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CHAPTER I
INTRODUCTION

A growing concern in why vocational agriculture‘teachérs keep
leaving the profeséion, after oniy a few years of teaching, has brought
about the necessity for a study dealing with job satisfaction.

Many businessmen and public officials have been ésked what moti-
vated or helped them start their careers, and many have responded with
the comment that their agriculture teacher or the vocational agricul-
ture training they‘received in high school provided the inspiration.
With reduced economic activity, particularly in the agriculture sector,
there seems to be much concern regarding the status of both extension
and vocational agriculture program and the availabiiity of qualified
personnel in many communities.

The key to successful vocational agricultural pfqgramsvlies in the;f
quality of teachérs. Therefore, if the‘acquisition of duality teachers.
or kéeping them in the profession seems to be a crucial problem then
a concern must be raised regarding the satisfaction of teachers in
their present positions.

Research éffdrts in other areas of the country have 106kedvat the_;:ﬁ
characteristics of "good" teachers, their involvement in FFA activities,
utilization of adivsory committees, and why teachers remain or leave

the teaching profession.



Characteristi;s were found that established relationships as to
those teachers that were perceived as being succésSful in their present‘
jobs. Apparently teachers who have been satisfied with their current
employment tend to‘be more aggressive and interested in conducting

quality programs.
Statement of Problem

Many teachers who have been doing an outstanding job leave the
profession and seek other careers and occupations. Many in totally
different fields from agriculture. Therefore, there seems to be a need
to determine if jéb satisfaction poses a threat to long tenure in the

teaching profession.
Purpose of the Study

The purpose of the study was to determine the satisfaction Central
District teachers receive from their jobs of teaching Vocational Agri-

culture.
Objectives of the Study

To accomplish the intent and purpoSé of this stuﬂy, the foilowing
objectives were established.

1. To determine the level of job satisfécfion ambng‘Cenﬁral
District vocational égriculture teachers in their-preéent positions.

2. To determiﬁe-the level of satiéfaction among Central District

vocational agriculture teachers regarding salary and other MOnetary



considerations.

3. To determine the level of satisfaction among Central District
vocational agriculture teachers regarding policies and personai
relationships affecting the administration and supervision of vocational-
agriculture programs. |

4. To determine the iﬁpdrtance of student behavior and édvisory

committees among Central District vocational agriculture teachers.
Scope of Study

The population of this study was limited to the 90 vocational

agriculture teachers in the Central District.
Definition of Terms

The following definition of terms were used in the study.

Vocational Agriculture - Refers to courses of instruction taught

to high school students for careers in agriculture and related occupa-

tions.

Central District.— Teachers of Oklahoma which teach in the Central
part of the State and are under the instruction of Mr. Verlin Hart and
Mr. Bob Mitchell.

Advisory Council - A group of local citizens in the community

chosen by the vocational agriculture teacher to provide assistance,
constructive ‘ideas, and direction for the vocational agriculture pro-

gram to meet community needs.

Vocational Agriculture Teacher — Individuals who instruct junior
high and high school students regarding;careers and job related occupa-

tions in agriculture.



Job Satisfation - Satisfaction derived from an individual's employ-

ment as a professional in a particular career field.



CHAPTER II
REVIEW OF LITERATURE

A review of literature was conducted to obtain information that
was useful for a questionnaire and to determine what research had
previously been completed concerning job satisfaction of vocational
agriculture teachers. For the purpose of continuity this review was
divided into six areas and a summary to facilitate clarity and organiza-
tion. The six areas were as follows: (i) Job‘Satisfaction, (2) Teacheré :
Leaving the Profession, (3) Relationships Between Teachers and Admin-
istrators, (4) Encouraging Teachers to Remain in Teaching, (5) Satis-
faction of Involvement with the FFA, and (6) Utilizing Advisory Com-

mittees.
Job Satisfaction

For teachers to remain in the profession there must be a particu—'
lar level of enjoyment and contentment acquired from the work that a
person does that obscures the routine and the less than enjoyable
éspects of his or her job.

Mattox (1) found that job satifaction was one factor that was re-
lated to vocationai agriculture teacher turnover. Past studies have
also shown that a bositive relationship exists between job satisfaction.
and performance. Kormén (8) applies these findings to teachers, it can

be inferred that a satisfied teacher will perform better which will



result in the enhancement of the teacher/learning process. If this is
the case, then, research efforts recognizing the importance of job
satisfaction among vocational agriculture teachers were implications
concerning the teacher's level of performance and program success.

Bowan (1) studied the job satisfaction of teacher educators in
agriculture and found that teacher educators possessed a high degree
of job satisfaction as measured by the Job Satisfaction Index. '"The
factor that was the highest 'job satisfaction' was interpersonal rela-
tions and the least satisfying factor was salary" (p. 47).

Knight (7) in'a study of why vocational agriculture teachers quit
teaching found that five factors were related to teacher turhover.
These factors were:

1. Long range occupational goals were other than teach-

ing vocational agriculture,

2, There were students in class who should not have

been in vocational agriculture,

3. Inadequate opportunities for advancement,

4, Long hours, and '

5. Inadequate salary (p. 34).

Studies by Lacy (9), Mattox (10), Olson (11), and Vecchil (21)
found that several variables have an influence on the job satisfaction
level of teachers. These variables include religion, class size,
teaching experience, school size, teachér supervision, income, community
size, geographic location, professional relationships, and educational

level.

Why Teachers Leave the Profession

Knight (7) indicated that,

. . . the hlghest ranking factor glven by former teachers
was 'long hours', followed closely by 'students in class
who should not be in vocational agriculture.' Also, 'long



range océupational goal' was something different than

teaching vocational agriculture. The fourth and fifth

reasons given by teachers related to 'long hours.'

This includes insufficient salary to cover long hours

and too many extracurricular activities. The sixth

factor according to former teachers was inadequate ad-

ministrative support and backing on decisions (p. 134).

