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ABSTRACT 

ROBERT LOUIS BRYANT III 
PREDICTORS OF INSTRUMENTAL MUSIC TEACHER JOB SATISFACTION 
Under the direction of BRUCE E. SLIGER, Ed.D. 

Previous research studies related to teacher quality have found that teacher 

attrition rates are at an all-time high. Although much research has been conducted in the 

area of job satisfaction within the general teaching population, few studies of job 

satisfaction exist for instrumental music teachers. The purpose of this correlational study 

was to examine the factors that led to high levels of job satisfaction for instrumental 

music teachers in the state of Georgia. Data collected from 139 band and orchestra 

teachers was analyzed to determine the relationship between the outcome variable of job 

satisfaction and the five predictor variables of administrative support, career stage, salary, 

setting, and student participation. 

Descriptive and inferential statistics including multiple linear regression analysis 

were utilized to uncover the strongest predictors of job satisfaction for instrumental music 

teachers. Results indicated that the variables of administrative support, student 

participation, and salary were statistically significant predictors of job satisfaction. 

Setting and career stage were not found to be statistically significant predictors of job 

satisfaction for instrumental music teachers in the state of Georgia. 

xii 



Findings from this study suggest that administrative support, student participation, 

and salary have a significant impact on teacher job satisfaction, retention, and longevity. 

Programs addressing these issues may be developed at the local, district, and state levels 

to help raise the job satisfaction of instrumental music teachers. Future studies should 

explore these and other issues related to job satisfaction on a larger scale and within 

different educational contexts. 



CHAPTER 1 

INTRODUCTION TO THE STUDY 

" What we want and need is education pure and simple, and we shall make surer and 

faster progress when we devote ourselves to finding out just what education is 

(Dewey, 1938, pp. 90-91). 

America's public schools are mandated to take on a multitude of responsibilities 

to ensure that students achieve at high levels. Learning environment, teacher quality, 

curriculum and instruction and equal access to education are all factors effecting teaching 

and learning in today's schools (Ingersoll, 2001). A Nation at Risk: The Imperative for 

Educational Reform concluded in April of 1983 that America's schools were failing. This 

document served as a catalyst for federal, state, and local education reforms, including 

The No Child Left Behind Act of2001. 

Ingersoll (2004) shed light on the relationship between the critical need for quality 

teachers and educational reform: "The failure to ensure that the nation's classrooms, 

especially those in disadvantaged schools, are all staffed with qualified teachers is one of 

the most important problems in contemporary American education" (p. 2). 

Ingersoll continued: 

The data show that much of the turnover is accounted for by teacher job 

dissatisfaction and teachers pursuing other jobs... if schools want to ensure that 

all students are taught by qualified teachers, as the No Child Left Behind Act now 

mandates, then they must be concerned about low teacher retention rates, (p. 2) 

1 
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The retention of teachers in the American school system is a critical challenge for 

education today (Huysman, 2008; Ingersoll, 2004). Music education is in dire need of 

teachers as well (Hancock, 2009). A major advocate for music education reform and 

music teacher quality is NAfME: The National Association for Music Education 

(formally known as Music Educators National Conference). Researchers have suggested 

that more teachers are experiencing high levels of stress and burnout than ever before 

(Ingersoll 2001; Ingersoll, 2004; Mercer & Mercer, 1986) and those teachers are leaving 

the profession at higher rates than ever before (Hancock, 2008; Scheib, 2004). Certain 

stress-related factors have been shown to diminish the job satisfaction of teachers over 

time (Mercer & Mercer, 1986). These factors include classroom management, student 

behavior, salary, emotional exhaustion, depersonalization, and the lack of teacher 

autonomy, administrative support and parental involvement (Crane & Iwanicki, 1986; 

Maslach & Jackson, 1981; Rapp, 2009; Zdzinski, 2002). 

Within the context of music education, certain job responsibilities have a 

particularly powerful effect on music teachers (Howard, 2006). Class scheduling, after-

school rehearsals, budgeting, fundraising, recruitment, and advocacy affect all music 

teachers (Baker, 2007; Hearn, 2009; Rapp, 2009; Reimer, 2005). For the instrumental 

music teacher, factors such as instrumentation, maintenance and repair, facilities usage, 

transportation, and staffing add to the already heavy workload (Chipman, 2004; 

Friedrichs, 2001; Nimmo, 1989). 

Instrumental music teachers typically operate large budgets for their programs 

from year to year, but funding from local and district sources is often not adequate for 
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program needs (Hearn, 2009; Heston, Dedrick, Raschke, & Whitehead, 1996). These 

realities may have an impact on music teacher job satisfaction, retention and longevity 

(Baker, 2007; Billingsley, 1993; Costa-Giomi & Chappell, 2007). With budget cuts in 

education nationwide and music programs being eliminated from school curricula more 

and more each year, the job satisfaction of instrumental music teachers is in need of 

serious inquiry. 

Much research has been conducted in the areas of teacher job satisfaction, stress, 

burnout, and attrition (Maslach & Jackson, 1981; Mathis, 2010; Pearson & Moomaw, 

2005). Many of these studies have been extended to the area of music education and have 

yielded similar results (Friedrichs, 2001; Hancock, 2009; Hearn, 2009). Little research, 

however, has looked exclusively at how certain factors affect instrumental music teacher 

job satisfaction. 

Teacher attrition has had a major impact on the current teacher shortage (Ingersoll 

& Smith, 2004). Researchers suggested that about one fifth of teachers leave the 

profession teaching the first three years (Hancock, 2008; Henke, Zahn, & Carroll, 2001). 

By the fifth year of teaching, half of the initial workforce has departed (Ingersoll, 2004; 

O'Quin & LoTempio, 1998). Ingersoll (2001) described in his article on the growing 

epidemic of teacher shortage that the phenomenon of turnover has been equated to a 

"revolving door" by which many teachers start their careers and then, for various reasons, 

soon exit the profession en masse. 

Researchers have found that the challenges specific to urban education increase 

teacher attrition rates substantially (Fitzpatrick, 2008; Gordon, 2003; Ingersoll, 2004). 
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Gordon (2003) framed the urban school setting as having ethnic and cultural diversity, a 

high degree of mobility, geographic proximity, and a wide range of socioeconomic 

categories. Findings from previous studies indicated that the recruitment and retention of 

teachers in areas of high poverty is very cumbersome (Darling-Hammond & Green, 

1990; Quartz, 2003). These areas also tend to have high levels of teacher job 

dissatisfaction. Ingersoll (2001) found that urban school teachers leave the teaching 

profession at higher rates than suburban school teachers. Also, teachers in high-poverty 

areas were found to leave the profession at a much higher rate than both urban and 

suburban teachers. Hill (2003) found that almost half of teachers who start their careers 

working in urban schools leave the profession within the first three years. 

These disturbing statistics on teacher turnover and the growing teacher shortage 

apply to music teachers as well. Hancock (2009) conducted a study and found that while 

close to 11,000 new music teachers are needed in the United States each year, only about 

5,500 new music teachers actually join the profession. Researchers have recommended 

examining factors related to teacher dissatisfaction and burnout in order to raise 

awareness and promote teacher retention and longevity (DeLorenzo, 1992; Madsen & 

Hancock, 2002; Nimmo, 1989; Podsen, 2002). Findings from previous research indicated 

that teachers who were more satisfied with their work were more likely to stay in the 

profession for a longer amount of time (Howard, 2006; Scheib, 2003). This study 

examined the factors that contribute the most to the job satisfaction of instrumental music 

teachers in the state of Georgia. 



5 

Research in the area of instrumental music education as it relates to job 

satisfaction is limited. Much of the research in this field focused on aspects of teacher 

attrition; on why teachers leave the classroom. This study, however, investigated possible 

predictors of instrumental music teacher job satisfaction. Research in this area was 

conducted to benefit pre-service teacher training, in-service teacher development, and 

other professional opportunities involved in teacher education and retention. 

Statement of the Problem 

The National Center for Education Statistics (NCES) projected that by 2018 

approximately 4.2 million teachers will be needed in this country (NCES Report, 2010). 

Hancock (2009) reported that teacher attrition is increasing at an alarming rate. Factors 

contributing to the teacher shortage included student population growth, aging teaching 

population, uncompetitive teaching salaries and benefits, teaching schedules, and student 

behavior. 

Class scheduling, afterschool rehearsals, budgeting, fundraising, recruitment, and 

advocacy campaigns are additional stressors that directly impact music teacher job 

satisfaction (Costa-Giomi & Chappell, 2007; Conway, 2002; Nimmo, 1989; Reimer, 

2005). Although much research has been conducted in the areas of music teacher 

retention and attrition, few studies have focused directly on the factors that contribute 

most to instrumental music teacher job satisfaction. Previous research highlighted the 

need for studies on these factors (Hancock, 2008; Hearn, 2009). With music teacher 

attrition rates at an all-time high, scholarly inquiry investigating factors that promote 

teacher retention is needed. 
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Need for the Study 

Research in the field of instrumental music education is limited. This study 

attempted to uncover the strongest predictors of instrumental music teacher job 

satisfaction. Factors including administrative support, career stage, salary, setting, and 

student participation were investigated. Findings from this study may be useful to school 

and school districts by highlighting the factors that bring the highest levels of job 

satisfaction to instrumental music teachers. Furthermore, results of this study could help 

in the implementation of professional development opportunities that may enhance the 

job satisfaction of instrumental music teachers, especially those teachers who work in 

high poverty areas. 

Purpose of the Study 

The purpose of this study was to uncover the strongest predictors of job 

satisfaction for instrumental music teachers in the state of Georgia. While some research 

has explored the relationship between teacher job satisfaction and various factors in 

general, few studies have investigated which factors highly correlate to instrumental 

music teacher job satisfaction. Previous research indicated that teachers in minority and 

low socioeconomic areas were particularly prone to attrition (Ingersoll, 2004; O'Quin & 

LoTempio, 1998; Reimer, 1970). This study could also add to the existing literature 

regarding instrumental music teacher job satisfaction, retention and longevity. 

Conceptual Framework 

This study utilized Maslow's (1954) hierarchy of needs, Erikson's (1959) stages 

of psychosocial development, Locke's (1968) range of affect theory, Judge's (1998) 
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dispositional theory, Herzberg's (1966) motivator-hygiene theory, the job characteristics 

model (Hackman & Oldham, 1976), and Podsen's (2002) career stages of teachers as a 

theoretical framework. 

Maslow's created the hierarchy of human needs to explain how human beings 

prioritize their needs. The five levels in this hierarchy included physiological, safety, 

love/belonging, esteem, and self-actualization needs (Maslow, 1954). Erikson (1959) 

classified life into eight stages from birth to death. Because development in adulthood 

occurs throughout many years, Erikson divided the stages of adulthood into the 

experiences of young, middle-aged and older adults. At each stage of personal 

development, a crisis arose which offered dichotomous resolutions. Podsen's (2002) 

career stages of teachers was presented in this study to link Erikson's (1959) theory of 

adult development and Maslow's (1954) hierarchy of needs to a teacher retention model. 

Herzberg's (1966) motivator-hygiene theory suggested that the nature work as an 

end unto itself can serve as a powerful source to a person's job satisfaction. Certain 

factors of one's job can create satisfaction or dissatisfaction. These factors are 

categorized as either intrinsic or extrinsic. Intrinsic factors, known also as motivators, 

include achievement, recognition, advancement, responsibility, and the work itself. 

Extrinsic factors, known as hygienes, are policy, supervision, salary, working conditions, 

status, and personal work life. 

Locke (1968) proposed through the range of affect theory that job satisfaction and 

dissatisfaction took place because of a discrepancy between a worker's expectations of a 

job and how the job is actually perceived. Discrepancies between what an individual 
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expected or valued and what an individual experienced determined the amount of job 

satisfaction a person perceived. 

Hackman and Oldham (1976) introduced the job characteristics model to offer a 

framework for understanding the effectiveness of certain job characteristics related to job 

satisfaction. Hackman and Oldham used these factors to produce a job diagnostic survey. 

From this survey, responses to various job factors were measured that suggested the 

likeliness that a job is to affect a person's attitudes and behaviors toward their work. 

Judge's (1998) dispositional theory suggested that there were certain personality 

characteristics in each person that promoted job satisfaction or dissatisfaction. By 

uncovering the multiple traits of a person's natural disposition, people may find work that 

is best suited for them and help their chances of achieving higher levels of satisfaction in 

their job. 

Podsen (2002) introduced the career stages of teachers to present a model for 

teacher job satisfaction and retention. These stages included the teacher-inductee, 

teacher-specialist, teacher-leader, and teacher-steward. Podsen utilized the theories of 

Maslow (1954) and Erikson (1959) to create a job satisfaction model that could be used 

exclusively for teachers. The stages for this model were organized by years of 

experience. This model was theorized by Podsen (2002) to promote teacher retention. 

Research Questions 

The following research questions were asked: 
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1. What is the overall job satisfaction level of instrumental music teachers in 

Georgia as measured by the Mohrman-Cooke-Mohrman Job Satisfaction Scale 

(MCMJSS)? 

2. What are the strongest predictors of job satisfaction for instrumental music 

teachers in the state of Georgia? 

a. To what degree does administrative support predict instrumental music 

teacher job satisfaction? 

Null Hypothesis 1: There will not be a statistically significant relationship 

between administrative support and job satisfaction. 

Prediction 1: Based upon previous research (Baker, 2007; Killian & 

Baker, 2006) administrative support will serve as a strong predictor of job 

satisfaction. 

b. To what degree does career stage predict instrumental music teacher job 

satisfaction? 

Null Hypothesis 2: There will not be a statistically significant relationship 

between career stage and job satisfaction. 

Prediction 2: Based upon previous research (Bilz, 2008; Erikson, 1959; 

Podsen, 2002) career stage will serve as a strong predictor of job 

satisfaction. 

c. To what degree does salary predict instrumental music teacher job 

satisfaction? 
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Null Hypothesis 3: There will not be a statistically significant relationship 

between salary and job satisfaction. 

Prediction 3: Based upon previous research (Hanushek, 2007; Inyoung & 

Loadman, 1994) salary will serve as a strong predictor of job satisfaction. 

d. To what degree does setting (urban, suburban, or rural) predict 

instrumental music teacher job satisfaction? 

Null Hypothesis 4: There will not be a statistically significant relationship 

between setting and job satisfaction. 

Prediction 4: Based upon previous research (Fitzpatrick, 2008; Hancock, 

2009; Reimer, 1970) setting will serve as a strong predictor of job 

satisfaction. 

e. To what degree does student participation predict instrumental music 

teacher job satisfaction? 

Null Hypothesis 5: There will not be a statistically significant relationship 

between student participation and job satisfaction. 

Prediction 5: Based upon previous research (Fitzpatrick, 2008; Scheib, 

2003) student participation will serve as a strong predictor of job 

satisfaction. 

Assumptions 

There following assumptions were included in this study. First, it was assumed 

that instrumental music teachers were a unique population for job satisfaction inquiry. 

Teachers reported their job satisfaction levels using the Mohrman-Cooke-Mohrman Job 
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Satisfaction Scale. It was also assumed that teachers were truthful in reporting their levels 

of job satisfaction. Podsen's (2002) career stage model was used as a framework for 

reflecting the professional career stages of teachers, therefore, assumptions pertaining to 

teacher development and years of teaching experience exist. 

Limitations 

This study investigated what factors contribute the most to instrumental music 

teacher job satisfaction. This study was conducted in the state of Georgia and, therefore, 

it would not be appropriate to generalize findings to another region of the country that 

does not share similar demographics and culture. Teacher participation in the survey 

questionnaire was voluntary. Therefore, data were limited to the responses received. 

Also, because of the time in which data was collected for the study (August-September, 

2011) many directors with busy schedules may have missed the deadline for survey 

completion, which may have affected the overall sample size and response rate. 

