA

Twin Cities Campus Department of Psychology N218 Elfiott Hall
. 75 East River Road
College of Liberal Arts Minneapolis, MN 55455

Office: 612-625-2818
Faxc: 612-626-2079
www.psych.umn.edu
Email: psymain(@umn.edu

July 30, 2010

Marhsa Larson
230 Shorewood Ter
WI Rapids, WI 54494

Dear Marsha Larson:

We are pleased to grant you permission to use the Modified Minnesota Satisfaction
Questionnaire 1967 short form on a secure web site is your research project as you
requested.

Please note that each copy that you make must include the following copyright statement:

Copyright 1967, Vocational Psychology Research
University of Minnesota. Reproduced by permission.

Vocational Psychology Research is currently in the process of revising the MSQ manual
and it is very important that we receive copies of your research study results in order to
construct new norm tables. Therefore, we would appreciate receiving a copy of your
resuits including 1) Demographic data of respondents, including age, education level,
occupation and job tenure; and 2) response statistics including, scale means, standard
deviations, reliability coefficients, and standard errors of measurement.

Your providing this information will be an important and valuable contribution to the new
MSQ manual. If you have any questions concerning this request, please feel free to call us
at 612-625-1367.

Dr. David J. Weiss, 'ir%:tor
Vocational Psychology \:esearch
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APPENDIX C

E-mail Letter and E-mail Scripts to FCS Teachers

TSUTRB # 1 10-392
EXEMPT DATE: 6 Qctober 2010

E-MAIL LETTER AND E MAIL SCRIPTS TO FCS TEACHERS

First e-mail letter to be sent to participants in the survey to indicate upcoming e-
mail

"Marsha Larson" <malarson@uwsp.edu>
, 2010
Dear Fellow Family and Consumer Sciences teacher,

1 am in the process of designing a study that will aid in the collection of data to explore
job satisfaction among Wisconsin Family and Consumer Sciences teachers.

You have been selected to participate in an internet survey to identify what characteristics
of the job teaching Family and Consumer Sciences in a Wisconsin school district
contribute to job satisfaction. Soon, you will receive an c-mail from (Survey Monkey)
entitled FCS Teacher's Job Satisfaction Survey.

Please take 10 minutes to complete this important survey, as it will yield valuable
information for our profession. Your response to this e-mail is vital.

Your individual responses will be kept in strict confidence. Your personal information
will not be associated with your response. The principal rescarcher will use a protected
password, to access data from the web-based survey.

There are no foreseeable risks from participating in this study. Your participation in this
study is voluntary. If you do not feel comfortable completing the questionnaire, you are
free to discontinue at any time. There is no penalty or loss to you for not completing the
survey or if you begin the survey but wish to withdraw and discontinue. You can skip any
questions on the survey that you do not wish to answer. By participating, you give the
researchers your consent to participate.

As a teacher, 1 realize how valuable your time is, and I appreciate your helping with this
short survey. If I can be of any assistance, or if you have any questions, please feel free to
contact me by phone. Once again thank you for your assistance with this study.

Sincerely,

Marsha Larson, CFCS

Ph.D. candidate Iowa State University
715-424-1987

malarson@uwsp.edu
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1SUIRB#1 10-392
EXEMPT DATE: 6 October 2010

First E-Mail script
Date -2010

From: malarson@uwsp.edu

To: Family and Consumer Sciences Teachers

Subject: Survey

Recently you received an email letter that spoke of a survey on job satisfaction among
FCS teachers in Wisconsin school districts.

The survey is part of my doctoral dissertation for lowa State University and I hope you
will be able to help. The link to this first ever internet survey is:

Please click this link, OR paste it to your browser and it will take you to the link.

You only need 10 minutes to complete the survey. Thank you for your help with this very
important project.

Thanks,

Marsha Larson
Ph.D. candidate Iowa State University
715-424-1987 malarson@uwsp.edu

Second E-Mail script
Date

From: malarson@uwsp.edu
To:
Subject: Family and Consumer Sciences Teachers second

If you have already replied to the survey, thank you for your help with this very
important project.

Recently you received a letter and an e-mail that spoke of a survey on job satisfaction
among FCS teachers in Wisconsin school districts and I really need your help.

The survey is part of my doctoral dissertation for Iowa State University and I hope you
will be able to help. The link to this first ever internet survey is:

You only need 10 minutes to complete the survey.

Thank you for your help with this very important project.

Marsha Larson
Ph.D. candidate Iowa State University
715-424-1987 malarson@uwsp.edu
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1SUIRB#1 10-392
EXEMPT DATE: 6 October 2010

Third E-Mail script
Date:

From: malarson@uwsp.edu
To: Family and Consumer Sciences Teachers
Subject: Survey

If you have already replied to the survey, thank you for your help with this very
important project.

Recently you received a letter and an e-mail that spoke of a survey on job satisfaction
FCS teachers in Wisconsin school districts and I really need your help.