The major reasons given by principals as to why teachers leave the
profession were "long range occupational goals being somewhat different
than teaching vocational agriculture." Following distantly in second
was "inadequate salary" with "long hours'" rating third. The next three
reasons given by principals revolve around the students. "Was unable
to get students to learn as desired" was rated fourth, while "disliked
disciplining students and disklike students' attitudes'" was rated
fifth and sixth, respectively.

Knight (7) further stated,

Several vocational agriculture teachers agreed with the

principals on'long range occupational goals were some-

times different than teaching vocational agriculture' as

the number one reason for leaving. Second was 'long

hours." The third reason the past teacher left, accord-

ing to present teachers was "'had students in class who

should not have been in vocational agriculture'. 'In-

adequate‘salary' was rated fourth, while 'unable to get

students to learn as desired' was fifth (p. 135).

In comparing the rankings of the three groups, both agreement and
disagreement were found. All three groups had long hours, inadequate
salary, different long range occupational goals, and students in class
who should not be in vocational agriculture. The principals however,
rated the last item eighth. The principal and present teacher generally
agreed the paSﬁ'teacher was unable to get students to learn as desired,
while past teachers did not perceive this as an important factor. Past

teachers and administrators were in disagreement over the importance

of administrative support in the teachers' decision to leave. The



principals ‘were the only ones who perceived disciplining students as
a reason for the teacher leaving.

Furthermore, Knight (6) revealed in his study that vocational
agriculture teachers who left the profession listed some very interest-
ing reasons for their departure. The most pressing reason "long
hours" combined with the fourth reason "inadequate salary" was a
particularly descriptive combination. This may very well be the limit-
ing factor to the number of well qualified capable young teachers who
are attracted to teaching., Jewel (2) reported that when asked if
vocational .agriculture programs provided the basic COnceptualvprepara—
tion needed to enter farming immediately after high school, a majority -
of the administrators answered, yes.

Jewel (2) reported that vocational agricultyre is believed to be
vocational education. Vocational agriculture should also have respon-
sibilities for training students who enter non-farm agriculture occu-
pations. Students enroll in vocational agriculture because they are
interested in occupational training for jobs in the agriculture industry.

Knight (6) further stated that teachers must begin to recognize
that schools were not set up solely to support vocational agriculture
and their personal agriculture interests.

- Al1 other school programs are not simply satellites in

orbit around vocational agriculture. The vocational

agriculture teacher should learn to be more of a team

player and less of a lone wolf. in the school pack.

If a teacher expects administrative support for his

programs, he must be prepared. to offer a supportable

program. If he expects administrative backing for

his decisions, he must first establish a track record

for making sound decisions. If he expects to be

trusted by the school administration he must concentrate

on deserving the trust by being a productive, loyal
faculty member. If that means taking on some 'extra



curricular' and 'evening' activities, he must be pre-
pared to do so without constant whining and complaining

(p. 2).
Encouraging Teachers to Remain in Teaching

As a result of a Kansas study on what could be done to help
encourage teachers to stay in the teaching profession, Reilly (13) made
the following recommendations.

1. Encouragement factors rated highest by vocational
agriculture teachers should be emphasized and pro-
moted by teacher educator staffs and professional
organizations. Experienced teachers should be
reminded periodically of the satisfaction and
enjoyment possible in teaching. Potential recruits
into agricultural education should be made aware
of benefits of teaching: such as working with young
and rural people, the chance to wrok outdoors,
variety, and flexibility in the work.

2. Several factors which were given average ratings by
vocational agriculture teachers should be given
more emphasis during the students pre-professional
semester. Areas include additional work in public
relations, student motivation, student behavior,
and discipline, and understanding vocational funding
and salary schedules.

3. Steps should be taken to increase salaries and
fringe benefits for vocational agriculture teachers.
Teacher workload such as long hours, evening‘respOn—
sibilities, and paper work should be diminshed when-
ever possible. Maximum loads with defined limits
should be established in these areas.

4, The amount of technical training received by voca-
tional agriculture teachers should be increased.
Possibilities here include an undergraduate curric-
ulum change to allow for more credit hours of
technical agriculture and the establishment of
inservice short courses in the technical agriculture
field.

5. Secondary school administrators should be more fully
aware of the existing vocational agriculture teacher
shortage. Those schools with experience relatively
high rates of teacher turnover should be encouraged
to support and adequately equip the vocational
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agriculture department in their school.

6. Since one-fourth of the respondents had no experience
as a high school student in vocational agriculture,
all qualified secondary students hould be recruited
as postential agriculture education students.

7. Studies in this and other areas relating to the
‘teacher shortage should be continued. Leadership
and research of this kind should be provided by
professional organizations and financial assistance

should be afforded by the State Department of Edu-
cation (p. 22).

FFA Involvement

Ricketts and Newcomb (14) and Townsend and Carter (20) found that
factors affecting ﬁarticipation in local FFA chapter activities were ;
relevant to increasing member participation and controlling member
behaviors.

The literature revealed that paftiéipation and involvement of
adviseré, officers, ahd members was important in planning and conducting
FFA chapter‘activities. In addition, it was suggested that involvement
was important in cbndﬁcting a dynamic aqd effective organization.
Because the FFA was an integral component of the vocationallagriculture_
program,'it-was important that all members of the organization be
involved and benefit from a shared respdnsibility'to insure that appro-
priate goals and activities are successfully completed.

Welton (22) reported that strong emphasis on leadership development
in FFA activities Qas reflected in the opportunities for membefs,and
personal development.

When individuals with high 1eve1syqf participation were grouped
togethér and compared with those of low levels of participation; signi-

ficant differences were found in all areas except self-confidence,
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scholarship, and health and recreation.

Utilizing Advisory Committees

Effective use of advisory committees can be an important key to
developing a successful vocational agriculture teacher and program.
Kindschy (5) reports a simple and meaningful method of informing an
advisory council of the qualities good vocational agriculture programs
should have, while providing assistance to the instructor and school
administration in evaluating the local program.

The first step in the evaluation process was for the local instruc-
" tor to obtain an evaluation check sheet suitable to his or her local
area. Most states. have evaluation check sheets available for various
vocational programs, which with perhaps some revision, can be used
effectively.