Delimitations 

The scope of this project included the job satisfaction of instrumental music 

teachers in the state of Georgia. The researcher did not investigate the dynamics between 

music education and education in general. This study examined what factors instrumental 

music teachers reported contribute the most to their overall job satisfaction. Because the 

study focused on instrumental music teachers, choral music teachers and general music 

teachers were excluded. In order to participate in the survey, a teacher had to be an active 

member in the Georgia Music Educators Association during the 2011-2012 school year. 

Also, the instrument used to gather data for this study was a questionnaire. Therefore, 
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respondents may have answered questions in ways perceived to be favorable rather than 

truthful (Fink, 2002). Although this study provided valuable information regarding 

predictors of instrumental music teacher job satisfaction, outside variables beyond the 

scope of this study that could have contributed to job satisfaction were not investigated. 

Finally, the variable of parental involvement had to be eliminated from this study. This 

variable was eliminated because a concise research instrument measuring parental 

involvement could not be found, and time did not allow for the researcher to develop one 

for use in this study. 

Definition of Key Terms 

The following is a list of key terms that were used throughout this study. 

Administrative support: For this study, administrative support referred to tangible ways in 

which a principal and other administrative staff demonstrated support for the 

school music program. (Baker, 2007; Scheib, 2003) 

Career stage: The term "career stage" referred to the framework for teacher retention 

proposed by Podsen (2002) and included the stages of the teacher-inductee, 

teacher-specialist, teacher-leader, or teacher-steward (Bilz, 2008; Podsen, 2002). 

Instrumental music teacher. An instrumental music teacher is defined for this study as a 

certified teacher in the area of band or orchestra (Chipman, 2004; Conway, 2002). 

Job Satisfaction: Job satisfaction is defined for this study as the way that instrumental 

music teachers reported selected factors within their work environment as 

measured by the researcher-aggregated instrumental music teacher questionnaire 

in the areas of, administrative support, career stage, salary, setting, and student 



13 

participation (Bilz, 2008; Lawler, 1994; Locke, 1968; Zdzinski, 2002). 

Salary: Salary is defined as remuneration to a teacher for work performed (Hanushek, 

2007; Inyoung & Loadman, 1994). 

Setting: Setting refers to the local community (urban, suburban, or rural) encompassing 

the school. 

Student participation: Student participation refers to the active recruitment and retention 

students in the school music program. 

Organization of the Study 

The strongest predictors of instrumental music teacher job satisfaction were 

investigated through five chapters of inquiry. Chapter 1 was provided as an introduction 

to the study and included the statement of the problem, the need for the study, the 

purpose of the study, conceptual framework, research questions, assumptions, limitations, 

delimitations, and definition of key terms. Chapter 2 was presented to highlight relevant 

literature in the areas of adult development theory, job satisfaction theory, teacher job 

satisfaction theory, teacher job satisfaction research, instrumental music teacher research, 

and variable selection research. Chapter 3 was constructed to explain the methods used to 

gather and analyze data for the study. Included in this chapter was a description of the 

research design, variable selection, research instrument, population and sample, and the 

procedures used to collect and analyze data. Chapter 4 included a report the findings of 

the study through the use of descriptive and inferential statistics for data analysis. Finally, 

Chapter 5 was developed to review and summarize the major findings of the study. 
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Discussion in this chapter led to the development of implications and main conclusions. 

This chapter also offered recommendations for future research. 

Summary 

The purpose of this study was to uncover the strongest predictors of job 

satisfaction for instrumental music teachers in the state of Georgia. Although much 

research has been done in the areas of teacher burnout, retention and attrition (Gordon, 

2003; Ingersoll, 2004; Maslach & Jackson, 1981; Mercer & Mercer, 1986) little research 

has reported factors that contribute the most to instrumental music teacher job 

satisfaction. This chapter introduced the topic, research questions, theoretical framework, 

need for the study, purpose of the study, research design, assumptions, limitations, 

delimitations, definition of key terms, and the organization of the study. Chapter 2 

provides an in-depth review of related literature. 



CHAPTER 2 

REVIEW OF RELATED LITERATURE 

The issues related to teacher job satisfaction have been studied extensively 

(Chapman, 1984; Darling-Hammond, 1990; Hill, 2003; Ingersoll, 2004). Researchers 

have found similarities between job satisfaction in general and teacher job satisfaction in 

particular (Gordon, 2003; Mercer & Mercer, 1986; Podsen, 2002). Researchers have 

found a need to further uncover factors related to music teacher job satisfaction 

(Friedrichs, 2001; Hearn, 2009; Scheib, 2002). The following review of literature focused 

on issues related to adult development theory, job satisfaction theory, teacher job 

satisfaction and music teacher job satisfaction. 

In developing this chapter, certain procedures were utilized to include only those 

studies that were either the most recent or the most relevant in the issues outlined above. 

Randolph (2009) suggested that researchers explicitly state procedures for search 

strategies and criteria used for inclusion and exclusion of literature. The procedures 

employed for developing a review of literature are discussed below. 

A thorough search of literature was conducted via numerous online databases 

including ProQuest, Google Scholar, Academic Search Complete, and Galileo. From this 

search, many articles, dissertations and books surfaced. Next, the references of each of 

the studies were thoroughly reviewed. Studies that were referenced often throughout the 

literature were considered important and thus included in the review. Studies that were 

15 
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cited often and overlapped areas of interest, such as adult development theory and job 

satisfaction, were also included. This process was repeated for the initial search and for 

subsequent searches until all areas of inquiry were covered. To assure that no relevant 

research was excluded, a reference list was sent to a committee of three experts in the 

field of music teacher job satisfaction. Any works that may have been omitted, but were 

recommended by the committee, were then read and considered for this study. This initial 

process eliminated a vast amount of literature that, while related to the topic, was not 

considered relevant enough for inclusion in this study. Once literature saturation was 

completed, a final list of references was sent to the committee for confirmation. 

The following literature was thoroughly examined for inclusion in this review. 

Adult development theory, teacher job satisfaction theory and literature related to music 

teacher job satisfaction elucidated more poignantly the current state of research in these 

fields, gaps in the literature, and the need for uncovering the strongest predictors of 

instrumental music teacher job satisfaction. 

Adult Development Theory 

Many theories of human development have been constructed over the last half-

century (Erikson, 1959; Erikson, 1982; Freud, 1938; Maslow, 1954; Maslow; 1971). The 

work of Freud (1938) served as a basis for many theorists and was investigated in-depth 

throughout this review. Many contemporary researchers (Baker, 2007; Conway, 2002; 

Hancock, 2008; Howard, 2006; Podsen, 2002; Scheib, 2003) have discussed various 

theories of adult development for theoretical constructs. Inquiry related to these theories 

has been found to give particular insight into job satisfaction, teacher job satisfaction, and 

music teacher job satisfaction. Connections between theories of adult development and 
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job satisfaction theory were highlighted as well. This section reviewed the works of 

Maslow's (1954) hierarchy of needs and Erikson's (1959) adult development theory. 

These theories aided in developing a better understanding of the numerous dynamics 

influencing the job satisfaction of instrumental music teachers in the state of Georgia. 

Maslow's Hierarchy of Needs 

Maslow (1954) introduced the hierarchy needs as a model for understanding 

human development. Maslow's work was written primarily to build upon previous works 

in psychology by Freud (1938), Jung (1938), Goldstein (1940) and Fromm (1947) 

amongst others. Maslow introduced the hierarchy as a pyramid based what has been 

observed to be the most critical needs for humans to exist and thrive. At the bottom of 

this system were basic needs, or what Maslow referred to as physiological needs 

(Maslow, 1954). These needs included food, water, breathing, sex, sleep, excretion and 

regulating body temperature. Maslow cited the works of Jung (1938) and Freud (1938) as 

foundations for establishing physiological needs. Next, Maslow introduced safety needs. 

In order for safety needs, or any of the subsequent needs to be met, Maslow emphasized 

that the physiological needs must be fulfilled first. Once these needs were met, safety 

needs such as personal security, employment, money, morality, family and health could 

then be considered. 

The third level of Maslow's (1954) hierarchy was known as the love and 

belonging needs. Maslow stated, "If both the physiological and safety needs are fairly 

well-gratified, there will emerge the love and affection and belongingness needs, and the 

whole cycle already described will repeat itself with this new center" (p.43). Needs 

included in the love and belonging category were friendship, family and sexual intimacy. 
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Maslow then proposed esteem needs. Within this category were two subsets: the desire 

for strength and achievement and the desire for reputation and prestige. Maslow listed 

feelings of self-confidence, worth, strength, esteem, adequacy and respect as the most 

relevant needs for humans who have had the lower needs met. 

Finally, Maslow discussed the need for self-actualization. Throughout the 

hierarchy, Maslow surmised that once the needs of the lower categories were amply met, 

a feeling of discontent emerged in human beings. In order for this discontentment to be 

alleviated, the fulfillment of the higher needs was pursued. For example, if a child does 

not feel safe and secure, he or she might hoard large amounts of money or eat too much 

food in order to feel safe and secure (Maslow, 1954). This cycle continued throughout 

human life until death. The final stage of the hierarchy was given the term self-

actualization, which was first coined by Goldstein (1940). The emergence of self-

actualization was determined by the success in meeting the physiological, safety, love, 

and esteem needs sufficiently. Included in the needs were morality, creativity, 

spontaneity, problem solving, tolerance, and honesty. By reaching this level of self-

actualization, human beings could experience a more complete and satisfying life 

(Maslow, 1954). Figure 1 illustrates Maslow's hierarchy of needs. 
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Self-Actualization 

Esteem 

Love/Belonging 

Safety 

Physiological 

Figure 1. Illustration of Maslow's hierarchy of needs. 

Maslow viewed the hierarchy as a theory of human motivation (1954). The levels 

listed above were also categorized using the three broader categories of conative, 

cognitive, and aesthetic needs. Maslow (1954) believed that human identity was 

developed from the interaction between a person's needs and the motivation and volition 

to fulfill those needs. Maslow's theory of motivation outlined 16 areas that were used to 

differentiate low priority and high priority needs. These areas included: 

1. The higher need is a later phyletic of evolutionary development. 

2. Higher needs are later ontogenetic developments. 
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3. The higher the need the less imperative it is for sheer survival, the longer the 

gratification can be postponed, and the easier it is for the need to disappear 

permanently. 

4. Living at the higher need level means greater biological efficiency, greater 

longevity, less disease, better sleep, appetite, etc. 

5. Higher needs are less urgent subjectively. 

6. Higher need gratifications produce more desirable subjective results, i.e. more 

profound happiness, serenity, richness and inner peace. 

7. Pursuit and gratification of higher needs represent a general healthy trend, a 

trend away from psychopathology. 

8. The higher needs have more preconditions. 

9. Higher needs require better outside conditions to make them possible. 

10. A greater value is usually placed upon the higher need than upon the lower by 

those who have been gratified in both. 

11. The higher the need level, the wider is the circle of love identification, i.e. the 

greater is the number of people love-identified with, and the greater is the 

average degree of love identification. 

12. The pursuit of the gratification of the higher needs have desirable civic and 

social implications. 

13. Satisfaction of higher needs is closer to self-actualization than is lower-need 

satisfaction. 
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14. The pursuit of and gratification of the higher needs leads to greater, stronger, 

and truer individualism. 

15. The higher the need level the easier and more effective psychotherapy can be: 

at the lowest need levels it is of hardly any avail. 

16. The lower needs are far more localized, more tangible, and more limited than 

are the higher needs. (Maslow, 1954, pp. 98-100) 

Maslow drew from many theories in developing the hierarchy of needs. Among 

these were the instinct theory and theory of threat. The works of Jung (1938) and Freud 

(1938) were used to frame Maslow's use of these theories in his own work. The need to 

further develop a model for human autonomy and self-governing was what guided the 

construction of the hierarchy of needs. Maslow (1954) examined instinct theory to 

highlight its theoretical implications as it related to the understanding of the relationship 

between lower needs and higher needs. Descriptions of each of the lower needs were 

each discussed at length in relation to how human beings prioritize them. The basic 

premise of instinct theory was constructed by Freud (1938) and stated that human nature 

was a direct reflection of the environment that humans inhabit. It was the environment 

that created the basis for how humans would have their basic needs met. Based on the 

ability for humans to meet basic needs, Maslow suggested that discontent would soon 

follow and humans would thus move towards higher needs. 

The theory of threat was used by Maslow (1954) to describe how human beings 

prioritize the fulfillment of certain needs throughout life. The concepts deprivation, 

conflict, frustration, and gratification were introduced to better communicate the ways in 
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which human beings shifted between levels of needs simultaneously. Maslow conjectured 

that the innate fear of death motivated human beings to make pursuits that aided in 

sustaining life. If something happened that provoked the fear of death, that person would 

make choices that serve their own best interest towards self-preservation and survival 

(Maslow, 1954). Maslow stated, "The imminence of death for whatever reasons also may 

put us in a state of threat for the reason that we may lose our basic self-confidence here" 

(p. 110). Because of various impending threats existing within the person's environment, 

a quest to fulfill the higher needs will only be pursued contingent upon the gratification 

gained from meeting lower needs. Maslow described at great length the relationship 

between threat and self-actualized inhibitions. It was the use of threat theory that 

modulated some basic needs, such as intimacy and self-esteem, to higher needs. Maslow 

(1954) found through the study of animals, and people from cultures vastly different from 

those with western European influences, that the basic needs for survival were 

homeostasis, food and water. Other basic needs such as excretion and sex were founded 

based upon Freudian psychology (1938) and were thus included as well. 

As it related to education, the works of Skinner (1953) and Bloom (1956) used the 

work of Maslow to help inform their own theoretical foundations. Maslow's hierarchy of 

needs has influenced the works of educational researchers and those in the area of job 

satisfaction as well (Chipman, 2004; Herzberg, 1996; Howard, 2006; Podsen, 2002; 

Reimer, 2005; Bilz, 2008). Central to the association of Maslow's hierarchy of needs to 

education were the concepts of cognition and conation. Maslow (1954) viewed cognition 

of the individual as an abstraction and thus placed it as a higher need. Concepts of static 
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and dynamic cognition included "attending"; the capability of being mentally present, 

perceiving, learning, remembering, thinking and conceptualizing. Maslow used the term 

"rubricizing" (p. 205) to illustrate how these various concepts were learned. It was this 

concept of rubricizing that has been used throughout the research community to construct 

instruments that not only measure the concepts above, but measure the concept of job 

satisfaction as well. Herzberg (1966) and many other job satisfaction researchers used the 

work of Maslow to promote the need for the study of job satisfaction. The work of 

Billingsley (1993) Podsen (2002) utilized the theories of Maslow and of Erikson (1959) 

to advocate for new ways to raise teacher job satisfaction and teacher retention rates. 

Maslow (1954) uncovered human needs and offered an approach by which human 

beings prioritize the fulfillment of those needs. Maslow believed that a thorough 

investigation of developmental psychology was needed to better understand the many 

ways that human beings interact with their environment. The basic need for self-

preservation and innate fear of death was what Maslow believed to be the foundation for 

how people meet their needs. It was with this lens that contemporary researchers 

(Erikson, 1959; Freudenberger, 1974; Herzberg, 1966) utilized Maslow's findings as a 

foundation for human development and job satisfaction theory. Maslow (1954) 

emphasized the need for a holistic-dynamic point of view, which was developed through 

a series of investigations based on the study of various personality and intelligence tests. 

Goldstein's work (1940) was a major contributor to Maslow's use of this point of view. It 

is this holistic-dynamic point of view that helped shift educational psychology towards 

viewing not only the whole child, but the whole teacher as well. Erikson (1959) used 
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many of the theoretical foundations of Maslow (1954) to construct his theory of adult 

development. 

Erikson's Adult Development Model 

Previous research has revealed many important theories of human development in 

the field of psychology (Freud, 1938; Fromm, 1947; Goldstein, 1940; Jung, 1938; 

Maslow, 1954). Erikson's (1959) theory of human development was conceptualized to 

give a comprehensive description of how humans develop psychologically throughout 

life. This model was constructed by using eight stages of crisis resolution. At each stage, 

which Erikson categorized by a given age range, a crisis arose that required a resolution. 