The survey is part of my doctoral dissertation for lowa State University and I hope you
will be able to help. The link to this first ever internet survey is:

You only need 10 minutes to complete the survey.
Thank you for your help with this very important project.

Marsha Larson
Ph.D. candidate Iowa State University
715-424-1987 malarson@uwsp.edu

Fourth and final E-Mail script
Date
From: malarson@uwsp.edu
To: Family and Consumer Sciences Teachers
Subject: Final Chance to Participate in FCS Teacher Job Satisfaction Survey

I wanted to send one final e-mail to invite you to participate in the Wisconsin FCS
Teacher Job Satisfaction Survey. The survey will be closing on ( date ).
If you have responded, I am so appreciative of your effort to participate in the first ever

. internet survey of job satisfaction among Family and Consumer Sciences teachers in
Wisconsin.
If you have not responded won’t you please consider doing so now? The survey is part of
my doctoral dissertation for lowa State University and I really need your help. The link to
the survey is:

You only need 10 minutes to complete the survey. Thank you for your help with this very
important project.

Marsha Larson
Ph.D. candidate Iowa State University
715-424-1987 malarson@uwsp.edu
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APPENDIX D

Freguency Distributions for MSQ Dimensions

Table D1
Frequency Distribution for Activity
Frequency Percent Cumulative Percent

Not satisfied 5 1.3 1.3
Somewhat satisfied 9 2.3 3.7
Satisfied 70 18.2 22.3
Very satisfied 129 33.5 56.5
Extremely satisfied 164 42.6 100.0
Missing 8 2.1
Total 385 100.0
Table D2
Frequency Distribution for Independence

Frequency Percent Cumulative Percent
Not satisfied 5 1.3 1.3
Somewhat satisfied 30 7.8 9.3
Satisfied 104 27.0 36.8
Very satisfied 131 34.0 71.4
Extremely satisfied 108 28.1 100.0
Missing 7 1.8
Total 385 100.0
Table D3
Frequency Distribution for Variety

Frequency Percent Cumulative Percent
Not satisfied 3 0.8 0.8
Somewhat satisfied 6 1.6 2.4
Satisfied 42 10.9 13.4
Very satisfied 122 31.7 45.3
Extremely satisfied 209 54.3 100.0
Missing 3 0.8
Total 385 100.0
Table D4
Frequency Distribution for Social Status

Frequency Percent Cumulative Percent
Not satisfied 13 3.4 3.4
Somewhat satisfied 36 9.4 12.9
Satisfied 118 30.6 43.8
Very satisfied 115 29.9 74.0
Extremely satisfied 99 25.7 100.0
Missing 4 1.0
Total 385 100.0
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Table D5
Frequency Distribution for Supervision (HR)
Freguency Percent Cumulative Percent
Not satisfied 37 9.6 9.6
Somewhat satisfied 78 20.3 29.9
Satisfied 81 21.0 51.0
Very satisfied 104 27.0 78.1
Extremely satisfied 84 21.8 100.0
Missing 1 0.3
Total 385 100.0
Table D6
Frequency Distribution for Supervision (Tech)
Freguency Percent Cumulative Percent
Not satisfied 33 8.6 8.6
Somewhat satisfied 72 18.7 27.5
Satisfied 85 22.1 49.7
Very satisfied 102 26.5 76.4
Extremely satisfied 90 23.4 100.0
Missing 3 0.8
Total 385 100.0
Table D7
Frequency Distribution for Moral Values
Frequency Percent Cumulative Percent
Not satisfied 3 0.8 0.8
Somewhat satisfied 21 55 6.3
Satisfied 63 16.4 22.8
Very satisfied 137 35.6 58.6
Extremely satisfied 158 41.0 100.0
Missing 3 0.8
Total 385 100.0
Table D8
Frequency Distribution for Security
Frequency Percent Cumulative Percent
Not satisfied 17 4.4 4.4
Somewhat satisfied 25 6.5 10.9
Satisfied 71 18.4 29.4
Very satisfied 127 33.0 62.5
Extremely satisfied 144 374 100.0
Missing 1 0.3
Total 385 100.0
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Table D9
Frequency Distribution for Social Services

Frequency Percent Cumulative Percent
Not satisfied 2 0.5 0.5
Somewhat satisfied 8 2.1 2.6
Satisfied 40 10.4 13.1
Very satisfied 142 36.9 50.1
Extremely satisfied 191 49.6 100.0
Missing 2 0.5
Total 385 100.0
Table D10
Frequency Distribution for Authority

Frequency Percent Cumulative Percent
Not satisfied 15 3.9 4.0
Somewhat satisfied 41 10.6 15.1
Satisfied 181 47.0 63.7
Very satisfied 89 23.1 87.6
Extremely satisfied 46 11.9 100.0
Missing 13 3.4
Total 385 100.0
Table D11
Frequency Distribution for Ability

Freguency Percent Cumulative Percent
Not satisfied 4 1.0 1.0
Somewhat satisfied 13 3.4 4.4
Satisfied 37 9.6 14.1
Very satisfied 131 34.0 48.3
Extremely satisfied 198 51.4 100.0
Missing 2 0.5
Total 385 100.0
Table D12
Frequency Distribution for Policies and Practices