Idaho has an evaluation guide designed for vocational

agriculture, divided into five areas as follows:

(1) organization, (2) instruction, (3) summer programs,

4)FFA ., and (5) permanent facilities. Each area con-

tains 25 yes or no items. The local teacher, then

rates his department according to the factors and

duplicates the forms with his ratings recorded (p. 33)

The second step was the evaluation meeting with the advisory coun-
cil, school board members if possible, and school administrators. Each
person attending the meeting was provided with a copy of the evaluation
forms with all items rated by the instructor. The local principal or
the chairman of‘the advisory council conducted the decision. The group . -
would then consider areas of concern.

A program of this type could provide considerable assistance in

solving and avertiﬁg potential problems.
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Summary

Enjoyment and contentment were found to be important aspects of
one's job. Teachers wefe little different than other groups in society
when looking at factors pertaining to job satisfaction. Older teachers
do not seem as concerned about salary, facilities, or relationships
with students or administrators as young teachers do. This findings
was established in White's (23) study and probably due to the teacher's
reputation and expéctations being established over a considerable per-
iod of time. In addition, other studies have revealed positive rela-
‘tionships between job satisfaction and performance. Many times begin-
ning teéohers receive their greatest satisfaction from.the FFA activities
in which. they are involved, association from fellow teachers, students,
and parents. Redefer (12) pointed out in his study that."the level
of job satisfaction among teachers appeared to be relevant to the
quality and excellence of the school's educational program'" (p. 59).

With regard to teachers leaving the profession, level of satisfac-
tion seems to be rslated to one's perceptions of freedom or the lack
of it in the classroom. In addition, satisfied teachers apparently
remain in the profession, while unsatisfied teachers tend to_leave.

This may provide some explanation to the apparent relationship between f
teacher satisfaction'and level of tenure.

If some kind of‘Correlation‘does exist between teacher tenure and
job satisfactioh, administrators should ﬁakevthemselves aware of those
items or areas thatvseem-important to teachers being content in what
‘they are doing. "A‘pat—on—the—back" for doing a good job, promotions,

salary increases, and other encouragement factors seem to be important
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aspects of encouraging teachers to continue in teaching.

The utilization of advisory committees may be an aspect of the
prégram that needs to be more thoroughly investigated. The guidance
and direction that first-year teachers receive in getting to know the
students, school, and community are important to program success and
the satisfaction of iﬁdividﬁals conducting the prdgram. A knowledgeable-
and genuinely concerned advisory committee has the potential for assist-
ing the teachers in conducitng a successful program and averting

potential problems.

Roe (15) pointed out in her book, The Psychology of Occupations,"
"In our soéiety there is no single situation which is potentially so
capablé_of providing satisfaction ét all levels of basic needs than
one's occupaéion. Furthermore, the work one does is the primary factor i
whi;h determines an individual's social status in American society'
(p. 33). 1In addition, Foreman (3) a dairy science instruétor, stated
in his philosophy of teaching that:

I do not know if T am a successful teacher.

I do not know that I am happy and I do not see
how anyone can be successful if he is not happy (p. 983).



CHAPTER III
DESIGN' AND METHODOLOGY

The purpose‘of this chapter was to illustrate the methods used and
the procedures followed in conducting this study. In order to collect
data which would provide information relating to the purposes and
objectives of this study, a population was determined and the instrument
was developed for data collection. Procedures were established for data
collection and methods of data.analysis selected. Information was
collected during the spring of 1987. Specific objectives were formulatéd -

~

to provide direction and organization of the study.
The Population

The population of this study was limited to the vocational,agri—
culture instructors in‘the Central supefvisory district. These téachers
were distributed among five professionai.improvement groups (DaQis,
Waurika, Norman, Shawnee, and Stillwater) and a total of 71 vocational
agriculture departments. The 71 programs. were apportioned as- 53 single
and 18 multiple teacher.departments. Eighty—six.(95.56vper¢ent) of the
90 Central District teachers participating in this study completed
survey instrumentsdurihg their monthly profeésional improvement meetings
during thelspriﬁg of 1987 (See Figure 15. |

A follow-up of thé four noh—respondents was not conductéd since

the survey instruments were administered in such a manner as not to

14



Cleannon TExas

SEAVER

LINCOLN

23

LOGAN

OKLANOMA

CLEVELAND

Ml("‘l

GLERHEN

13

PAURIIAY

CANTEI
WEEERGON

Figure 1.

zZLLIS

HARPER ALPALFA | GRANT XAY

e

[GARFIELD NOSLE

PATNE | PAWNEE

LINCOLN

WINGFISHERILOGAN

/Lfb_____

CusTER

CANADIAN OKLANOMA
ROGER MILLS
ADOO|
T WASHITA
GRADY

XIOWA
z MCCLAIN
1 COMANCHE GARVIN
©
<
z STEPHENS

oy

[POTTAWATOM!!

osact cmata 1

OYTAWA|

[MOWATA
ROGERS

MAYES

WASHINGTON

CREEX | TULSA -
WAGONER
oon '

Distribution of Vocational Agriculture Teachers in the Central

District

SEMINOLE
? ‘
>
3

ST



16
disclose individual identity.
Development of the Instrument

To gather information concerning job satisfaction among Central
District teachers, a closed or restricted form questionnaire was
developed (See Appendix A).I A list of selected statements was developed_
after reviewing survey instruments developed at Purdue University and
as well as studies by Lacy (2), Olson (10), and Vecchil (18).

The format of the survey instrument included a five-point interval
scale of selected categories for teachers to indicate their response.
The selected categories were utilized to describe the statements that
the teachers perceived as being satisfactory about their present
teaching positions. The questionnaire included 19 statements ascer-
taining the teachef's level of contentment among five categoties of
satisfaction. In addition the ma jor aréas alluded to in the survey
were: (1) job satisfaction, (2) teaching salaries, (3) administrative
systems, (4) advisory committees, (5) amount of time spent in conduct-
ing the program, (6) teaching as an occupation, and (7) student behav-
ior.