Erikson viewed each stage through the dichotomy of positive and negative potential 

outcomes. Much of Erikson's work related to adult development centered on the concept 

of ego development. Like Maslow (1954), Erikson was influenced by the work of Freud 

(1938). Ego development, as described by Erikson, was the central ethos to how all 

human beings constructed their personal identity in relation to their culture, environment, 

and life experiences. Erikson discussed how one's environment and life experiences 

influenced their readiness to confront the crises in this model and solve them in 

appropriate ways. 

Ego identity is the central theme of Erikson's (1959) model. It is the construction, 

deconstruction, and reconstruction of the ego by which Erikson delivered the eight stages 

of psychosocial development. The stages in the model ranged from infancy to mature 

age. At some point in each stage, Erikson suggested that a crisis arose that must be 

resolved. How a person decided to resolve the crisis had implications for how they 

approached and resolved subsequent crises. The most critical component of this model 



25 

Erikson proposed was that all humans needed to learn how to trust others. Trust was 

viewed as essential for a person to develop through the subsequent stages. Erikson (1959) 

offered that the first crisis took place during a child's infancy, and was known as trust 

versus mistrust. The range given for this stage was approximately birth to 18 months old. 

A crisis arose at some point that required the infant to determine whether to trust his or 

her caregivers or not. Based on how guardians cared for the child, the crisis would 

resolve either positively or negatively. The positive resolution was for a child to find 

comfort and care from their parents and thus develop trust. If the child was not 

appropriately cared for, feelings of mistrust would grow and the child would establish a 

foundational basis for choosing negative outcomes in later stages. Erikson believed that 

the positive resolution of each stage was needed in order for the individual to cultivate a 

healthy personality. Erikson (1959) delineated each of the eight stages and their 

relationship to one another. Below are the eight stages of psychosocial development and 

the associated crises: 

1. (Infancy) Trust vs. Mistrust 

2. (Early Childhood) Autonomy vs. Shame and Doubt 

3. (Play Age) Initiative vs. Guilt 

4. (School Age) Industry vs. Inferiority 

5. (Adolescence) Identity vs. Identity Diffusion 

6. (Young Adulthood) Intimacy vs. Isolation (Distantiation) 

7. (Adulthood) Generativity vs. Stagnation 

8. (Late Adulthood) Integrity vs. Despair 
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Erikson (1959) placed emphasis on the idea that even though a conflict may be 

resolved negatively initially, it was possible for the individual to regress to the conflict 

and seek a positive resolution. Erikson's theory has been viewed as insightful by 

professionals in the areas of clinical psychology, educational psychology and counseling 

(Bloom, 1956; Skinner, 1953). Contemporary education theorists have referred to 

Erikson's work as well (Gardner, 1983; Mezirow, 1991). For the scope of this work, a 

primary emphasis was placed on the stages that most affect teachers. Those stages were 

young adulthood, adulthood, and late adulthood. 

Erikson (1959) presented the latter stages of his developmental model through the 

three stages of adult development. These stages included young adulthood, adulthood or 

middle age, and late adulthood or mature age. The first of these stages, young adulthood, 

occurred between the ages of 18 to 25. The crisis to be resolved in this stage was 

intimacy versus isolation. In order for this crisis to be approached in a healthy way, 

however, the previous five stages should have been positively resolved. If these stages 

were not solved appropriately, the implications of those decisions could have a profound 

impact the later stages. Erikson (1959) suggested that intimacy promoted feelings of 

friendship, leadership, love and inspiration. The opposite of intimacy was what Erikson 

referred to as distantiation. Distantiation was defined as "The readiness to repudiate, to 

isolate, and, if necessary, to destroy those forces and people whose essence seems 

dangerous to one's own" (p.101). 

The previous stage, adolescence, dealt with the crisis of identity versus identity 

diffusion and is important to mention here because Erikson (1959) created seven related 
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sub-crises within the main context of this stage. Based on how early conflicts were 

solved, a possibility of 14 alternative outcomes could occur. These included time 

perspective, time diffusion, self-certainty, identity consciousness, role experimentation, 

negative identity, anticipation of achievement, work paralysis, sexual identity, bisexual 

diffusion, leadership polarization, authority diffusion, ideological polarization and 

diffusion of ideals (Erikson, 1959). Because of the vast combinations of outcomes in this 

stage, Erikson cited the importance of individuals to appropriately resolve previous 

conflicts in order to better navigate through the stages of adulthood. 

The second stage of adulthood was also known as middle age. Adults in this stage 

ranged between the ages of approximately 25 to 60 years of age. This stage included of 

the widest breadth of age throughout the entire model (Erikson, 1959). The crisis that had 

to be resolved in this stage was known as generativity versus stagnation. Erikson 

described generativity as a person's interest in serving one's elders and providing for 

future generations. It is during this stage that the full personality of the individual took 

shape. Because of this, any conflicts that were solved negatively resulted in a form of 

personality that suffers from mental, social, and emotional immaturity. Erikson (1959) 

suggested that a person having reached generativity would develop foresight related to 

the multiple leadership roles needed in adults including parenting, teaching, mentoring, 

and counseling. It is also through the idea of generativity that one's spiritual and moral 

compass was established. 

The principle of stagnation was introduced to offer the possible negative outcome 

of the middle stage of adult development. Erikson (1959) presented anecdotal evidence 
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through counseling sessions of various participants of how all of the different possible 

negative outcomes of the adolescent stage typically produced the negative outcomes of 

isolation in the young adult stage and stagnation in the middle stage. Erikson (1959) 

found that the vast majority of people he studied referenced early childhood trauma, 

family of origin identification and the lack of some spiritual belief system as the main 

reasons for stagnation in middle life. Erikson used this knowledge not only to inform his 

theory of adult development, but also offered this evidence to mental health professionals 

so that they could better help patients resolve previous crises in positive ways. Erikson 

also highlighted that if a person in this stage digressed to stagnation, a series of 

ramifications for that person's closest family, friends, and colleagues could also occur. 

The risks associated with the multitude of potential negative outcomes for one's self and 

others was one of the hallmarks of Erikson's model that spawned further inquiry in the 

area of educational psychology (Bruner, 1973; Gagne, 1985; Gardner,1983; 

Vygotsky,1978). With this stage resolved, Erikson then presented the concluding stage of 

mature adulthood. 

Erikson's final stage of the adult development was late adulthood, otherwise 

known as mature age. This stage was categorized by the association of one's life to 

personal reflection on how they resolved previous crises. This stage ranged from the age 

of 60 until death and was labeled as ego integrity versus despair and disgust. Erikson 

(1959) discussed attributes which he had found to best exemplify the idea of integrity. 

Some of the attributes included the acceptance of one's own life, a different perspective 

of one's parents and children, a sense of belonging to a larger human community, and the 
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feeling of living a fulfilling life. The negative outcomes of despair and distrust emerged 

from any combination of the previous stages not being positively resolved. At this stage 

the ego became transfigured towards anger, resentment, fear, and self-loathing (Erikson, 

1959). Despair, as Erikson stated, conveyed the feeling that one's time on Earth was too 

short and that any attempt to try to live a life of integrity was an act of futility. Erikson 

concluded by stating that it is imperative that meaningful relationships be cultivated in 

the areas of parenting, education, counseling, work-life and spiritual life. Though a 

person cannot go back in time to reverse past events, new ways of coping with those 

events can be suggested so that any human, regardless of personal history, may live a life 

of integrity (Erikson, 1959). 

Erikson's theory of adult development offered many similarities to Maslow's 

(1954) hierarchy of needs. Erikson's model was based upon concepts founded in Maslow, 

particularly as it related to the ideas of human transcendence. Maslow's hierarchy, though 

not categorized by age, displayed elements of needs structured around basic necessities 

being met initially and higher needs subsequently. Erikson's model evolved from the 

concept of the actualized and transcendent self (Goldstein, 1940) through the use of crisis 

resolution. Both models identified concepts that make a person uniquely human, and 

which differentiate human beings from other members of the animal kingdom. The ideas 

of Freud (1938) were espoused throughout both models as well. Maslow's (1954) 

hierarchy was a foundational theory in helping guide the works of educational 

psychology and human motivation. Erikson's (1959) eight stages of psychosocial 
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development served as a major work in the development of educational psychology and 

job satisfaction theory. 

By looking at these models and identifying needs, crises, choices and outcomes, a 

more comprehensive concept of instrumental music teacher job satisfaction can be 

realized. Erikson (1959) stated, "If we only learn to let live, the plan for growth is all 

there" (p. 107). This statement explicated to the need to uncover ways to enhance the 

quality of human life in all areas. Research has been extensively done in the areas of job 

satisfaction theory and work motivation (Freudenberger, 1974; Lawler, 1994; Locke, 

1968). Because of the theories that have been produced from this area of inquiry, teacher 

job satisfaction may be greatly enhanced (Bilz, 2008). The work of Podsen (2002) 

introduced a model based upon some of the job satisfaction models that will be discussed 

in further detail. This study of instrumental music teacher job satisfaction will now 

investigate job satisfaction theory that has been researched throughout the past half-

century. 

Job Satisfaction Theory 

This section discussed the theories of some of the major theorists who have 

studied job satisfaction extensively. Researchers posit that job satisfaction theory can 

help improve working conditions and aid in higher perceptions of how people view their 

work (Herzberg, 1966; Locke, 1968). Locke viewed job satisfaction as the emotional and 

mental state that results from a person discerning their job in a favorable manner. This 

included how a person views their work environment, how one views others, and how 

autonomy, efficacy and purpose promote a sense of personal contentment. Locke's 
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(1968) model, known as the affect theory, was presented as a foundational theory for 

inquiry in the areas of job satisfaction and teacher job satisfaction. 

Judge, Locke, Durham, and Kluger (1998) introduced the dispositional theory to 

job satisfaction literature. The basis of this theory focused on the idea that a person's 

innate personal disposition became infused in the workplace. The work environment and 

that person's disposition caused an interaction that the person perceived as satisfying or 

unsatisfying. By addressing a person's disposition, managers could make 

accommodations in the work environment to better meet the needs of certain disposition 

types and thus create a workplace that was more conducive to individual worker 

satisfaction. 

Herzberg (1966) created the two-factor theory of job satisfaction. This theory was 

one of the earliest known models of job satisfaction that was used to construct a job 

satisfaction instrument. This theory served as the framework for the Mohrman-Cook-

Mohrman Job Satisfaction Scale (1977). Herzberg's theory, also known as the motivator-

hygiene theory, associated intrinsic, extrinsic, and demographic factors to job 

satisfaction. Motivators included those factors that workers used to create satisfaction in 

their work environment while hygienes were linked to factors that could inhibit job 

satisfaction and cause job dissatisfaction. Herzberg (1966) provided a model that could 

be used by any job sector to promote an environment in which greater individual job 

satisfaction could be attained. 

The job characteristics model of Hackman and Oldham (1976) built upon the 

theories of Locke (1968) and Herzberg (1966) by developing an approach to job 
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satisfaction that included various psychological states. The job characteristics model 

consisted of five core job characteristics and three psychological states. Each 

characteristic could be viewed in relation to any of the three psychological states. A 

research instrument was also developed for this model. A score could be tallied to 

provide a numerical description of a person's level of job satisfaction or dissatisfaction. 

These theories established a basis for job satisfaction research as whole, and guided the 

development of Podsen's (2002) teacher job satisfaction model related to career stages. 

Herzberg's Two Factor Theory 

Herzberg (1996) introduced the two factor theory of job satisfaction. This theory 

was one of the earliest known models of job satisfaction and has been used in the area of 

teacher job satisfaction as well. Herzberg presented three factors to job satisfaction: 

intrinsic, extrinsic, and demographic factors. Intrinsic factors related to how a worker 

experienced certain activities that produced personal levels of satisfaction within the 

work setting. For teachers, some of these intrinsic factors may include classroom 

activities and interaction with students, parents, and faculty. Research has shown how 

teacher influence in the classroom served as a primary intrinsic factor that led to 

increased teacher satisfaction (Bilz; 2008; Herzberg, 1966; Lindeman, 2004). 

Extrinsic factors were associated with outside sources that effected employees 

outside of the work. Many extrinsic factors have also been identified as having a 

significant impact on teacher satisfaction. These factors included salary, support from 

administrators, school safety, availability of school resources, scheduling, parental 

involvement and others (Baker, 2007; Rapp, 2009; Walker, 2009; Zdzinski, 2002). 
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Herzberg's two-factor model has also been referred to as the motivator-hygiene theory. 

Motivators were those things that supervisors or administrators could do in the work 

environment to encourage worker productivity and raise satisfaction. Hygienes were 

identified as elements of a person's job that could lead to negative thoughts and emotions 

related to the work that they do. Herzberg's model included elements of Locke's (1968) 

range of affect theory as well as Judge et al.'s (1998) dispositional theory. 

Many of these factors have been addressed by educators, researchers, and public 

commissions that have been cited thus far. Educational psychology has also taken on 

teacher job satisfaction and uncovered many factors that serve as both intrinsic and 

extrinsic motivators to teacher satisfaction. These factors related directly to the models of 

Maslow (1954), Erikson (1959), Bloom (1956), and Skinner (1953). Researchers 

suggested that when teachers felt they were not supported in their environment by parents 

and administrators, they were not as motivated to do their best work, and thus became 

dissatisfied with their working conditions (Baker, 2007; Friedrichs, 2001; Scheib, 2004). 

Further research (Hancock, 2009; Ingersoll, 2001) indicated that these dynamics lead to 

teacher migration (transferring to schools with more favorable conditions) or attrition 

(leaving the teaching profession). Because of the prevalence of use of Herzberg's (1966) 

two-factor model in the area of teacher job satisfaction, this model was used to find 

research instruments appropriate for this study. 

Range of Affect Theory 

Locke's range of affect theory (1968) was based on the idea of goal perception. 

From this perspective, Locke theorized that factors within the work environment led 
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employees to produce assumptions about their job. There was then the perception of what 

the person actually experienced while at work. The difference between the objective 

reality of the work environment and the person's perception of that environment was 

known as the discrepancy. Before this model was introduced, many job theories had 

viewed job satisfaction through an additive and subtractive lens. Locke's theory (1968) 

was one of the first to take a more comprehensive approach to job satisfaction. 

The discrepancy between what an individual expected in a job versus how an 

individual actually experienced the job determined how job satisfaction was achieved. 

For example, if an individual received feedback from either their environment or from a 

co-worker or supervisor that was not what was expected or valued, dissatisfaction 

occurred. Locke's goal for this theory was to show that workers within a job setting must 

grow an awareness of their own values and expectations, and then use those values and 

expectations to change the work environment so that they may reach higher levels of 

overall job satisfaction. 

Job Characteristics Model 

Hackman and Oldham (1976) introduced the job characteristics model to better 

understand the overall effectiveness of certain job characteristics as it related to job 

satisfaction. This model consisted of five core job characteristics: skill variety, task 

identity, task significance, autonomy and feedback. These characteristics were offered in 

relation to the psychological states of experienced meaningfulness, experienced 

responsibility for outcomes, and knowledge of the actual results. The relationship 

between these factors in turn influenced work outcomes such as job satisfaction, 
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absenteeism and work motivation among others. Hackman and Oldham (1976) used these 

factors to produce a job diagnostic survey. From this survey, responses to the above 

factors were measured to form a motivating potential score. This score could be used as 

an index to show how likely a job was to affect a person's attitudes and behaviors toward 

their work. 

The job characteristics model has been used extensively in business sector. The 

job diagnostic questionnaire has also been adopted by many sectors to serve as a measure 

for worker motivation and attitude. Though this model has not been used much in the 

area of education, these factors related closely to the Herzberg two-factor model. A sixth 

factor, self-expression, was later added and has been included in the subsequent editions 

of the model. One of the key features of the model included how it could be used as a 

questionnaire to measure not only individual satisfaction and motivation, but the 

dynamics of teamwork as well. 