Frequency Percent Cumulative Percent

Not satisfied 47 12.2 12.2
Somewhat satisfied 104 27.0 39.3
Satisfied 118 30.6 70.1
Very satisfied 81 21.0 91.1
Extremely satisfied 34 8.8 100.0
Missing 1 0.3
Total 385 100.0
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Table D13
Frequency Distribution for Compensation
Frequency Percent Cumulative Percent
Not satisfied 52 13.5 13.5
Somewhat satisfied 93 24.2 37.8
Satisfied 128 33.2 71.1
Very satisfied 85 22.1 93.2
Extremely satisfied 26 6.8 100.0
Missing 1 0.3
Total 385 100.0
Table D14
Frequency Distribution for Advancement
Frequency Percent Cumulative Percent
Not satisfied 58 15.1 15.3
Somewhat satisfied 81 21.0 36.6
Satisfied 155 40.3 77.4
Very satisfied 64 16.6 94.2
Extremely satisfied 22 5.7 100.0
Missing 5 1.3
Total 385 100.0
Table D15
Frequency Distribution for Responsibility
Freguency Percent Cumulative Percent
Not satisfied 3 0.8 0.8
Somewhat satisfied 21 55 6.2
Satisfied 78 20.3 26.5
Very satisfied 156 40.5 67.0
Extremely satisfied 127 33.0 100.0
Total 385 100.0
Table D16
Frequency Distribution for Creativity
Freguency Percent Cumulative Percent
Not satisfied 5 1.3 1.3
Somewhat satisfied 18 4.7 6.0
Satisfied 54 14.0 20.1
Very satisfied 136 35.3 55.5
Extremely satisfied 171 44.4 100.0
Missing 1 0.3
Total 385 100.0
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Table D17
Frequency Distribution for Work Conditions
Frequency Percent Cumulative Percent
Not satisfied 16 4.2 4.2
Somewhat satisfied 51 13.2 17.4
Satisfied 92 23.9 41.4
Very satisfied 127 33.0 74.5
Extremely satisfied 98 255 100.0
Missing 1 0.3
Total 385 100.0
Table D18
Frequency Distribution for Coworkers
Frequency Percent Cumulative Percent
Not satisfied 22 5.7 57
Somewhat satisfied 51 13.2 19.0
Satisfied 107 27.8 46.8
Very satisfied 111 28.8 75.6
Extremely satisfied 94 24.4 100.0
Total 385 100.0
Table D19
Frequency Distribution for Recognition
Frequency Percent Cumulative Percent
Not satisfied 58 15.1 15.2
Somewhat satisfied 69 17.9 33.2
Satisfied 119 30.9 64.4
Very satisfied 88 22.9 87.4
Extremely satisfied 48 12.5 100.0
Missing 3 0.8
Total 385 100.0
Table D20
Frequency Distribution for Achievement
Freguency Percent Cumulative Percent
Not satisfied 9 2.3 2.3
Somewhat satisfied 28 7.3 9.8
Satisfied 76 19.7 29.4
Very satisfied 138 35.8 65.4
Extremely satisfied 133 34.5 100.0
Missing 1 0.3
Total 385 100.0
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APPENDIX E

Human Subjects Approval

IOWA ST ATE UN IVERSITY Institutional Review Board
Office for Responsible Rescar
OF SCIENCE AND TECHNOLOGY Vice President for Rescarch
1138 Pearson Hall
Ames, lowa 50011-2207
515 204-4566
FAX 515 204-4267

Date: 10/6/2010

To: Marsha Larson CC: Dr. David Whaley
238 Shorewood Ter ‘ E262 Lagomarcino Hall
Wisconsin Rapids, Wi 54494

From: Office for Responsible Research

Title: Job Satisfaction of Family and Consumer Sciences Teachers in Wisconsin

IRB Num: 10-392

Submission Type: New Exemption Date: 10/6/2010

r

The project referenced above has undergone review by the Institutional Review Board (IRB) and has been
declared exempt from the requirements of the human subject protections regulations as described in 45 CFR
46.101(b). The IRB determination of exemption means that:

* You do not need to submit an application for annual continuing review.

* You must carry out the research as proposed in the IRB application, including obtaining and
documenting informed consent if you have stated in your application that you will do so or if required by the
iRB,

+ Any modification of this research should be submitted to the IRB on a Continuing Review and/or
Modification form, prior to making any changes, to determine if the project still mests the federal
criteria for exemption. If  is determined that exemption is no longer warranted, then an IRB proposal will
need to be submitted and approved before proceeding with data collection,

Please be sure to use only the approved study materials in your research, including the recruitment materials
and informed consent documents that have the IRB approval stamp.

Piease note that you must submit all research involving human participants for review by the IRB. Only the IRB
may make the determination of exemption, even if you conduct a study in the future that is exactly like this
study. ‘