The questionnaires were administered to the teachers during profes-
sional improvement meetings held in the Central District. The data wefé'

collected during early February, 1987.:
Analysis of Data

The information collected was calculated utilizing a hand
calculator.  Frequency distributions, percentages, and arithmetic

means were the descriptive statistics used to treat the data.
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For each of the statements listed a frequency distribution of
responses for the level of job satisfaction on a five-point interval
scale was determined. In addition, weighted means for the responses
derived from each statement were also determined.

Key (4) stated:.

The primary use of desériptive statistics is to describe

information or data through the use of numbers. The

characteristics of groups of numbers representing infor-
mation or data are called descriptive statistics.

Descriptive statistics are used to describe groups or

numerical data such as test scores, number, or hours of

instruction, or the number of students enrolled in

a particular course (p. 142).

The five-point "Likert-type" scale used in securing teacher
responses according to the level of job satisfaction they perceived in
their present positions were assigned the following numberical values:
Extremely Satisfied=5; Highly Satisfied=4; Satisfied=3; Less than
Satisfied=2; and No Satisfaction=l.

Absolute values were established at 4.5 and above for "Extremely
Satisfied"; 3.5 to 4.49 for "Highly Satisfied"; 2.5 to 3.49 for
"Satisfied"; and 1.5 to 2.49 for "Less than Satisfied"; and .5 to 1.49

for "No Satisfaction.



CHAPTER IV
PRESENTATION OF ANALYSIS AND DATA

Data presentéd in this chapter were gathered by questionnaires
administered by the Central District supervisors from 86 of the 90
vocational agriculture teachers in the Central District of Oklahoma.

The purpése of this study was to determine job satisfaction among
vocational agriculture teachers in the Central District.

Data from the questionnaire were broken down into éeven
categories as follows;

1. Job satisfaction

2. Salariesland implementation

3. Principal and administrative systems

4, Advisory committees

5. Vo;ational agriculture teachers

6. Recommending teaching as an occupation

7. Actions of students

In referring to the mean responses in the tables presented in this"
chapter, it shbuid‘be remembered that the following‘scale'was used in
assigning a value which illustrated the respondent's level of job

satisfaction (Table I).

18



TABLE I

REAL LIMITS ARRANGED ON AN INTERVAL SCALE

19

Extremely Highly - Less than No
Satisfied Satisfied Satisfied » Satisfied -Satiscation
3.5 - 4.49 2,5 -3.49 1.5 - 2.49 .5 - 1.49

4,5 -5
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Job Satisfaction

According to the data presented in Table II, over 66 percent of
the teachers surveyed were more than satisfied in their present posi-
tions, while the largest percentage (38.4 percenf) were in the "highly
satisfied" group. This statement also revealéd-é ﬁean response of
3;90'which was determined as a result of the 86 reépondents indicatingv
their level of satisfaction on the internal scale. |

The question addressed in Table III concerned making‘mqney in
another occupational area, and if an individual could make more, would
be willing to leave teaching and pursue another career objective?
Fifty-two (60.47 percent) of the teachers indicated a "no" response,
while 34 (39.53 percent) indicated they would be willing to change\jobs‘
for a pay increase. | |

Table iV revealed that over 97 pefcent of the.teachers perceived
themselves to be successful in thier present teacﬁing positions, while
two teachers indicated they were not satisfied.

The data in Table V reflected to some degree the anxieties asso-
ciated with stress and strain of teaching vocational agriculture among
teachers in the Central District. Twenty-seven (31.4 percent) of the
teachers stated that they were definitely aware of the stress and
strain related to teaching, while 59 (69.6 percent) indicated that

they did not percéive it to be a problém for them.
Teaching Salary Policy

The information illustrated in Table VI showed that the policies

under which pay raises were granted was "less than satisfactory" for



21

TABLE II

A SUMMARY OF THE TEACHER'S PERCEIVED JOB
SATISFACTION BY LEVEL OF SATISFACTION

Level of Satisfaction Frequency Percentage
(N=86) | %
Extremely Satisfied 24 27.9
Highly Satisfied 33 38.4
Satisfied 25 29.1
Less than Satisfied 4 4.6

No Satisfaction —_ N

Total 86 100.00

TABLE»III

A SUMMARY OF WHETHER OR NOT TEACHERS WOULD LEAVE
THE PROFESSION FOR PAY INCREASES 1IN
OTHER OCCUPATIONAL AREAS

Response Frequency ' Percentage
(N=86) %

Yes , 34 39.53

No 52 » 60.47

Total 86 | 100.00
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TABLE IV

A SUMMARY OF WHETHER OR NOT THE TEACHERS PERCEIVED THEMSELVES TO
BE SUCCESSFUL IN THEIR PRESENT POSITIONS

Response ‘ Frequency Percentage
‘ (N=86) 7
Yes : 84 _ 97.60
No : 2 o 2.40
Total | 86 ©100.00
§
TABLE V-

A SUMMARY OF WHETHER OR NOT STRESS WAS PERCEIVED AS CREATING
~ AN UNDESIRABLE JOB SITUATION AMONG
CENTRAL DISTRICT TEACHERS

Response | Frequency Percentagev
(N=86) A

Yes | 27 3140

No ‘ ' 59 ~ 68.80

Total B 86 . 100,00




23

, TABLE VI

A SUMMARY OF RESPONDENT'S PERCEPTIONS CONCERNING THE
APPROPRTATENESS OF SALARY POLICY BY LEVEL
OF SATISFACTION

Level of Satisfaction Frequency Percentage
(N=86) 7

Extremely Satisfied , 2 | - 2.32
 Highly Satisfied | 13 15.12
Satisfied 31 36.05
Less Than Satisfied 36 41.86
No Satisfaction 4 4.65
Total 86 100.00

Mean - 2.69
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for almost 42 percent of the Central District teachers, while over 53
percent of the teachers indicated satisfaction ranging from "satisfied"
fo "extremely satisfied." In addition, Table VII also illustrated the
satisfaction among Central District teachers associated with the
fairness in which salary policy was administered. The largest group

of respondents (38.4 percen£).indicated they were "satisfied", while

an almost -equal group in size (32.5 percent) stated they were "less
than satisfied" with the manner in which salary increases were

handled.