Dispositional Theory 

The dispositional theory was developed to offer the idea that all human beings 

have innate personal dispositions that lead to predispositions toward a certain quality of 

life and job satisfaction, regardless of one's job (Judge, Locke, Durham, & Kluger, 1998). 

This theory was developed more recently and thus has not been investigated as 

thoroughly as the other theories mentioned in this section. Judge et al. (1998) described 

how a person's own innate dispositions have a profound impact on how they view their 

work environment. This theory placed the onus of satisfaction primarily on the person 
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performing the job. This philosophy differed from the affect theory, which looked at the 

environment, the person, co-workers and supervisors. 

Judge et al. (1998) introduced four core self-evaluations that were used to uncover 

a person's work disposition. These four evaluative marks included self-esteem, general 

self-efficacy, locus of control and neuroticism. Self-esteem was considered to be the way 

in which a person viewed his or her self-worth. Self-efficacy was described as the degree 

to which a worker felt confident about their capacity to do their job effectively. Locus of 

control included ideas related to how a worker could control their work environment 

from the perspectives of policies, scheduling, workload etc, Neuroticism was described as 

a worker's mental and emotional disposition towards negative thinking. The researchers 

suggested that higher levels of self-esteem and self-efficacy led to higher levels of job 

satisfaction. Lower levels of neuroticism led to higher levels of job satisfaction as well 

Judge et al. (1998). 

Some researchers have found faults with some of the theories of job satisfaction 

offered in this review (Vroom, 1995; Weiss, 2002). Vroom (1995) discovered 

assumptions within the two-factor model that Herzberg (1966) did not specifically 

address. The assumption that happy and satisfied people were more productive workers 

was Vroom's major criticism of Herzberg's work. Vroom (1995) also discussed that the 

Herzberg model did not accommodate for the variety of personality traits that could 

affect job satisfaction. Even though these were valid claims, the two-factor model has 

remained a distinguished work in job satisfaction literature. 
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Weiss (2002) conducted a major critique of Hackman and Oldham's (1976) job 

characteristics model. The major criticism of the job characteristics model was that it 

failed to distinguish objective and subjective job traits within the survey questionnaire. 

Weiss (2002) explained how the questionnaire was developed to measure employee 

perceptions of job satisfaction but did not clearly articulate how these perceptions are 

influenced by the work environment. Another major fault found with Hackman and 

Oldham's (1976) model was the way in which the dependent variable of job satisfaction 

was measured. Satisfaction was measured using the same scale used to measure job task 

perceptions. This could have created perception-to-perception correlations and could be 

subject to significant levels of common method variance (Weiss, 2002). Also, because 

the settings in which this model was implemented often included smaller samples, 

workers' perceptions of job characteristics may conflict with outside observers' 

perceptions of the same tasks. Ambiguity in defining satisfaction and the lack of 

scholarly inquiry utilizing the job diagnostic questionnaire were other critiques that 

Weiss (2002) presented from analyzing the job characteristics model. 

The works of Locke (1968), Judge et al. (1998), Herzberg (1966) and Hackman 

and Oldham (1976) helped construct the second component for this study's theoretical 

framework. The stated theories have been used in broad job settings and in the teacher 

work environment. Herzberg's two factor model was used to develop the Mohrman-

Cook-Mohrmart Job Satisfaction Scale (1977) that was used as a research instrument for 

this study. Though there have been critiques of the aforementioned theories (Vroom, 

1995; Weiss, 2002), many researchers have used these frameworks in their own inquiry 
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(Bilz, 2008; Chipman, 2004; Podsen, 2002; Walker, 2009). The following section will 

complete the establishment of the theoretical framework for this study by presenting 

Podsen's (2002) career stages of teachers. 

Teacher Job Satisfaction Theory 

The increasing rate of teacher turnover in American public schools has become an 

insidious phenomenon (Hill, 2003; Ingersoll, 2001). National estimates suggested that 

schools perpetually face the task of filling almost 500,000 teacher vacancies, created by 

15% of the teachers who leave the workforce or move to new teaching assignments 

(Gordon, 2003). The National Association for Music Education (NAfME) and the 

National Association for Schools of Music (NASM) reported that more than 5,000 music 

teacher jobs remained unfilled every year as recent graduates could meet only 50% of the 

reported demand (Hancock, 2008; Kimpton, 2005; Lindeman, 2004). 

Researchers suggested that one of the most important pieces information a 

workplace could have regarding an employee in any organization was an appropriate and 

valid measure of his or her level of job satisfaction (Hackman & Oldham, 1976; 

Herzberg, 1966; Judge et al., 1998; Locke, 1968). The following section explored teacher 

job satisfaction and its relationship to teacher retention and longevity by examining 

Podsen's (2002) career stages of teachers. 

Podsen's Career Stages of Teachers 

Podsen (2002) constructed a job satisfaction model that delineated the 

development of teachers through the concept of career stages. These stages were inspired 

in part by Erikson's (1959) theory of adult development. Due to the lack of research 

specific to the area of teacher retention, Podsen's rationale behind the career stages was 
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to shed light on the factors uniquely inherit to teachers and develop a model that 

researchers could use to help study teacher job satisfaction (Bilz, 2008; Hearn, 2009). 

Podsen's career stages of teachers were divided into four stages according to age and 

teaching experience. Podsen (2002) also discussed how the emergence of alternative 

teacher programs affected the way that the model could be viewed. Using the traditional 

scope of the career stages, the first stage of the model began upon the new teacher 

completing student teaching and continued through the first five years of teaching. 

Because alternative plans have allowed for people of any age to pursue a teaching 

certificate, Podsen (2002) encouraged viewing the career stages from the perspective of 

years of experience instead of age. The four stages as outlined by Podsen include the 

teacher inductee, the teacher specialist, the teacher leader and the teacher steward. 

Teacher Inductee. Podsen (2002) began the career stages of teachers with the 

teacher inductee stage. This stage served as the foundation for the model and specified 

how the new teacher is inducted into the profession. The traditional model included the 

age range of 21 to 25 and the alternative certification model included the first five years 

of teaching. Podsen described the teacher in this stage as being idealistic and displaying 

high expectations for both themselves and their students. There was typically a difference 

found in how teacher inductees believe teaching to be versus the realities they met once 

they entered the classroom (Bilz, 2008). This phenomenon was also one of the basic 

tenets of Locke's (1968) range of affect theory. 

The major concerns of the teacher inductee included surviving the classroom on a 

day-to-day basis from a management perspective, doing well on teacher evaluations, and 
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becoming respected by students and colleagues. Podsen (2002) emphasized that teacher 

attrition occurs most during this stage. Research (Hancock, 2009; Ingersoll, 2004) 

supported these findings of the high teacher attrition rates found throughout the country. 

Podsen declared that it was imperative that teachers in this stage received mentoring from 

teachers and administrators who have successfully navigated this stage. Also, 

recommendations were made to implement professional development workshops for 

teacher inductees so that they might be supported more within the education community 

and stay in the teaching profession. At each stage of Podsen's (2002) framework, 

particular emphasis was placed on the strategies needed in order to encourage teacher 

retention. 

Teacher Specialist. The teacher specialist stage included teachers with six to ten 

years of teaching experience. Qualities of teachers within this stage included the desire to 

gain more knowledge in their content area, the need to enhance pedagogical practices, 

and the need understand the individual needs of their students in a more salient way. 

Teachers in this stage had moved beyond the basic needs of desiring to belong to the 

faculty and manage the classroom and began to pursue ways to contribute to the school as 

a whole. Teachers also pursued graduate studies during this stage to improve their 

knowledge base and teaching pedagogy. 

The teacher specialist stage highlighted the need for more diverse and extensive 

professional learning opportunities. Some of the concepts that teachers in this stage could 

explore included: 
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1. Increasing their level of engagement with advanced academic knowledge and 

pedagogical approaches to improve student learning. 

2. Achieving a balance between individual needs, student needs, school needs, and 

system-wide needs. 

3. Synchronizing professional development time with the teacher's work schedule to 

give teachers more time to collaborate with colleagues and share knowledge, 

skills, and teaching strategies. 

4. Increasing professional development opportunities specifically tailored to help 

teachers who teach at-risk students. 

5. Adding workshops to aid teachers in identifying both long-term and short term 

goals for their teaching practice. (Podsen, 2002, p.26) 

By addressing the following areas, Podsen believed that teachers in the teacher 

specialist stage could experience high levels of job satisfaction. Similarities to this model 

of job satisfaction were included in Herzberg's (1966) two-factor theory as it related to 

intrinsic and extrinsic motivators. The attainment of job satisfaction in the first two stages 

of Podsen's (2002) career stages of teachers established the need to pursue higher levels 

of satisfaction connected to teaching experience. The stages of the teacher leader and the 

teacher steward associated to Erikson's (1959) final two stages of the adult development 

model, and also intimated themes offered by Maslow (1954). 

Teacher Leader. The third stage of Podsen's (2002) model was the teacher leader 

stage. Podsen described teachers in this stage as displaying qualities and characteristics 

that promoted a more holistic view of education. This stage encompassed teaching 
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experience from year 11 through year 20. Most teachers in this stage sought leadership 

roles within the school and in the broader field of education. As master teachers, they had 

honed specific content knowledge and pedagogical skills and could now aid novice 

teachers in the field by transmitting the knowledge for best instructional practice (Bilz, 

2008). 

Podsen (2002) noted that there was a moment of realization for teachers in this 

stage similar to the crises resolutions found in Erikson's (1959) adult development 

model. Years of perspective and experience in education made the teacher leader stage a 

critical one for all teachers who made it this far in the career stage model (Podsen, 2002). 

The reason Podsen gave for the clarity of transition to this stage was due to the fact that 

teachers had some tangible evidence of leadership. The promotion to department chair, 

instructional coach, mentor, assistant principal or some other job in education was a clear 

result of the teacher's experience and expertise in education. 

Another critical aspect of the teacher leader was the level of contributions to their 

field of expertise. Podsen (2002) stated, "These teachers are able to reflect on the 

workplace and facilitate growth and change within it for both students and peers" (p.27). 

Because of their expansive knowledge base in the field of education, Podsen viewed 

teacher leaders as belonging to a group that would enjoy their profession and pursue 

opportunities to help other teachers in previous stages improve their own teaching. 

Teacher Steward. The fourth and final stage of Podsen's (2002) career stages of 

teachers was the teacher steward stage. This stage was presented as the culmination of a 

successful career in education. Teachers in this stage had attained 20 more years of 
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experience in education. With this vast knowledge base and leadership experience, 

teacher stewards were viewed as best suited to challenge the broader educational issues 

of equity, access to schooling and other broader political implications related to the field 

of teaching. Podsen (2002) made it a point for the reader not to confuse teacher longevity 

and resilience with satisfaction however. It was clearly stated that the teacher steward 

does not display vestiges of burnout or immense stress (Bilz, 2008; Podsen, 2002). 

Research has shown that teacher longevity and resilience does not always correlate highly 

to teacher job satisfaction (Friedrichs, 2001; Maslach & Jackson, 1981; Scheib, 2004). 

Teacher stewards were teachers that cultivated new ideas both within the 

classroom and the school for improved instruction and greater student achievement. 

Podsen (2002) stated that these teachers were most likely to pursue doctoral degrees, 

serve on curriculum revision and textbook committees, pursue teaching in higher 

education and assume greater leadership roles in education as a whole. Podsen (2002) 

discussed the importance of the visibility of teacher stewards in education. Because of the 

high attrition rates in the first years of teaching (Gordon, 2003; Mercer & Mercer, 1986), 

the need for formal and informal interactions between teachers in the various stages was 

found to be the most significant aspects of teacher retention. If teachers in the inductee 

and specialist stage come into more contact with teacher leaders and teacher stewards, 

teacher retention rates may rise (Bilz, 2008; Podsen, 2002). 

Podsen also discussed several factors contributing to the growing teacher attrition 

rates and gave recommendations to improve retention. Several risk factors were outlined 

throughout the stages that could discourage teachers and lead to attrition. Some of these 
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factors included professional failure, isolation, lack of job assistance, workload demands, 

lack of teaching resources, no evidence that their teaching was making a difference in 

students' lives, teacher burnout, and personal issues (Howard, 2006; Mercer & Mercer, 

1986; Nimmo, 1989). By developing a professional career framework, teachers at all 

stages of the career stage model could thwart these risks and become educators who are 

more satisfied with their job and find a deeper meaning and purpose in their work (Bilz, 

2008). 

Podsen's (2002) career stages of teachers was just one part the theoretical 

framework for this study that informed the procedures for identifying the factors that may 

predict instrumental music teacher job satisfaction. The developmental theories of 

Maslow (1954) and Erikson (1959) were offered to establish a sound basis from a 

psychological perspective. The job satisfaction theories of Locke (1968), Judge et al. 

(1998), Herzberg (1966), and Hackman and Oldham (1976) were discussed to show the 

relationship between psychological theories and broad job satisfaction theories. Podsen's 

(2002) career stages model was outlined as a framework specifically used to help provide 

strategies that may aid in teacher retention. These three perspectives aided in finding 

salient literature in the areas of teacher job satisfaction and music teacher job satisfaction. 

By highlighting relevant studies in these areas, a strong rationale for investigating the 

most important predictors of instrumental music teacher job satisfaction emerged. 
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Teacher Job Satisfaction Literature 

Job satisfaction has been studied extensively across many work sectors 

(Freudenberger, 1974; Hackman & Oldham, 1976; Judge et al., 1998; Locke, 1968). Only 

recently has research focused particularly on the job satisfaction of teachers (Bilz, 2008; 

Chapman, 1984; Darling-Hammond, 1990; Hancock, 2008; Ingersoll, 2004). Previous 

work in the area of job satisfaction has highlighted the need for improved working 

conditions, more competitive wages, and increased opportunities for professional 

development (Hanushek, 2007; Huysman, 2008; Inyoung & Loadman, 1994; Mathis, 

2010). Researchers have also highlighted the need for programs to be implemented in 

low-income and high poverty schools that serve at-risk students so that teachers are better 

equipped to deal with issues unique to this setting (Chipman, 2004; Fitzpatrick, 2008; 

Ingersoll, 2004). The following section was offered to examine some major teacher job 

satisfaction studies and provide a rationale for further inquiry pertaining to the job 

satisfaction of instrumental music teachers. 

Ingersoll (2001) conducted a study in the areas of teacher shortage and teacher 

turnover. Data was analyzed from the Schools and Staffing Survey (SASS) and the 

Teacher Follow-up Survey (TFS) created and disseminated by the National Center for 

Education Statistics (NCES). The data collected from these surveys included large, 

comprehensive demographics that reflected the national teaching population. Included in 

this data set was information related to teacher migration, teacher attrition, and stressors 

that teachers identified as having an impact on their career decisions. Ingersoll also 

gathered statistics from the Bureau of National Affairs to compare job turnover in general 

to teacher turnover. Though Ingersoll (2001) used a vast data set, the chief argument was 
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that education must discover ways to alleviate teacher turnover at the national level by 

looking at what affects teachers most at the local level. The sample for this study 

included 5,643 teachers from elementary and secondary schools throughout the country. 

The effect size for the overall model used in this study included an unstandardized 

coefficient of b = -.56. 

Ingersoll found that there was a 14% turnover rate for teachers during the early 

1990s but only an 11% turnover rate for workers in general. Three contributing factors to 

the higher turnover rate for teachers included increased student enrollment, increased 

teacher retirement, and a lack of new teachers entering the workforce to curb the other 

two factors. Ingersoll (2001) described how policies pertaining to small class sizes have 

contributed to the growing need for more teachers. Also, many teachers reaching 

retirement age are members of the baby boom generation and so it will naturally be 

difficult to replace the large number of retirees (Hancock, 2003; Ingersoll, 2001). Data 

analysis, however, did not reach any statistically significant differences between 

increased student enrollment, teacher retirement, and new teacher induction. Analysis did 

reveal, however, that teacher attrition and migration occurred at a higher rate (15%) in 

high poverty urban areas (Ingersoll, 2001). 

As it related to satisfaction and dissatisfaction, Ingersoll stated that the major 

causes of employee dissatisfaction that led to migration and attrition included low salary, 

lack of support from school administration, student discipline problems, and lack of 

teacher autonomy. Sources of job satisfaction were not included for this study. Ingersoll 

(2001) discussed the need for more research in the areas of teacher satisfaction, 
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resilience, longevity and retention. By uncovering the factors that most contribute to the 

positive elements of teachers' professional experience, programs and methods may be 

developed to enrich the work life of teachers in the field, which may indirectly help in 

recruiting new teachers into the field of education. 

Henke, Zahn, and Carroll (2001) conducted a study of recent college graduates 

who had recently entered the teaching profession. Data was collected using the 1993 

Baccalaureate and Beyond Longitudinal Study (B&B: 93). Data gathered from the B&B: 

93 came from a national representation of the population of recent college graduates. 

Data was also collected for two subsequent years, which added a longitudinal aspect to 

the study. Approximately 9,300 recent college graduates were surveyed throughout the 

three years of the survey, and comparisons between graduates who went into the teaching 

profession versus graduates who worked in other sectors were made. The effect size for 

the overall model used in this study was calculated at d = .47. 

Henke et al. (2001) found that after the first year of the study, K-12 teachers 

made up 10% of the total workforce from the respondents to the survey. After 3 years, 

however, the percentage of K-12 teachers making up the total workforce had dropped to 

8%. Reasons for this included the increase in job demand in other professions and high 

rates of teacher attrition. Bivariate and multivariate analyses were conducted to uncover 

tends of new teachers to stay or leave education versus patterns in other occupations. 

Results found that graduates in the field of education displayed the same tendencies to 

stay in their profession as their non-teaching counterparts in other job sectors. Findings 

from the study indicate that even though the teacher attrition is high relative to the 
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teachers needed in the field, overall numbers of teacher attrition, retention, and migration 

were constant with other job areas. 

Ingersoll (2004) conducted a study that addressed the concern of the troubling 

attrition rate of teachers in high poverty schools. Ingersoll (2004) surmised that the high 

attrition rates of teachers in high poverty schools may be a direct result of work 

conditions. Ingersoll also claimed that while some studies have pointed to the teacher 

shortage as not correlating to job satisfaction levels of employees, findings in this study 

suggested that job dissatisfaction was a primary source of teachers leaving the education 

profession prematurely. Another major cause of teacher shortage that Ingersoll (2004) 

included was the effect of political legislation such as No Child Left Behind on teacher 

efficacy and autonomy. Decreased levels of efficacy and autonomy combined with a lack 

of adequate resources and administrative support created a work environment that 

teachers in high poverty schools found to be the least desirable for long-term professional 

and personal growth. 

The data used for this investigation came from the Schools and Staffing Survey 

(SASS) and its supplement, the Teacher Follow-up Survey (TFS) conducted by the 

National Center for Education Statistics. Close to 7,000 teachers participated in this 

study. The effect size for the overall model used in this study was d= .72. Ingersoll 

(2004) found that much of the turnover was accounted for by teacher job dissatisfaction, 

which resulted teachers pursuing other jobs in other settings or outside of education 

altogether. Analysis indicated that one of the highest reasons given for high rates of 

turnover in high poverty schools was teacher compensation. Another notable reason 
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specific to urban teachers who taught in high poverty settings was classroom intrusions. 

The top reason reported for the significant numbers of those who departed from their jobs 

was that teachers were hindered by inadequate support from the school administration. 

This was actually found to be the top reason for both rural and urban high poverty 

schools (Ingersoll, 2004). Ingersoll suggested that recruiting more teachers will not solve 

staffing inadequacies if such large numbers of teachers continue to leave the profession at 

these rates. 

Ingersoll (2004) offered the following suggestions for increasing job satisfaction, 

which could lead to increased teacher retention. The first strategy suggested by Ingersoll 

included raising the retention rate of teachers through improved compensation packages. 

Other studies indicated that increased remuneration was an effective component in 

increasing teacher retention (Hanushek, 2007; Inyoung & Loadman, 1994). Ingersoll also 

suggested class size reduction for teachers in these areas. While class size is a viable way 

to alleviate teacher stress and burnout in general, studies in the areas of music teacher 

satisfaction revealed that music teachers actually preferred larger class sizes, assuming 

that students were grouped in the appropriate talent level i.e. beginning, intermediate, and 

advanced (Costa-Giomi & Chappell, 2007; Fitzpatrick, 2008; Scheib, 2002). This is 

primarily due to the performance nature of the music classroom and the need for music 

teachers to keep enrollment high to retain a program at their school (Chipman, 2004; 

Howard, 2006). The inclusion of professional development training that helped teachers 

better manage the classroom environment and curb student discipline problems were also 

offered (Ingersoll, 2004). Ingersoll concluded that while it may take more financial 
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resources to implement many of these strategies, integrating these over time may help to 

diminish the growing numbers of attrition and migration for teachers who work in high 

poverty schools. 

Pearson and Moomaw (2006) investigated connections between teacher 

autonomy, on-the-job stress, teacher empowerment, professionalism and job satisfaction. 

As it related to reform initiatives, the authors stated that teacher autonomy had become a 

major factor associated with job satisfaction. They proposed that teacher autonomy was 

the level of control that teachers perceived to have over themselves and their work 

setting. Pearson and Moomaw (2006) attempted to determine if there was a strong 

relationship between teacher autonomy and job satisfaction overall. The factors of job 

stress, burnout, teacher empowerment, and professionalism were considered. 

A sample of 300 teachers in the state of Florida completed the Teaching 

Autonomy Scale (TAS). Descriptive statistics were utilized to analyze data and 

multivariate analysis was used to measure the difference in teachers at various levels 

based on years of experience. The effect size for this study between teacher autonomy 

and job satisfaction was calculated at d= .72. Pearson and Moomaw (2006) found that 

there was a significant relationship between autonomy and on-the-job stress. As teacher 

autonomy increased, job stress decreased. Data, however did not find a strong correlation 

between teacher autonomy and job satisfaction. Findings did indicate that as teacher 

autonomy increased, empowerment and professionalism significantly increased as well. 

Further analysis did not indicate a relationship between the given variables and the level 

of teacher experience. 
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Findings suggested that administrators consider the level of autonomy that 

teachers have in the workplace. With a clearer picture of how teachers perceive their 

environment, all stakeholders could develop ways to insure that teacher autonomy 

becomes and stays a top priority (Pearson & Moomaw, 2006). Though results did not 

show significant relationships between autonomy, satisfaction and teacher experience, 

Pearson and Moomaw (2006) still proposed a critical examination of these factors (Bilz, 

2008; Podsen, 2002; Wu & Short, 1996). 

Huysman (2008) conducted a mixed methods study of rural teacher job 

satisfaction. The purpose of the study was to bring to the fore an area that had not been 

thoroughly researched. Huysman suggested that teachers in rural areas must achieve high 

levels of job satisfaction if they were to positively influence their colleagues on the job 

and their students in the classroom. Because a significant volume of research did not exist 

in this area of inquiry, a mixed methods approach was constructed for data collection. 

The chief aim for the study was to articulate through scholarly inquiry the values and 

beliefs that correlate highly to rural teacher job satisfaction. 

This mixed methods study included 89 teachers from three small schools in rural 

Florida. Data was gathered using Minnesota Satisfaction Questionnaire (MSQ) and the 

Rural Teacher Satisfaction Survey (RTSS). The Minnesota Satisfaction Questionnaire 

was constructed to measure levels of intrinsic and extrinsic teacher job satisfaction. This 

questionnaire was developed based on Herzberg's (1966) two-factor model. The Rural 

Teacher Satisfaction Survey consisted of 11 demographic items. Upon completion of the 

surveys, Huysman (2008) contacted selected participants and invited them to take part in 
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focus groups. After the focus groups were concluded, individuals were asked to 

interview. The effect size for this study was r = .34. 

Huysman (2008) employed a mixed methods design to report the findings in the 

survey. Data analysis showed that over 50% of the respondents reported high levels of 

job satisfaction overall. Factors contributing to respondents' satisfaction included job 

security, school activities, community involvement, variety in teaching, and personal 

autonomy. Extrinsic motivators of job satisfaction such as salary, policies, career 

advancement and recognition rated lower than the intrinsic motivators listed above. 

Upon completion of the follow-up focus groups and interviews, Huysman (2008) 

found that 22% of the respondents had left their school within a year. This level of 

attrition was found to be higher than in other literature (Hancock, 2009; Ingersoll, 2001; 

Ingersoll 2004). One reason given for teacher dissatisfaction included lack of an equitable 

distribution of power within the school. Also, administrative issues such as scheduling 

and competitive practices within the school for teacher incentives created the greatest 

levels of teacher dissatisfaction. Feedback given in focus groups and personal interviews 

reflected this trend as well. 

Huysman (2008) found that there was a need to cultivate more teachers who grew 

up and experienced formal school in a rural setting. The findings of the study were 

equally divided between teachers who had grown up in the district versus teachers who 

had not. Data found that teachers who did not have a vested interest in the community 

were more likely to leave the district than those who had attended school in the district. 

Huysman also noted that most of the teachers who were not raised in rural settings 
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experienced role diffusion within the work environment because of a hidden curriculum 

within the school and community that were difficult to identify and navigate. The concept 

of role diffusion was expressed in Erikson's (1959) theory of adult development. 

Huysman (2008) recommended that local colleges develop programs to attract graduating 

high school students into the field of education so that the norms and values of the 

community can be infused into college curriculum and P-12 environment. Also, teacher 

induction programs and less competitive but rewarding incentives for teachers who do 

outstanding work should be incorporated to establish an environment that both 

encourages new teachers to come to rural settings and influences veteran teachers to stay. 

Inyoung and Loadman (1994) conducted a study that examined the strongest 

predictors of teacher job satisfaction. A sample of 2,054 teachers was used to measure the 

effects of the variables of salary, opportunities for career advancement, professional 

challenge, professional autonomy, working conditions, interactions with colleagues and 

interactions with students. Data was gathered from the National Database for Preservice 

Teacher Education from 1988-1992. The purpose of this study was to identify the 

strongest predictors of teacher job satisfaction and determine whether intrinsic or 

extrinsic rewards were found to be more salient. 

Descriptive statistics and multiple linear regression analysis were used to analyze 

data for the study. The effect size for the overall model used in this study was R2= .74. 

Results indicated that teachers who experienced the greatest levels of autonomy and 

challenge with their work also experienced higher levels of job satisfaction. As it 

pertained to the intrinsic factors of interactions with colleagues and students, though a 
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relationship existed between the level of these variables and job satisfaction, results were 

not statistically significant. Work conditions were not found to be a significant predictor 

to job satisfaction, though research suggested that improving work conditions may 

improve teacher job satisfaction (Ingersoll, 2004). There was a significant relationship 

found between pay satisfaction and job satisfaction, indicating that salary may be a 

significant predictor of teacher job satisfaction. 

Inyoung and Loadman (1994) concluded that intrinsic motivators correlated 

stronger to job satisfaction than did extrinsic motivators. Extrinsic motivators for teacher 

satisfaction were actually reported as major sources of dissatisfaction. Particular 

emphasis was placed on the need to introduce more factors into the literature that may not 

have been considered by this study. Additional study related the effects of the school 

structure and work environment was found to be important to investigate the relationship 

between the job setting and job satisfaction. 

Walker (2009) conducted a study of rural principals in the state of Georgia. The 

purpose of the study was to discover the job satisfaction of rural public high school 

principals in Georgia and illustrate the relationship between job satisfaction and the 

variables of gender, ethnicity, age, educational level, teaching and administrative 

experience, and salary. The Mohrman-Cooke-Mohrman Job Satisfaction Scale 

(MCMJSS) and a demographic questionnaire were used to gather data. Walker (2009) 

analyzed the data of 58 respondents who completed the survey. The MCMJSS was 

constructed based upon Herzberg's (1966) two-factory theory. Extrinsic and intrinsic 
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factors of job satisfaction were categorized in this study as were categorized in previous 

work (Hearn, 2009; Herzberg, 1966; Huysman, 2008). 

Both descriptive and inferential statistics were used to determine findings. The 

effect size for the overall model used in this study was r = .76. Results from the study 

indicated only a statistically significant difference existed between job satisfaction and 

race. The other variables of age, educational level, teaching and administrative 

experience, and salary were not found to be statistically significant. Walker (2009) gave 

possible reasons why many of the null hypotheses were retained. Though findings 

suggested that principals in rural settings were satisfied with their jobs, the sample may 

not have been large enough to accommodate for the number of variables used in the 

study. Field (2009) suggested that for every independent variable measured, a minimum 

of 15 cases should be explored. A sample size of at least 90 would have been needed for 

the study to produce an appropriate level of statistical power. Walker (2009) added that 

the use of email might have been a better option for disseminating the survey to 

participants. Utilizing an online dissemination of the survey could have increased the 

response rate (Fink, 2002). 

Walker (2009) concluded that studies including years of experience and school 

size should be pursued as possible predictors of job satisfaction. Future research should 

also use mixed methods approaches for inquiry to gather more data from different 

perspectives. A larger population, perhaps on the regional or national scale, should be 

targeted so that a more appropriate sample size can be attained. Finally, a longitudinal 

study related to job satisfaction should be conducted to measure satisfaction over time. 
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Research in the area of teacher job satisfaction has uncovered the need for 

continued inquiry (Henke et al. 2001; Huysman, 2008; Ingersoll, 2001; Ingersoll, 2004; 

Inyoung & Loadman, 1994; Walker, 2009). This section on teacher job satisfaction was 

used to establish a lens by which music teacher job satisfaction could be studied. While 

literature in the field of music teacher job satisfaction was not as vast a teacher job 

satisfaction in general, major studies were found that contributed to the development of 

the literature. Studies in this field also helped inform the current study's topic of 

predictors of instrumental music teacher job satisfaction. 

Music Teacher Job Satisfaction Literature 

Educational researchers have uncovered many salient factors that contribute to 

teacher job satisfaction (Bilz, 2008; Henke et al., 2001; Huysman, 2008; Ingersoll, 2001; 

Ingersoll, 2004; Inyoung & Loadman, 1994; Walker, 2009). Many of the studies included 

theoretical foundations similar to those found in this study (Erikson, 1959; Herzberg, 

1966; Maslow, 1954; Podsen, 2002). Job satisfaction theory has also greatly contributed 

to the growing body of research related job satisfaction (Hackman & Oldham, 1976; 

Herzberg, 1966; Judge et al., 1998; Locke, 1968). The following section on music teacher 

job satisfaction literature helped probe into the factors that music teachers found correlate 

strongly to job satisfaction. This section also discussed the gaps in the current literature 

and provided a rationale for the variables chosen for investigation in this inquiry. 

Heston, Dedrick, Rascke, and Whitehead (1996) examined the job satisfaction 

and job dissatisfaction of band directors in Iowa. The purpose of the study was to explore 

the relationship between job satisfaction and the factors of student success, parental 

support, lessons, administrative support, student participation in events, colleague 
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support, professional development, salary, recognition and budget. The survey used for 

this study was constructed by the authors and consisted of a four-part questionnaire. A 

total of 120 band directors participated in the study. An effect size of r = .13 was 

calculated for the model used for this study. 

Descriptive statistics were used to analyze the data gathered from the 

questionnaire. Results indicated that band teachers found student success (50%) and 

administrative and parental support (22%) to be the most important contributors to band 

director job satisfaction. Results were supplied to confirm that a lack of support from 

administration and parents was found to be the number one predictor of job 

dissatisfaction (47%). Heston et al. (1996) also identified coping mechanisms that 

teachers may use to help manage stress on the job. The spouse (21%) and other music 

colleagues (11%) were rated as the highest rated coping mechanisms for band directors. 