Table VIII revealed a perceived comparison concerning what teachers;.
opinions were of salaries in other school districts with which they
were familiar. Forty-two percent indicated they wereu"satisfied" with °
the salary they received in their present positions. Furthermore,

"satis-

the responses illustrated in this table indicated .a range of
fied" to "extremely satisfied" for over 79 percent of the Central

District teachers.
Local Principal and Program Administration

The data presented in Table IX depicted a mean respoﬁsevof 3.38
which was in the."satisfied"‘category by level of satisfaction. .Almost
ﬁalf (47.58 percent) of the 86 respondents indicated that they were
"highly satisfied" that the work and performance of faculty members
was appreciated by their principals; however, 14 respondents indicated:
they were "less than satisfied", while three revealed ﬁhey were not
satisfied with the level of appreciatidn demonstrated by their princi- -
pal. The largest group of respondents was the "highly éatisfiéd"

group with 30 (34.88 percent) of the 86 teachers. One interesting



TABLE VII
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A SUMMARY OF THE RESPONDENT'S PERCEPTIONS CONCERNING THE FAIRNESS

BY WHICH SALARY: INCREASES WERE HANDLED BY

LEVEL OF SATISFACTION

Percentage

Level of Satisfaction Frequency
(N=86) A

Extremely Satisfied 3 3.49
Highly Satisfied 21 24,42
Satisfied 33 38.37
Less Than Satisfied 28 32.56
No Satisfaction 1 1.56

Total 86 100,00
"Mean = 2.69

TABLE VIII

A SUMMARY OF THE RESPONDENT'S PERCEPTIONS CONCERNING THEIR
SALARY LEVELS AS COMPARED TO SALARY LEVELS IN OTHER

SCHOOLS BY LEVEL OF SATISFACTION

Level of Satisfaction Frequency Percentage
B (N=86) %
Extremely Satisfied 6 1 6.98
Highly Satisfied 26 | 30.23
Satisfied 36 41.86
Less Than satisfiéd, 14 16.28
No Satisfaction 4 4,65
Total 86 -100.00

Mean = 3.19
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TABLE IX.

A SUMMARY OF THE RESPONDENT'S PERCEPTIONS OF THEIR PRINCIPAL'S
APPRECIATION FOR THEM BY LEVEL OF SATISFACTION

Level of Satisfacfion Frequency Percentage
(N=86) 7
Extremely Satisfied | 11 ‘ | 12.79
Highly Satisfied 30 - 34,88
Satisfied 27 ' 31.40
'Less Than Satisfied 14 | 116,28
No Satisfaction 3 3.49
No Response : 1 . 1.16
| Total 86 - 100.00

Mean = 3.38
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note was the 11 teachers, who were "extremely satisfied" with their
principals

The data depicted in Table X showéd the perceptions of Central
District teachers regarding personal contact with theirApricipals.

Over 50 percent were at least "highly satisfied" with their relation-
ships, whiie 14 of the 86 teachers indicated they were "less than
satisfied." HoweQer, 72 of the 86 total respondents expressed "satis-
faction" with their principal's relationships and personal contact.

Table XI revealed that over 83 percent of.the.teachers indicated
that lines of communication with thier principals was satisfactory,
while almost one-fourth stated they were "extremely satisfied" with the
methods and lines of communication with their principals. The mean
response shown iﬁ Table XI was 3.59, which illustrated an overall level
of satisfaction in the "highly satisfied" category.

The data expressed in Table XII illustrated the perceptions of
Central District teachers regarding the interest of their principals
in their local departments. Over 76 pefcent perceived that‘their
principal's interest in their departments was "satisfactory," while
at the same time over one-fifth were "less than satisfied" with their
principal's interest. ;

Table XIII depicted the principal's promotion of'a sense of
belonging among teachers as perceived by Central DiStrict vocational
agriculture instructors. Almost one-half (48.83 percent) of the
Central District teachers expressed a pérception that their principals‘
wanted teachers to sense a feeling of belonging. However, 15 of the
86 teachers indicated that they did not perceive a sense of belonging

in their respective schools.
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TABLE X

A SUMMARY OF THE RESPONDENT'S PERCEPTIONS OF THE PERSONAL CONTACT.
WITH THEIR PRINCIPALS BY LEVEL OF SATISFACTION

Level of Satisfaction Frequency Percentage
(N=86) ‘ A

Extremely Satisfied 20 23.26
Highly Satisfied 24 o 27.91
Satisfied 28 32.56
Less Than Satisfied 12 : 13.95
No Satisfaction ‘ 2 ' : - 2.32

Total : 86 ' 100.00
Mean - 3.56

TABLE XTI

A DISTRIBUTION OF TEACHER'S PERCEPTIONS CONCERNING THE LINES OF
COMMUNICATION WITH THEIR PRINCIPALS BY LEVEL OF SATISFACTION

Level of Satisfaction Freqﬁency . Percentage
(N=86) %
Extremely Satisfied 20 . 23.26
Highly Satisfied 27 R 3140
Satisfied | - 25 | 29.07
Less Than Satisfied 12 - ' 13.95
No Satisfaction 2 232
Total 8 | 100.00.

Mean = 3.59
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TABLE XII

A DISTRIBUTION OF THE RESPONDENT'S PERCEPTIONS CONCERNING
THEIR PRINCIPALS INTEREST IN THE VO-AG PROGRAM
BY LEVEL OF SATISFACTION

Level of Satisfaction Frequency Percentage
(N=86) YA

Extremely Satisfied 20 ) 23.26
Highly Satisfied 26 ' 30.23
Satisfied 20 | 23.26
Less Than Satisfied 17 : 19.77
No Satisfaction 3 3.48

Total - 86 | ©100.00
Mean = 3,47

TABLE XIII

A DISTRIBUTION OF TEACHER PERCEPTIONS REGARDING THE PRINCIPALS
PROMOTING A SENSE OF BELONGING AMONG TEACHERS BY LEVEL OF

SATISFACTION
Level of Satisfactibn Frequency Percentage
(N=86) %
Extremely Satisfied 16 18.60
Highly Satisfied _ 26 | 30.23
Satisfied : 29 33,72
Less Than Satisfied 12 13.95
No Satisfaction 3 : 3.50

Total ‘ 86 100.00
Mean - 3.66 '
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The data illustrated in Table XIV indicated the level of satis-
faction teachers féel concerning discussion of school problems with
their principals. Even though 12 teachers felt "less than satisfied",
over 32 percent indicated that they were "highly satisfied", while
more than 26 percent stated they were "extremely satisfied" with the
ease of discussing:school pfoBlems with principals. As a result of
a relative high 1e§el of satisfaction the overall mean response was
3.66, placing the disussing of school pfoblems clearly in the

"highly satisfied" category.