The researchers suggested that while administrative and parental support was ranked as 

the highest source of band director job satisfaction, more must be done in throughout 

school districts to improve this area (Heston et al., 1996). A lack of administrative and 

parental support was reported to be the highest source for band director job 

dissatisfaction. Making administrative and parental support a central focus for band 

directors may aid in increasing satisfaction. Further study in the areas of job stress and 

coping mechanisms were encouraged. Heston et al. (1996) also recommended the use of 

qualitative methods to view job satisfaction of band directors from a different 

perspective. 
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Madsen and Hancock (2002) investigated issues related to music teacher retention 

and attrition. The purpose of the study was to gather longitudinal data of music teachers 

who had graduated in 1995 and entered the teaching profession. Graduates were given a 

questionnaire developed by the authors in 1995 and in 2001 as a follow up. The variables 

of administrative support, parental support, financial issues and personal issues were used 

for this study. A demographic questionnaire was also developed to help identify setting 

and other information. 

A total of 137 music teachers served as participants for the study. Descriptive 

statistics were used to report findings. The effect size for the overall model used in this 

study was r = .58. Results indicated that after six years, approximately one-third of the 

teachers who had graduated in 1995 were no longer teaching. Findings suggested that the 

greater number of roles teachers had at their school, the more likely they were to stay in 

the profession. Madsen and Hancock (2002) proposed that further research be conducted 

to uncover possible reasons for premature teacher burnout and attrition. Additional 

recommendations regarding professional development programs and establishing a career 

ladder for music teachers were offered as well. 

Hancock (2003) examined the relationship between teaching intensity, retention, 

and attrition. The purpose of this study was to identify the impact of pre-service student 

teaching in developing teaching intensity. Teaching intensity was defined as "the 

sustained control of the student-teacher interaction with efficient, accurate presentation of 

subject matter combined with enthusiastic affect and effective pacing" (Hancock, 2003, 

p. 168). This study attempted to determine whether concepts learned as pre-service music 
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teachers were translated into classroom teaching practices. The effects of teacher 

intensity as it related to attrition and retention were investigated as well. 

This study included 150 music educators who graduated from a large southeastern 

university in the United States. During the student teaching experience, videotaped data 

was gathered to measure their teaching intensity. Each taped session was ten minutes in 

length, and categories of on-task and off-task behaviors for the music teachers were 

given. Teachers were then observed in their third of teaching for ten minutes (Hancock, 

2003). Descriptive statistics were used to report findings. The effect size for the overall 

model used in this study was r = .83. Results indicated that levels of teaching intensity 

during pre-service student teaching did not predict the use of on-task behaviors once 

teachers were in the profession. Data analysis found that there was no significant 

relationship between teacher intensity and retention. Findings suggested that a model of 

best practices be developed so that new teachers can identify and model the most 

important features of an effective music educator who stays in the classroom. Hancock 

(2003) offered recommendations pertaining to finding strategies to help prepare pre-

service teachers for the school setting so that they may continue in the profession. 

Scheib (2003) conducted a case study related to the areas of role stress. The 

purpose of this study was to uncover the greatest stressors to music teachers by analyzing 

six role stressors including role conflict, role ambiguity, role overload, underutilization of 

skills, resource inadequacy, and nonparticipation. Four teachers in the Midwestern United 

States participated in interviews to help gather qualitative data related to the role stressors 
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above. Each participant was interviewed at the school site and was also observed both 

formally and informally in their classroom. 

Scheib (2003) found that role conflict, role overload, underutilization of skills, 

and resource inadequacy were reported by all respondents to be prevalent sources of job 

stress. Many participants discussed specific factors in their schools such as understaffing, 

budgetary constraints, a lack of administrative support and scheduling issues. Findings 

suggested that music teachers should become aware of the stressors in their environment 

so that they can 1) develop strategies to effectively cope or 2) change the influence these 

stressors have on their work. Scheib (2003) also recommended praxis-oriented research 

as a method to combine job satisfaction theory with sound practices that may help in 

minimizing music teacher stress. 

Baker (2007) studied the relationship between job satisfaction and administrative 

support from the perspective of early career secondary choral music educators and their 

principals. The purpose of the study was to determine whether or not administrative 

support was a determining factor effecting teacher retention or attrition. Baker also 

sought to find out if administrators' views of support were similar to those of teachers. 

Participants in this study consisted of 87 chorus teachers and 53 principals from north 

Texas. A survey constructed by Killian and Baker (2006) was used to measure teachers' 

perceptions and principals' perceptions of administrative support. Teachers were given an 

author constructed job satisfaction inventory to measure their satisfaction overall and 

their intent to stay or leave the teaching position. 
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The study measured early career secondary choral music teachers' levels of 

perceived administrative support and job satisfaction. Descriptive statistics were used to 

report findings. The reported effect size for the overall model used in this study showing 

the relationship between administrative support and job satisfaction was r = .60. Results 

f o u n d  t h a t  c h o r a l  m u s i c  t e a c h e r s  w e r e  r e l a t i v e l y  s a t i s f i e d  w i t h  t h e i r  j o b s  ( M =  4 . 1 ,  S D  =  

.91). There was, however, a weak correlation between how administrators viewed their 

role in supporting their teachers and how teachers reported the support they received 

from their administrators. Of the participants surveyed, 12% of teachers stated that they 

intended on leaving the teaching profession. The major reason for this decision given was 

a lack of administrative support. The rate of attrition within the first five years of teaching 

was found to be consistent with other works (Hancock, 2009; Ingersoll, 2001; Killian & 

Baker, 2006). 

Baker (2007) found that the primary factor in determining teacher job satisfaction 

was support received from other teachers in the field. School environment was also found 

to be a major factor related to choral music teacher job satisfaction. Baker (2007) 

suggested that administrators and teachers should communicate more so that an 

understanding of what support entailed could be agreed upon. Also, further research 

should explore ways to help music educators establish mentoring programs between 

veteran and novice teachers. Because most music teachers are the only teacher in their 

specialty area within their school, isolation could increase the chance of attrition. More 

comprehensive studies on a national scale should be conducted to examine the 

relationship between administrative support and job satisfaction (Baker, 2007). 
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Russell (2008) conducted a study in the area of teacher retention and career 

planning as it related to orchestral music educators. The purpose of this study was to 

probe into what factors contribute the most to string teachers' career decisions. A 

researcher-constructed questionnaire was given to string teachers to gather data related to 

the factors of demographics, job satisfaction, student issues, psychological issues, subject 

importance, music education philosophy, job market, teacher quality and future career 

plans. 

Russell (2008) gathered data from 347 participants. Descriptive statistics and 

discriminant analysis were used to report findings. The effect size for the overall model 

used in this study was r = .73. Results indicated that the majority of respondents would 

be moving into a new teaching job or leaving the profession within five years. The major 

factors contributing to teacher migration or attrition included work culture, a tenuous 

teaching experience, psychological factors and student behavior. Another important 

reason given by teachers that effected their decision to stay or leave the profession was 

the importance that the school placed on music in the curriculum. Russell (2008) 

suggested that policies should be implemented that increase the professional efficacy of 

string teachers so that they may be encouraged to stay in the profession. Administrators 

should also play a more vital role in creating a work environment so string teachers may 

thrive and experience higher job satisfaction. Also, strategies should be implemented at 

the school and district levels to identify teachers who are identified as being at-risk for 

attrition. These teachers should be placed in job settings that best help them raise their 

levels of efficacy and satisfaction. Future research should be conducted in the field of 
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string teacher education on a larger scale to better uncover the effects of the work 

environment on string teacher job satisfaction, retention, and career planning. 

Fitzpatrick's (2008) study was one of the first to look exclusively at instrumental 

music teacher satisfaction within an urban setting. A mixed methods approach was 

employed to gather data from band and orchestra teachers who worked in the Chicago 

public school system. The purpose of this study was to explore the factors that are unique 

to teaching in urban schools and to provide a foundation for further inquiry in the field. 

Factors discussed included contextual knowledge, specialized skills, attitudes and beliefs 

related to teaching in an urban setting, and challenges and rewards from teaching in an 

urban setting. 

Fitzpatrick (2008) used a convergence mixed methods design to gather data from 

90 participants in the Chicago public school system. First, a researcher-constructed 

questionnaire was developed to extract quantitative data from teachers. The effect size for 

the quantitative portion of the model used in this study was r = .55. Four teachers from 

this group then participated in interviews and observations to gather qualitative data. 

Results found that teaching in an urban setting presented unique challenges that most 

teachers were not adequately prepared for in teacher preparation. Participants in this 

study stated that having thorough knowledge base of culturally relevant pedagogical 

practices were needed to have success in teaching (Fitzpatrick, 2008). These findings 

were consistent with other research in the area of urban education (Chipman, 2004; 

Duncan-

Andrade & Morrell, 2008; Nieto, 2009; Reimer, 1970). Intrinsic rewards such as 
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students' musical and personal growth were also shown to be essential contributors to the 

job satisfaction of urban instrumental music teachers. Other factors related to job 

satisfaction included administrative and parental support; and the work environment with 

school safety as a major concern. 

Fitzpatrick (2008) suggested that teachers in this setting must take on a more 

active role in school policy so that their programs could be preserved. Also, strategies 

should be developed to help teachers request and obtain the necessary resources needed 

for their programs. Music teachers in urban settings should reach out to their 

communities and establish relationships with businesses, and perform more in the public 

to expose the school ensemble to the community on a regular basis. Future research 

studies should explore urban school districts in other parts of the country to examine 

instrumental music teacher experiences on a broader scale. More research in the area of 

urban instrumental music teaching utilizing other research designs should be pursued as 

well. Finally, further research in the area of music teacher preparation should be done to 

examine the need for strategies that can aid new teachers in navigating through urban 

schools. 

Hancock (2009) investigated a number of factors that contributed to music teacher 

retention, migration and attrition on the national level. The purpose of this study was to 

identify the primary reasons that music teachers stayed at a certain school, relocated to 

another school, or left the teaching profession altogether. The Schools and Staffing 

Survey (SASS) and the Teacher Follow-up Survey (TFS), created by the National Center 

for Education Statistics, were used to gather data of music teachers and the general 
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teaching population. Data was analyzed from 881 music teachers and 17,376 teachers in 

this national sample. This study examined the factors of teaching status, migration 

destination, career path status, and anticipated return to compare music teachers to the 

general teaching population. Descriptive statistics and chi square analysis were used to 

report findings. The effect size for this study was w = .35. 

Results of this study indicated many relationships between music teachers and the 

total teaching population, and also suggested important considerations which factor into 

teacher retention, migration, and retention. Results uncovered that music teacher 

retention rates (85%) have stayed constant to the general teaching population. Music 

teacher attrition was actually found to be lower (5.4%) than the general teaching 

population (7.4%) throughout the 2000-2001 school year. The primary reason for music 

teacher attrition (those who reported leaving the profession) was attending college. Other 

factors such as retiring, working in other fields, working in education but not as a teacher, 

or staying at home were stated as well. Hancock's (2009) research suggested that teacher 

turnover has become a major concern throughout the country not only for teachers as a 

whole, but for music teachers as well. Further research in the area of music teachers' 

motivations to leave and to stay in the profession was proposed so that teachers who may 

be at risk for attrition can have resources provided to them so that they may thrive in their 

work environment. 

The preceding review of literature introduced studies in the areas music teacher 

job satisfaction, retention, and attrition (Baker, 2007; Fitzpatrick, 2008; Hancock, 2003; 

Hancock, 2009; Heston et al., 1996; Madsen & Hancock, 2002; Russell, 2008; Scheib, 
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2003). Literature of music teacher job satisfaction was also influenced by teacher job 

satisfaction research (Bilz, 2008; Henke et al., 2001; Huysman, 2008; Ingersoll, 2001; 

Ingersoll, 2004; Inyoung & Loadman, 1994; Walker, 2009). By highlighting the issues 

related to job satisfaction in education, a thorough review of related literature emerged. 

This review also included areas for future research, and suggestions were made for ways 

to view job satisfaction and retention within education and music education. The related 

literature highlighted several variables that were considered in the selection of variables 

for this study. 

The selection of variables for this study was conducted by the researcher and a 

research methodologist. A broad spectrum of variables emerged from the literature and 

each were given careful consideration for inclusion in this study. Herzberg's (1966) two-

factor model of job satisfaction helped identify intrinsic and extrinsic motivators of job 

satisfaction. Judge et al.'s (1998) model helped uncover worker dispositions as factors 

related to job satisfaction. Several studies in the area of teacher job satisfaction and music 

teacher job satisfaction utilized these paradigms to offer variables that may have an 

influence on teacher satisfaction and retention (Baker, 2007; Friedrichs, 2001; Henke et 

al., 2001; Podsen, 2002; Russell, 2008). The following section offered additional 

literature that supported the selection of the variables used in this study. 

Variables of Instrumental Music Teacher Job Satisfaction 

The variables in this study were selected by identifying the variables most 

influential in examining predictors of instrumental music teacher job satisfaction. 

Researchers confirmed that a number of variables affect job satisfaction (Freudenberger, 

1974; Hanushek, 2007; Locke, 1968; Podsen, 2002). Researchers continue to make 
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connections between job satisfaction and many different variables (Mercer & Mercer, 

1986; Hearn, 2009; Wu & Short, 1996). Teachers' needs, work expectations, and 

perceptions are determined by the variables that have been discussed thus far (Erikson; 

1959; Maslow, 1954). The variables in this study that were used as predictors of 

instrumental music teacher job satisfaction included administrative support, career stage, 

salary, setting, and student participation. Figure 2 illustrates the predictor variables. 

Administrative 
Support 

Student 
Participation 

Career Stage 
(Podsen, 2002) 

Predictors of 
Instrumental 

Music 
Teacher Job 
Satisfaction 

Setting 
(Urban, 

Suburban, 
Rural) 

Salary 

Figure 2. Predictors of instrumental music teacher job satisfaction. 
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Administrative Support 

Administrative support was defined by Baker (2007) as policies and practices that 

encouraged teachers to be productive in an environment that treats teachers 

professionally. Walker's (2009) study of the job satisfaction of rural school principals 

highlighted the fact that principals who are more satisfied with their job tend to create a 

work environment in which teachers are more satisfied with their job. Ingersoll (2001) 

discussed the need for administrative involvement in addressing the needs of teachers so 

that more may stay in the profession. Hancock (2009) also suggested that discovering the 

factors that are more likely to keep teachers in the classroom was the first step in raising 

teacher retention rates. 

Boyd, Grossman, Ing, Lankford, Loeb, and Wyckoff (2011) presented research 

related to administrative support and teacher job satisfaction and retention. The purpose 

of this study was to state the importance of administrative support to teacher retention in 

New York City's public school system. A researcher-developed survey was given to 

4,360 teachers in the school district. Four broad categories measuring multiple categories 

of variables were used to elicit data. Descriptive and inferential statistics were used to 

report findings. The effect size for the overall model used this study was r = .46. Results 

indicated that among all variables measured, administrative support was found to be the 

most closely correlated to teacher retention. These findings were consistent with previous 

research (Baker, 2007; Henke et al., 2001; Killian & Baker, 2006). 
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Career Stage 

Podsen (2002) introduced the career stages of teachers to promote the importance 

of years of experience as it related to job satisfaction and retention. The four teacher 

career stages used as a framework in this study included the teacher-inductee, teacher-

specialist, teacher-leader, and teacher-steward. Understanding motivational factors, 

teacher development models and related job satisfaction studies helped to present a need 

for the inclusion of this model as a variable that may be a predictor of instrumental music 

teacher job satisfaction. 