Advisory Committees

Table XV revealed the perceived satisfaction Central District
teachers have for advisory committees. The largest group of teachers,
33 of 86, indicated they were "satisfied" regarding the importance of
advisory committees, however, 28 teachers indicated they were "less
than satisfied" or were "not satisfied" with the perceived.impoftance
of advisory committees. In addition, since enough of the teachers
indicated levels of satisfaction in the "extremely satisfied", "highly
satisfied", and "satisfied" categories a mean response of 2.93 was
achieved placing the importénce of advisory committees definitely in
the "satisfied" éategéry level.

Table XVI illustratéd the perceived importanceiplaced by Central
District teachers regarding the maintenance.and retension 6f advisory
committee minutes from previous meetings. Only three teachers indi-
cated they were "extremeli satisfied" with this aspect of their
present positions,‘while 16 and 37 revealed they were "highly satis-

fied" or "satisfied" respectively. However, the statement still
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A DISTRIBUTION OF TEACHER PERCEPTIONS RELATIVE TO DISCUSSING

SCHOOL PROBLEMS WITH THE PRINCIPAL BY
LEVEL OF SATISFACTION

Level of Satisfaction Frequency Percentage
(N=86) %

Extremely Satisfied 23 26.74
Highly Satisfied 28 32.56
Satisfied 23 26.74
Less Than Satisfied 7 8.14
No Satisféction 5 5.82

- Total _ 86 100.00
Mean = 3.66

TABLE XV
A SUMMARY OF THE IMPORTANCE OF ADVISORY COMMITTEES
PERTAINING TO PROGRAM QUALITY BY LEVEL
‘ OF SATISFACTION
Level of Satisfaction Frequency Percentage .
: (N=86) 7%
Extremley Satisfied - 4 4.65
Highly Satisfied = 21 24,42
Satisfied - 33 38.37
Less Than Satisfied 21 24,42
No Satisfaction 7 8.14
Total ' 86 100.00

Mean = 2.78
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TABLE XVI

A SUMMARY OF THE IMPORTANCE OF ADVISORY COMMITTEES REGARDING
THE MAINTENANCE OF MINUTES FROM PREVIOUS MEETINGS
BY LEVEL OF TEACHERS SATISFACTION

Level of Satisfaction Frequency Percentage
(N=86) 7%
Extremely Satisfied 3 3.50
Highly Satisfied 16 18.60
Satisfied » 37 43,02
Less Than Satisfied 19 22.09
Nd Satisfaction 11 ' 12.79
Total 86 100.00

Mean = 2.78
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achieved an overall rating of "satisfied" as a result of a weighted

mean resposne of 2.77.

Table XVII showed the perceived importance of advisory cdmmittees
to meet on a regular basis. The overall ﬁean response repbrted for
this aspect of the survey was 2.62, Evénbthéugh over 53 percent of
the Central District teachers indicated a "satisfied" perception con-
cerning advisory committee meetings on a regular basis more than 35
percent indicated they were '"less than satisfied". Only three teachers
of the 86 in the "extremely satisfied" group indicated .that they:per-

ceived the importance of advisory committee meetings on a regular basis.
Daily Work Schedule

The data illuétrated in Tabel XVIII revealed the level of satis-
faction éxpressedbby the teachers concerning the number of hours they
work during_a typiéai work week. The overall mean response éxhibited
regarding this statement was 3.06, which was clearly in the "satisfied"
category. While over 30 percent of the_reépondents indicated a "less
than satisfied" situation with their weekly work schedule, however,
on the other hand élmost 70 percent of the teachers stated their level
of satisféctién‘ranged.from"satisfied" to "extremely satisfied" for

seven respondents.
Teaching As An Occupation

The information revealed in Table XIX indicated that the teachers
were definitely favorable toward teaching as an occupation. Almost
two-thirds (63 peréent) stated they would recommend teaching as an

occupation to high school students, on the other hand over 33 percent
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TABLE XVII

A SUMMARY OF TEACHER PERCEPTIONS REGARDING THE IMPORTANCE
OF ADVISORY COMMITTEE MEETINGS ON A
REGULAR BASIS BY LEVEL OF

SATISFACTION
- Level of Satisfaction ' Frequency _ Percentage.
(N=86) : %

Extremely Satisfied 3 ' 3.49
Highly Satisfied 7 8.14
Satisfied | 45 A 55.33
Less Than Satisfied 15 17.44
No Satisfaction 15 17,44
No Reéponse ' | 1 ‘ U 1.16

Total v ‘ 86 : | . 100.00

Mean = 2.62
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TABLE XVIII

A SUMMARY OF TEACHER PERCEPTIONS CONCERNING THE VO-AG TEACHER WORK
'SCHEDULE BY LEVEL OF SATISFACTION

.Level of Satisfaction . Frequency - Percentage
(N=86) %

E#tremely Satisfied 7 ' ' 8.14
Highly Satisfied - 18 | ©20.94
Satisfied 34 | 39.53
Less Than Satisfied 25 29.27
No Satisfaction 1 ' _ 1.16
No Response 1 1.16

Total 86 100.00
Mean = 3.06

TABLE XIX

A SUMMARY OF WHETHER OR NOT TEACHERS IN THEIR PRESENT
POSITIONS WOULD RECOMMEND TEACHING AS
: AN OCCUPATION

Response Frequency Percentage
(N=86) %

Yes _ 54 : 1 62.79

No i 32 37.21

Total ) 86 | | 100.00
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indicated that they would not give teaching a favorable recommendation

as an occupational choice to high school students.
Student Behavior

The data exhibited in Table XX dealt with student behaviof.
Almost 90 percent of the teaéher respondents indicated that most of
‘the behavioral‘actions of students was not a major ifritation to them,
while a little over ten percent of the teachers stated that studenf

behavior patterns were somewhat of a problem.
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TABLE XX

A SUMMARY OF WHETHER OR NOT TEACHER RESPONDENTS BECOME
IRRITATED BY STUDENT BEHAVIOR

Response ) Frequency , Percentage _”~‘
(N=86) v YA

Yes | 9 10.47

No - 77 89.53

Total 86 100.00




CHAPTER V
SUMMARY, CONCLUSIONS, AND RECOMMENDATIONS

The purpose of this chapter was to present an overviow of the
study which was conducted to determine the perceptionsvof Central Dis- .
trict teachers regarding job satisfaction. Major findings, conclu-
sions, and feoommendations concerning the level of satisfaction of
teachers were presentod in this chapter based on a detailed investi-

gation and analysis of the data.
Purpose of the Study

The purpose of this study was to determine the level of satis-
faction among vocational agriculture teachers in their present teaching

positions in the Central Supervisory District of Oklahoma.
Objectives of the Study

In order to achieve the intent and:purpose of research éfforts,
the following objectiveé were establishod:

1. To determine the level of job satisfaction among Central
District”teachers in their present positions. |

2. To determine the level of satiéfaction regarding salafy.and
other monetary considerations among Central District teachers.

3. To determine the level of satisfaction regarding school policy‘

and personal relationships affecting administration and supervision

38
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of Central District vocational agriculture teachers.

4, To determine the perceived importance of advisory committees
among Central District teachers in their present positions.

5. To determine the perceived impact of student behavior on job
satisfaction among vocational agriculture teachers in the Central

District.
Need for the Study

Many tegchers after ten to 15 years of teaching experience seem
to be seeking employment in other occupational areas. Furthermore,
most teachers who sought employment in other areas were also those who
had made commendable contributions to their communities and profes-
sion. Therefore, it was decided that an inquiry regarding job satis-
faction could provide the information néeded to determine if there were’
problem areas concerning job satisfactioﬁ, and if so, what areas seem
to be mbst frequent among vocational agriculture teachers in the

Central District.
Design of the Study

Following an overview of the literature relating to the study,
procedures Were set forth to satisfy the purpose and objectives éf
the»study. | | |

A 19 item survey was administered to Central District vocational
agriculture teachers during their respective professional improvement
meetings during early February, 1987. Eighty-six (95.56 percént) .
of the 90 Central District vocational agriculture teachers participated.

in the study.
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Selected factors commonly studied in many job satisfaction iﬁ—
QUiries were utilized in developing the survey instrument. The major
topics addressed in the questionnaire were errall job satiquction,
salary and monetary considerations, district policy, and personal con-
téc; with the principal, daily work schedule, the importance of advisory
committees, and the impact of student behavior on job satisfaction.
Format of the instrument included a five—poinf Likert-type scale for
teachers to indicate their responses. Information obtéined from the |
questionnaire‘provided the opportunity for identifying major areas of
influence relative to job satisfaction.

Frequency distribuitons percentages, and weighted mean responses
for each of the 19 research questions were the descriptive statistics

utilized to treat the data collected.

Maiof Findings of the Research

In addressing the major findings of the study, the writer made
reference to seven'principle areas emphasized in the presentation and
analysis of data. The areas were as présented: (1) Overall jbb
satisfaction, (2) Salary implementatioﬁ, (3) The principal and
personal relationships, (4) Work schedulé, (5) Advisory committées,

(6) Teaching as an occupation, and (7) Impact of studeﬁt behavior{

Job Satisfaction

Overall job satisfaction category was addressed in four of the
19 survey items. Over 95 percent of the teachers in the Central
District indicated they were satisfied in theif'present positions.

Furthermore, more than three-fourths of the teachers revealed that they
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perceived themselves to be successful in their chosen profession,
while over 69 percent did not perceive the stress and anxieties‘some
times aséociated with teaching to be a problem. In addition, over
60 percent of those presently teaching in the Central District indi-
cated they would not be willing to changevjobs for a pay increase in

another occupational area.

Salary Implementation

Over 42 percent of the respondentskindicated the manner and
policies under which salary increases wére implemented was unfair.
In addition, the largest group of teachers (36) did not view present
salary policy as being appropriate, while 31 indicated they were
"satisfied" with the salary policy in their local schools. As'tp
salary levels in other schools wifh which they were familiar, most
teachers indicated their satisfaction respectively, "satisfied'"-41.86
percent, "highly satisfied"-30.23 percent, and "extremely satisfied"-

6.98 percent.

Principal Relationships and Personal Contact

The largest group of Central District teachers, 30, seem to be
"highly satisfied" regarding their principal's appreciation of their
efforts and performance. However, personal contact with their princi-
pals seem to be somewhat more satisfying which was revealed in an
overall mean response of 3.56, which was in the "highly satisfied"
category. In addifion, over 73 percent seem to have a favorable
perceptidn of the openness of communication channels with their respec- :

tive principals, while more than 76 percent were more or less satisfied
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with their principal's interest in their vocational agriculture pro-
grams. Over 81 percent indicated they felt their principal promotedv
a sense of belonging in their schools, while more than 85 percent
stated they were least satisfied with the manner in which he could

discuss school problems with their respective principals.

The Work Schedule

While over 30 percent of the teachers currently.teaching in the
Central District indicated "less than satisfaction" with the hours
of their daily work schedules, almost 70 percent indicated a more
favorable view, ranging from "satisfied" to "extremely satisfied" for

their typical work day.