Podsen (2002) noted that teachers who stay in the teaching profession beyond the 

teacher inductee stage have a greater chance of staying in the profession throughout their 

work life. Literature related to teaching experience has also shown that, as teachers move 

successfully through each career stage, overall job satisfaction increases (Bilz, 2008; 

Chapman, 1984; Howard, 2006). Podsen's (2002) career stages of teachers also gave this 

study an added value by utilizing a model that has not been tested on instrumental music 

teachers. Bilz (2008) conducted a study of teachers utilizing Podsen's (2002) career 

stages of teachers. Bilz found that teachers in the teacher steward stage displayed higher 

levels of overall job satisfaction than any other group. 

Salary 

Much literature has been conducted to support the claim that salary is an 

important predictor of job satisfaction for all workers. Vroom (1995) found that people 

who were fairly compensated for their work experienced higher levels of job satisfaction. 

Hancock (2009) found that music teachers who earned smaller salaries or who were 
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dissatisfied with their salaries were more likely to be at high risk for migration and 

attrition. These results were consistent with most studies in (Ingersoll, 2001; Ingersoll, 

2004; Inyoung & Loadman, 2004). Inyoung and Loadman (1994) and Hanushek (2007) 

also found that salary served as a significant indicator of the levels of job satisfaction 

teachers perceived. 

Mathis (2010) conducted a study to uncover what factors contributed the most to 

the job satisfaction of teachers in Title I schools in Georgia. A total of 66 participants 

responded to a survey questionnaire. This quantitative approach included the use of 

descriptive and inferential statistics to report findings. The effect size for this study was 

R2 = .87. Results supported previous research (Hancock, 2009; Hanushek, 2007; Inyoung 

& Loadman, 2004; Vroom, 1995) that teachers who received a higher salary experienced 

higher levels of job satisfaction overall. 

Setting 

Many studies have looked at the setting in which teaching and learning has taken 

place (Fitzpatrick, 2008; Hancock, 2009; Howard, 2006; Huysman, 2008; Ingersoll, 

2004; Walker, 2009). Fitzpatrick (2008) found that the urban teaching setting had an 

impact on teacher satisfaction and efficacy, and thus had a profound impact on student 

learning in the instrumental music classroom. Hancock (2009) found that teachers in 

urban areas were more likely to leave the profession than those in suburban or rural 

settings. These findings were consistent with previous research as well (Ingersoll, 2004; 

Hancock; 2008). Huysman (2008) discussed the importance schools in rural communities 

and uncovered the need to pursue more research in the area of rural teacher job 
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satisfaction. Teachers in general and music teachers in particular who work in areas that 

experience high poverty face challenges due to inadequate school budgets, low student 

participation due to testing, abysmal levels of parental involvement, and a general lack of 

administrative support (Costa-Giomi & Chappell, 2007; Fitzpatrick, 2008; Huysman, 

2008; Rapp, 2009). This study included setting as a possible predictor of job satisfaction 

by uncovering whether teachers were more satisfied working in urban, suburban, or rural 

communities. 

Student Participation 

Research indicated that low enrollment may be a major reason for music teacher 

attrition (Hancock, 2009; Nimmo, 1989; Scheib, 2003). Scheib (2003) shed light on low 

enrollment in band and orchestra programs in the Midwestern United States and the 

effect it has on teacher workload, stress, and overall satisfaction. While results indicated 

that students were a major source of job satisfaction, findings also suggested that student 

discipline problems and the lack of student participation were the highest reported 

sources of job dissatisfaction. Fitzpatrick (2008) found that one of the most important 

factors related to the job satisfaction of urban instrumental music teachers was the level 

of personal interaction with students in their programs. Research studies also suggested 

that student involvement in music had benefits that transcend academic success 

(Chipman, 2004; Fitzpatrick, 2008; Madsen & Hancock, 2002). This study included 

student participation to better understand how this variable may influence teacher job 

satisfaction. 
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Summary 

This chapter presented a review of literature associated to job satisfaction, teacher 

retention and attrition. This chapter discussed adult development theory, job satisfaction 

theory, and teacher job satisfaction literature as it related to investigating the strongest 

predictors of instrumental music teacher job satisfaction. The dynamics of teaching music 

in various settings was also discussed. Research connected to the variables chosen for this 

study was presented to validate the selection of the predictor variables. 

The current shortage of instrumental music teachers has been documented by 

many authors (Chipman, 2004; Conway, 2002; Hancock, 2008; Hearn, 2009). Research 

in the areas of adult development theory, job satisfaction theory, teacher job satisfaction 

literature and music teacher job satisfaction literature have helped to uncover several 

motivating factors that may affect instrumental music teacher job satisfaction. The 

following chapter explains the research methodology, procedures, and data collection 

strategies employed in this study. 



CHAPTER 3 

METHODOLOGY 

This chapter is presented to introduce the procedures used to gather data for this 

study. The purpose of this study was to uncover the strongest predictors of job 

satisfaction for instrumental music teachers in the state of Georgia. This study examined 

the relationship between the instrumental music teacher job satisfaction and the following 

variables: administrative support, career stage, salary, setting, and student involvement. 

The sections of this chapter include the research questions, research design, variable 

selection, population and sample, instruments used, data collection, data analysis and 

summary. 

Research Questions 

The following researched questions were asked: 

1. What is the overall job satisfaction level of instrumental music teachers in 

Georgia as measured by the Mohrman-Cooke-Mohrman Job Satisfaction Scale 

(MCMJSS)? 

2. What are the strongest predictors of job satisfaction for instrumental music 

teachers in the state of Georgia? 

a. To what degree does administrative support predict instrumental music 

teacher job satisfaction? 

73 
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Null Hypothesis 1: There will not be a statistically significant relationship 

between administrative support and job satisfaction. 

Prediction 1: Based upon previous research (Baker, 2007; Killian & 

Baker, 2006) administrative support will serve as a strong predictor of job 

satisfaction. 

b. To what degree does career stage predict instrumental music teacher job 

satisfaction? 

Null Hypothesis 2: There will not be a statistically significant relationship 

between career stage and job satisfaction. 

Prediction 2: Based upon previous research (Bilz, 2008; Erikson, 1959; 

Podsen, 2002) career stage will serve as a strong predictor of job 

satisfaction. 

c. To what degree does salary predict instrumental music teacher job 

satisfaction? 

Null Hypothesis 3: There will not be a statistically significant relationship 

between salary and job satisfaction. 

Prediction 3: Based upon previous research (Hanushek, 2007; Inyoung & 

Loadman, 1994) salary will serve as a strong predictor of job satisfaction. 

d. To what degree does setting (urban, suburban, or rural) predict 

instrumental music teacher job satisfaction? 

Null Hypothesis 4: There will not be a statistically significant relationship 

between setting and job satisfaction. 
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Prediction 4: Based upon previous research (Fitzpatrick, 2008; Hancock, 

2009; Reimer, 1970) setting will serve as a strong predictor of job 

satisfaction. 

e. To what degree does student participation predict instrumental music 

teacher job satisfaction? 

Null Hypothesis 5: There will not be a statistically significant relationship 

between student participation and job satisfaction. 

Prediction 5: Based upon previous research (Fitzpatrick, 2008; Scheib, 

2003) student participation will serve as a strong predictor of job 

satisfaction. 

Research Design 

Creswell (2009) reported that correlational research emphasized the measures and 

analyses of relationships between variables. This study employed a descriptive and 

correlational research design. Correlational designs are often utilized when many 

variables are being measured at the same time without being manipulated (Field, 2009). 

Instrumental music teachers in the state of Georgia were asked to complete a survey 

questionnaire to gather descriptive data about their level of job satisfaction as it related to 

the aforementioned predictor variables. Descriptive statistics and regression analysis were 

used to summarize and describe relationships between the predictor variables and job 

satisfaction (Field, 2009; Fink, 2002). Descriptive statistics were utilized regarding the 

nature, incidence, or distribution of variables. This method of statistical analysis has been 

suggested for identifying the most common characteristics within population or sample 



76 

(Ary, Jacobs, & Razavieh, 2002). Field (2009) recommended the use of multiple linear 

regression when measuring different aspects of human behavior to see which of those 

aspects are related to each other. 

A correlational design allowed for a larger number of participants to be surveyed 

within a short period of time, and at less cost and with fewer time considerations than 

observation or interviews (Field, 2009; Fink, 2002). This study investigated instrumental 

music teachers in the state of Georgia and measured their overall job satisfaction levels. 

Then relationships between job satisfaction, administrative support, career stage, salary, 

setting, and student participation were examined. 

Variable Selection 

This correlational study of instrumental music teacher job satisfaction included 

five predictor variables: administrative support, career stage, salary, setting, and student 

participation. The outcome variable was job satisfaction. The following section is offered 

articulate the process that led to the selection of variables. 

The outcome variable was selected from synthesizing related literature in the 

areas of teacher education, music teacher education, and instrumental music teacher 

education. Much literature exists in the area teacher quality including recruitment, 

retention, mentoring, professional development and job satisfaction amongst others 

(Billingsley, 1993; Darling-Hammond, 1990; Hill, 2003; Ingersoll, 2001). Studies in the 

area of music teacher quality have been conducted related to these issues as well 

(Friedrichs, 2001; Hancock, 2008; Rapp, 2009). Though some research has been 

conducted in these areas regarding instrumental music teachers, more study in the area of 



77 

job satisfaction was warranted (Chipman, 2004; Hancock, 2009; Hearn, 2009). This study 

focused on the relationship between five predictor variables and how instrumental music 

teachers perceived these variables to impact their job satisfaction. 

An initial review of literature was conducted to identify the outcome variable of 

job satisfaction. Subsequent searches were conducted to uncover the most salient 

variables that have been found to correlate the most to job satisfaction. After these 

searches were conducted, a list of possible predictors was constructed. Figure 3 illustrates 

these factors. 

Community Factors 

Sched. 

Gender Age 

Setting Race 

Parent 
Inv. 

Career 
Stage 

Personal Factors School Factors 

Possible Predictors 
of Job Satisfaction 

Figure 3. Possible predictor variables. 

A list of the ten most studied variables was generated from the figure above. 

Another search was then conducted to see how much research existed relating to each 

variable in the areas of education in general and music education in particular. Once the 

second search was completed, the five variables that have been researched the most were 
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chosen for inclusion in this study. Those variables were administrative support, career 

stage, salary, setting, and student participation. 

As it pertained to student participation, many studies used this term in different 

ways. Some studies used the term 'student' (Chipman, 2004; Scheib, 2003) which 

included many different categories such as attendance, behavior, and motivation amongst 

others. Fitzpatrick (2008) used the term 'student involvement' to discuss student related 

variables such as recruitment and retention. Baker (2007) used the term 'classroom 

management'. Heston et al. (1996) used the term 'student success'. Other names for 

student variables such as 'student behavior', 'student motivation', and 'student discipline' 

were used throughout the literature. Upon further review, it was decided that the term 

'student participation' would be used as the term most suitable for this study. Student 

participation was defined by this study as the recruitment and retention students in the 

school music program. 

After the first four variables were determined, a fifth variable was included to 

create an added value to the study. This variable was career stages. 'Years of experience' 

was a variable that was thoroughly researched in the literature. Podsen (2002) created a 

framework that looked specifically at years of experience and its relationship to teacher 

retention. This framework was used in this study to incorporate career stage as a variable 

for inquiry which could more poignantly describe the relationship between years of 

experience and job satisfaction. 

Predictor variables in this correlational study were measured in relation to 

instrumental music teacher job satisfaction. Each variable was measured when 
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controlling for the other variables. Variables were also analyzed to ensure that while each 

predictor variable correlated highly to job satisfaction; they did not correlate too highly to 

one another (Field, 2009). 

Population and Sample Size 

Georgia is a state in the southeastern United States of America. Its population at 

the time of this study was approximately 9.69 million people (U.S. Census Data, 2010). 

Of this population, nearly 270,000 were educators. From this population, teachers who 

identified themselves as active and currently teaching at least one band or orchestra class 

a day were chosen as the sample for this study. 

Participants for this study were selected from the state of Georgia and included 

instrumental music teachers who were a member of the Georgia Music Educators 

Association in the 2011-2012 school year. Teachers included for this study included 

elementary, middle and high school band and orchestra teachers. Approximately 900 

instrumental music teachers in the state of Georgia were invited to participate in an on

line survey on Zoomerang (n.d.) consisting of three sections. A face-to-face 

administration of the study was provided for teachers in the metropolitan Atlanta area as 

well (N= 139). Fink (2002) recommended that for every predictor variable to be 

measured, about 40 to 50 cases should be sampled to achieve an appropriate level of 

statistical power. Because there were five predictor variables used in this study, a sample 

size of 200 was targeted as an optimum value. 

The first section of the survey included a demographic questionnaire. The second 

section was included to measure participants' overall job satisfaction by utilizing the 
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Mohrman-Cooke-Mohrman Job Satisfaction Scale. The third section addressed the five 

predictor variables related to job satisfaction. 

Instrumentation 

Survey research utilizes instruments including questionnaires, scales, and 

inventories to collect data from a given sample of a population to assess naturally 

occurring phenomena (Fink, 2002). Research questions were developed based upon a 

thorough review of literature related to instrumental music teacher job satisfaction. The 

two instruments used for this study were the Mohrman-Cooke-Mohrman Job Satisfaction 

Scale (MCMJSS) and a researcher-organized instrumental music teacher questionnaire 

which utilized parts of questionnaires from Baker (2007) and Fitzpatrick (2008). 

Mohrman-Cooke-Mohrman Job Satisfaction Scale 

The Mohrman-Cooke-Mohrman Job Satisfaction Scale (MCMJSS) was 

constructed to measure intrinsic, extrinsic, and overall job satisfaction factors (Mohrman, 

Mohrman, Cooke, Duncan & Zaltman, 1977). The instrument (see Appendix B) included 

a total of eight items. These were divided into two sections of four items each. Each 

section contained four items that were measured on a 6-point Likert-type scale. The 

lowest possible score for each section was one and the highest possible score was six. 

Scores from both sections were combined to generate an overall job satisfaction score. 

Section one of the scale measured intrinsic job satisfaction. Herzberg's (1966) 

two-factor theory helped shape this instrument's design. Motivators, also known as 

intrinsic satisfiers, included internal and emotional indicators of job satisfaction. Section 
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two of the scale measured extrinsic job satisfaction. Extrinsic satisfiers included salary, 

policies, supervision, and working conditions. 

The Mohrman-Cooke-Mohrman Job Satisfaction Scale has been used in previous 

studies within the field of education (Crist, 1999; Walker, 2009). The reliability statistic 

for the intrinsic scale ranged from .81 to .87. The reliability statistic for the extrinsic scale 

ranged from .77 to .82 (Mohrman et al., 1977). These numbers met the criteria for the 

recommended reliability coefficient of .70 (Field, 2009; Fink, 2003). Mohrman et al. 

(1977) addressed content validity by designing the MCMJSS to align with Herzberg's 

(1966) two factor theory. 

Development of the Instrumental Music Teacher Questionnaire 

The instrumental music teacher questionnaire was aggregated by the researcher. 

The questionnaire (see Appendices A, C, D) contained three sections: demographic 

information, administrative support, and student participation. The latter sections utilized 

five-point Likert-type questions. Questions were selected based upon previous research 

and their relationship to job satisfaction (Fitzpatrick, 2008; Hancock, 2009; Killian & 

Baker, 2006). 

A demographic section was constructed to gather general information from 

participants and to answer questions regarding the categorical predictor variables of 

career stage, salary and setting as they related to job satisfaction. The questionnaire 

utilized a section from Fitzpatrick's (2008) study on urban instrumental music teaching to 

answer questions regarding student participation. Fitzpatrick's survey had a reliability 

statistic of .85 overall, and .91 for the section used in this study. Questions related to 
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administrative support came from Baker's (2007) study on administrative support and its 

relationship to choral music teacher job satisfaction. Baker's survey had a reliability 

statistic of .77 for the section that was utilized in this study. 

Ethical Considerations 

Participants voluntarily consented to participate without physical or psychological 

coercion. An informed consent (see Appendix F) form was included with each survey. 