Advisory Committees

Central District teachers participating in this study were some-
whaf less than enthusiastic regarding advisory committees, with 28
of the_86 indicating "less than satisfaction" concerning the perceived
importance of advisory committees, while a total of 53 of the 86 total ‘;
teachers were somewhat satisfied with keeping minutes of prévious
advisory committee meetings. Even though 35 percent of the respondents
were "less than satisfied" with advisory committee meetings on a

regular basis, over 53 percent seemed to perceive the importance of

regular committee meetings by expressing their views in the "satisfied" .

category or higher.

Teaching as an Occupation

Almost twd—thirds of the teachers currently teaching in the
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Central District indicated they would recommend teaching as a desirable
occupation, while a little over a third stated they would not recom-

mend teaching asanm occupational career to their students.

Student Behavior

.

Approximately 90 percent of the teacher respondents revealed that
most of the behavioral patterns exhibited by their students did not

pose a problem for them.
Conclusions

Interpretation and major findings of the study prompted certain
conclusions concerning the perceﬁtions of Centrai District teachers
regarding satisfaction in their present positions.

1. Apparently;Central District teachers were satisfied in their
present positions.

2. As a result of the findings and interpretation of the data,
the stress and anxieties sometimes associated with.teéching did not
seem to affect the level of satisfaction exhibited by Central District
teachers.

3. Centrai District teachers were apparently not willing to
change jobs for a pay increase even though it may have been available
in a career area other than teaching.

4. The respondents seem to perceive an aura of unfairness in the
manner in whidh pay raises were implemented. |

5. There seems to be somewhat "less than satisfactionﬁ concerning’
appropriateneés of salary increases amoﬁg vocational agriculture

teachers in the Central District.
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6. Central District teachers seemed to be satisfied with the
salary in their present positions even though pefceptions of coticern
exists regarding salary implementations and appropriéteness.

7. There seems to be an attitude of trust between vocational
agriculture teachers and their principals in the Central District.

8. Apparently, Central District teachers were satisfied with the
manner in which their principals  encouraged and proﬁoted a spirit of
belongingness among schools in the distfict.

9. As a result of the findings and interpretation of the data
Central District teachers apparently feel that they can openly discuss
school problems witﬁ their local principals.

10. VCentral District teachers seemed to be favofably satisfied
with the daily work schedules related to teaching vocational agricul-
ture.

11. Central District vocational agriculutre teachers seemed to be
less than enthusiastic concerning their.perceptionsyof advisory
committees.

12. As a result of the findings, it was concluded that teachers
in the Central District were inclined to recommend teaching as a
career objective,

13. Apparently distracting student behavior patterns héve little
bearing on job satisfaction, particularly for teachers in the Central

District.
Recommendations

As a result of major findings an danalysis of the data associated

with the study it was recommended that:
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1. School administrators should be encouraged to continue efforts
to alleviate stress and anxieties sometimes found in the work environ-
ment. Efforts should continually be made to promote a positive pro-
fessional atmosphere.

2. Positive relationships among the teaching faculty and local
administrators should be encoufaged and actively promoted.

3. Teacher pay raises should be implemented with a more positive
attitude, relétive:to fairness and impartiality.

4, When pay increases are implemented they should be made in a
more appropriate manner.

5. District supervisors, teacher educators, and school administraf'v
tors should more thoroughly explain the necessity and benefifs of
utilizing departmental advisdry committees.

6. Teachers currently in the profession should continue their
positive efforts in promoting the teaching profession among their
students.

7. Even fhough student behavior does not seem to be a problem for
Central District teachers, administrators and teachers alike should be
encouraged to provide positive incentives that reward appropriate

behavior and expectations.
Recommendations for Further Study

The following recdmmendations were made by the writer concerning
additional study of this intrig#ing.area of behavioral research.

1; Research efforts be conducted to determine factors additional
to the ones cévered'in this study.

2.‘ A statewide study be conducted relative to the job satisfaction



of vocational agriculture teachers.
3. A study be conducted to compare job satisfaction to job

performance among Oklahoma vocational agriculture teachers.
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Directions: Circle appropriate response.

Extremely Highly Less than No
Satisfied Satisfied Satisfied = Satisfied Satisfaction
5 4 3 | 2 1

1. How satisfied are you in your present teaching position?
5 4 : 3 2 1

2. How satisfied are you with the policies under which pay raises
are granted?

5 4 3 | 2 1

3. How satisfied are you that salary policies are administered with
fairness and justice?

5 4 3 2 1

4, How satisfied are you that salaries paid in your school system
compare favorably with salaries in other systems with which you
are familiar?

5 4 . 3 4 2 : 1

5. How satisfied are you that the work of individual faculty members
is appreciated -and commended by your principal?

5 4 3 2 1

6. How satisfied are you that your principal makes a real effort to
maintain close contact with the faculty?

5 4 3 2 , 1
7. How satisfied are you that the lines and methods of communication

between teachers and the principal in your school are well developed
and maintained?

5 4 3 2 1

8. How satisfied are you that your principal shows a real interest
in your department?

5 4 3 2 ' 1

9. How satisfied are you that your principal promotes a sense of belong-
ing among the teachers in your school?

5 | 4 3 2 |



10. How satisfied are you relative to discussing school problems with
your principal?
5 4 3 ’ 2 1
11. How satisfied are you concerning the number of hours required of
you during the work week?
5 4 3 v 2 1
12. Would you recommend teaching as an occupation to students of high
scholastic ability?
Yes No
13. If you could earn as much money in another occupation, would you
stop teaching?
Yes No
14. Do you feel successful and competent in your present position?
Yes - No
15. Does "Stress and Strain" resulting from teaching, make teaching
and undesirable job for you? '
Yes No
16. Does most of the actions of students irritate you?
Yes No
Extremely Highly ‘ Less than Not
Important Important Important Important Important
5 : 4 3 2 1
17. How important is an advisory committee for quality Vo—Ag programs?
5 4 3 2 1
18. How important is it for your local advisory committee to maintain
a file of the minutes of previous committee meetings?
5 4 3 2 1
19. How important is it for your advisory‘commitee to meet on. a
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regular basis?

5 4 3 2 1
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