Descriptive and inferential statistics were used to measure the relationship between the 

predictor variables the outcome variable of job satisfaction. This study complied with 

Mercer University's policies (see Appendix E) pertaining to the protection of human 

subjects and was reviewed and approved by the Institutional Review Board (IRB). 

Data Collection 

A survey instrument was developed and administered via Zoomerang (nd.) for use 

in this study. Zoomerang was used because it was the approved website that Mercer 

University allowed for online survey research. Paper-based versions of the survey were 

made available as well to instrumental music teachers in the metropolitan Atlanta area. 

This was done to increase the overall response rate. In order to gain permission to issue 

the study to each teacher, a letter was sent to the Georgia Music Educators Association 

requesting permission to administer the survey to its band and orchestra members (see 

Appendix G). 

The survey was distributed to directors through two modes of delivery: email 

delivery and face-to-face administration. Fink (2002) suggested that a systematic 
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approach to online surveys could elicit a higher response rate. This following is an 

explanation of the data collection process as it applied to this study. 

In August of 2011 an email was sent to teachers officially inviting them to 

participate in the study. If participants consented to take part in the survey, they were 

directed via link to the Zoomerang website to complete the questionnaire. The informed 

consent form notifying teachers of their right to volunteer in the survey appeared first 

(see Appendix F). Participants were offered an incentive of having access to survey 

results upon completion of the survey. Also, participants were informed they could enter 

a drawing to win a $100 gift card upon completion of the survey. The deadline to 

complete the survey was September 30, 2011. A second email was sent on September 1, 

2011. This message served as a reminder to those who had not yet responded to the 

survey. This notification also informed participants of the deadline for submitting the 

survey, and reminded them of the incentives for participating. A final email was sent on 

September 23, 2011 to inform participants that the deadline for survey completion was 

one week away. A final reminder including the importance and purpose of the research, 

incentives, and rewards were communicated. This survey was administered via 

Zoomerang, a website designed specifically for survey research. Instrumental music 

teachers submitted their responses to the questions, and surveys were made available 

online to participants for 60 days after the survey was closed. Teachers were informed 

that by participating in the survey, they could enter to win a $100 gift card that could be 

used towards improving their music program. On October 1, 2011, the survey was closed 
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and the data was imported in to the Statistical Package for the Social Sciences (SPSS ver. 

19). 

The second mode of delivery was face-to-face administration of the survey. Fink 

(2002) suggested a process for paper-based administration of surveys. Band and orchestra 

directors in GMEA District IV were introduced to the survey during professional 

development meetings in early August, 2011. GMEA District IV consisted of DeKalb, 

Rockdale, Newton, Morgan, Jasper, and Butts County school districts along with other 

private and parochial schools. The instrumental music coordinator of DeKalb County and 

GMEA District IV chairman of were both contacted via email and phone. An invitation 

to have the district participate in the study was extended and the purpose of the research 

and incentives of having teachers participate were discussed. An offer was made to 

provide snacks to the teachers for participating in the survey. The coordinator was also 

informed that the survey would not take longer than 20 minutes to complete and would 

be delivered in a paper-based format. 

Upon arrival to the respective school sites, paper-based copies were placed on a 

table in the meeting room. Participants were offered a complimentary brunch and invited 

to participate in the study. Teachers were notified that completion of the survey was 

voluntary and that by completing the survey they could enter a drawing to win a $100 gift 

card. The coordinator introduced the researcher to the teachers and encouraged 

participation in the survey. Once the surveys were collected, the coordinator and all 

teachers in attendance were thanked for their cooperation. Toni Marshall (pseudonym), a 

high school band director in GMEA District IV, was the recipient of the $100 gift card. 
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Data Analysis 

This correlational study utilized descriptive and inferential statistics to analyze the 

data gathered from the survey instrument. Once all raw data were collected, the process 

of sorting and organizing the survey data began. The Statistical Package for the Social 

Sciences (SPSS) was used to organize and analyze data gathered for this study. Data from 

the online version of the survey was imported into SPSS (ver.19). Data from the paper-

based surveys were then input into SPSS so that all data could be combined and analyzed. 

In order to answer Research Question 1, descriptive tests were conducted to calculate 

mean scores and standard deviations. Multiple linear regression analysis was conducted 

to measure the relationship between each predictor variable and job satisfaction. 

Results from the MCMJSS were analyzed using descriptive statistics to 

investigate the overall level of job satisfaction of instrumental music teachers in the state 

of Georgia. Results from the instrumental music teacher questionnaire were analyzed 

utilizing inferential statistics. A value of p< .05 was used as the level of significance for 

this study. Multiple linear regression analysis was used to determine if the model could 

predict the strongest factors contributing to instrumental music teacher job satisfaction 

(Field, 2009). This procedure was employed to determine if there were statistically 

significant differences between the predictor variables of administrative support, career 

stage, salary, setting, student participation and the outcome variable of job satisfaction. 

After statistical test were run a series of tables, charts and graphs were created to allow 

for lucidity. Field (2009) stated nine assumptions for multiple linear regression analysis. 

The assumptions below were tested in this study. 
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1. Variable types: The outcome should be a continuous variable. The 

predictor variables can be continuous or categorical. If categorical, it 

should have only two values; one or zero. 

2. Non-zero variance: The predictor variables should have some variance. 

3. No perfect multicollinearity: There predictor variables should not correlate 

too highly. 

4. Predictors are uncorrelated with 'outside variables': There should be no 

variables that are not in the study that correlate highly with the predictor 

variables. 

5. Homoscedasticity. There should be constant variance at each level of the 

predictor variable(s). 

6. Independent errors: Lack of autocorrelation. Residual terms should not be 

correlated. 

7. Normally distributed errors. The difference between the model and actual 

data should be zero or very close to zero. 

8. Independence: Each value generated by the outcome variable comes from 

a separate factor. 

9. Linearity. The relationship between a predictor and outcome should be 

linear. 

An in-depth analysis of the results for study is presented in Chapter 4. 
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Summary 

The purpose of this correlational study was to uncover the strongest predictors of 

instrumental music teacher job satisfaction. Teachers viewed their perceptions of their job 

satisfaction with regards to the factors of administrative support, career stage, salary, 

setting, and student participation. This chapter detailed the methodological procedure 

employed for the study. Ethical considerations were offered. Procedures for developing 

the survey instrument were presented. The survey was administered to instrumental 

music teachers (N = 139) in the state of Georgia using a web-based format created on 

Zoomerang. A face-to-face administration of the survey was given in a paper-based 

format to GMEA District IV band and orchestra teachers. Descriptive and inferential 

statistics were used to analyze data. Chapter 4 includes a detailed description of the 

results of the study. 



CHAPTER4 

RESULTS OF DATA ANALYSIS 

The purpose of this study was to investigate several factors that may predict 

instrumental music teacher job satisfaction. More specifically, this study attempted to (a) 

measure the overall job satisfaction levels of P-12 instrumental music teachers in the state 

of Georgia and to (b) uncover the strongest predictors of instrumental music teacher job 

satisfaction among the variables of administrative support, career stage, salary, setting, 

and student participation. 

The following research questions were asked: 

1. What is the overall job satisfaction level of instrumental music teachers in 

Georgia as measured by the Mohrman-Cooke-Mohrman Job Satisfaction Scale 

(MCMJSS)? 

2. What are the strongest predictors of job satisfaction for instrumental music 

teachers in the state of Georgia? 

a. To what degree does administrative support predict instrumental music 

teacher job satisfaction? 

Null Hypothesis 1: There will not be a statistically significant relationship 

between administrative support and job satisfaction. 

Prediction 1: Based upon previous research (Baker, 2007; Killian & 

Baker, 2006) administrative support will serve as a strong predictor of job 

satisfaction. 
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b. To what degree does career stage predict instrumental music teacher job 

satisfaction? 

Null Hypothesis 2: There will not be a statistically significant relationship 

between career stage and job satisfaction. 

Prediction 2: Based upon previous research (Bilz, 2008; Erikson, 1959; 

Podsen, 2002) career stage will serve as a strong predictor of job 

satisfaction. 

c. To what degree does salary predict instrumental music teacher job 

satisfaction? 

Null Hypothesis 3: There will not be a statistically significant relationship 

between salary and job satisfaction. 

Prediction 3: Based upon previous research (Hanushek, 2007; Inyoung & 

Loadman, 1994) salary will serve as a strong predictor of job satisfaction. 

d. To what degree does setting (urban, suburban, or rural) predict 

instrumental music teacher job satisfaction? 

Null Hypothesis 4: There will not be a statistically significant relationship 

between setting and job satisfaction. 

Prediction 4: Based upon previous research (Fitzpatrick, 2008; Hancock, 

2009; Reimer, 1970) setting will serve as a strong predictor of job 

satisfaction. 

e. To what degree does student participation predict instrumental music 

teacher job satisfaction? 
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Null Hypothesis 5: There will not be a statistically significant relationship 

between student participation and job satisfaction. 

Prediction 5: Based upon previous research (Fitzpatrick, 2008; Scheib, 

2003) student participation will serve as a strong predictor of job 

satisfaction. 

This chapter is organized in two parts. The first part includes data pertaining to 

the demographic characteristics of the participants in this study by reporting the 

population, sample size, and response rate. The second part includes data that was used to 

report the results generated from the research questions through the methodological 

procedures of descriptive statistics and multiple linear regression analysis. A 

demographic questionnaire, the Mohrman-Cooke-Mokrman Job Satisfaction Scale 

(MCMJSS), and the instrumental music teacher questionnaire were the research 

instruments used to gather the data for this study. 

Participant Characteristics 

This section offered a description of the demographic characteristics of the 

participants for this study. A report of the population of instrumental musical teachers in 

the state of Georgia, sample size, and response rate is found below. Gathering 

demographic data on the sample helped report the participants in this study in greater 

detail. Demographic data was also used to answer research questions 2a, 2c, and 2d. By 

including important demographic data on the sample, analysis and suggestions for the 

inclusion of other variables in future studies may be considered. 
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Population 

This study was conducted in the state of Georgia and included instrumental music 

teachers who were members of the Georgia Music Educators Association during the 

2011-2012 school year. Upon the administration of the survey, approximately 900 

instrumental music teachers in the state of Georgia were eligible to participate. 

Sample Size and Response Rate 

Fink (2002) recommended that for every predictor variable to be measured, about 

50 cases should be sampled. Two methods were used to gather data from as many 

instrumental music teachers in the state of Georgia as possible. An online dissemination 

of the survey instrument was administered utilizing Zoomerang (n.d.), a survey tool 

website. A face-to-face administration of the survey was conducted on August 4th, 2011, 

at the GMEA District IV in-service. Participants at the in-service were given the 

opportunity to complete the survey and return it to the researcher. The researcher also 

offered a self-addressed stamped envelope to anyone who wanted to mail the survey back 

to the researcher upon completion. 

From the online dissemination of the survey a total of 96 instrumental music 

teachers responded. From the face-to-face administration, a total of 43 instrumental 

music teachers completed and returned the survey. Therefore, a grand total of 139 

instrumental music teachers in the state of Georgia completed the survey, producing a 

response rate of 15.44%. 
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Demographic Data 

Researchers (Field, 2009; Fink, 2002; Walker, 2009) suggested reporting the 

demographic data of participants in order to present an accurate representation of the 

sample. Descriptive statistics were used to report the demographic characteristics of the 

participants in this study. These characteristics included gender, race, years of teaching 

experience, level of education attained, salary, community setting, and grades taught. A 

thorough review of literature (see Chapter 2) allowed for the researcher to focus on the 

most salient predictors of job satisfaction for inclusion in this study. The process of 

variable selection was also discussed (See Chapter 3) to provide a rationale for the 

inclusion and exclusion of variables. 

Demographic data was found to be helpful in presenting a true depiction of the 

participants in this study. The demographic variables used in this section were found 

throughout many research studies (Hearn, 2009; Inyoung & Loadman, 2009; Mathis, 

2010). Table 1 included the tested demographic data for this study for the variables of 

career stage, salary, and setting. The term career stage (Podsen, 2002) was used 

throughout this study as a variable to measure job satisfaction regarding years of teaching 

experience. 
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Table 1 

Demographics of Survey Participants 

Frequency Percentage 
Characteristic i n )  (%) 

Career stage 
1-5 yrs (Teacher inductee) 22 15.83 
6-10 yrs (Teacher specialist) 36 25.90 
11-20 yrs (Teacher leader) 44 31.65 
> 20 yrs (Teacher steward) 36 25.90 
No response 1 0.72 

Setting 
Urban 39 28.06 
Suburban 77 55.40 
Rural 21 15.10 
No response 2 1.44 

Annual salary 
< $40,000 8 5.76 
$40,000 - $49,999 44 31.65 
$50,000 - $60,000 52 37.41 
> $60,000 34 24.46 
No response 1 0.72 

Note. AT = 139. 

Table 1 was generated to explain in greater detail the frequencies and percentages 

of the sample related to the variables of career stage, setting and salary. A grand total of 

139 instrumental music teachers in the state of Georgia participated in this study. For the 

career stage variable, 44 teachers had been teaching between 11 and 20 years, and thus 

belonged to the teacher leader stage (31.65%), 36 teachers had been teaching more than 

20 years, and thus belonged to the teacher steward stage (25.90%), 36 teachers had been 

teaching between 6 and 10 years, and thus belonged to the teacher specialist stage 

(25.90%), 22 teachers had been teaching between 1 and 5 years, and thus belonged to the 

teacher inductee stage (15.83%), and 1 teacher (0.72%) did not respond to the 

demographic question "How many years have you been teaching"? 
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As it related to the setting in which instrumental music teachers work, 77 taught 

in a suburban setting (55.40%), 39 taught in an urban setting (28.06%), and 21 taught in a 

rural setting (15.10%). There were two participants (1.44%) who did not reply to the 

demographic question "Which setting best describes the school community you work 

in"? 

Researchers (Hanushek, 2007; Inyoung & Loadman, 1994) found that salary was 

a strong predictor of job satisfaction. The variable of salary was included in this study to 

see if there was a significant relationship between salary and instrumental music teacher 

job satisfaction. From the data collected related to salary, 52 teachers reported an income 

of between $50,000 and $60,000 annually (37.41%), 44 teachers reported an income 

between $40,000 and $49,999 annually (31.65%), 34 teachers reported an income of 

greater $60,000 annually (24.46), and 8 teachers reported an income of less than $40,000 

annually (5.76). There was one participant (0.72%) who did not respond to demographic 

statement "Circle the amount that best represents your current annual salary". 

The findings in Table 1 were reported to highlight the following qualities of 

instrumental music teachers: 

1. More instrumental music teachers in the state of Georgia who participated in 

this study belonged to the teacher leader career stage (between 11 and 20 

years of teaching experience, n = 44, 31.65%) than to any other stage. 

2. The majority of instrumental music teachers in the state of Georgia who 

participated in this study taught in a suburban setting (n = 77, 55.40%). 
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3. Many of the instrumental music teachers in the state of Georgia who 

participated in this study earned between $50,000 and $60,000 in annual 

salary (n = 52, 37.41%). 

Table 2 includes demographic data from the sample set that was gathered but was 

not tested for its correlation to job satisfaction. While these demographic characteristics 

were not included in the regression equation used in this study, important data related to 

gender, race, education level, and grade levels taught was uncovered. Descriptive 

statistics that included frequencies and percentages were used to report the findings. 

Table 2 

Further Demographics of Survey Participants 

Frequency Percentage 
Characteristic (») (%) 

Gender 
Female 39 28.06 
Male 100 71.94 

Race 
African American 64 46.04 
Asian 1 0.72 
Caucasian 71 51.08 
Latino 2 1.44 
Other 1 0.72 

Education level 
Bachelor's 48 34.53 
Master's 60 43.16 
Specialist 23 16.55 
Doctorate 8 5.76 

Grade levels taught 
Elementary 26 18.71 
Middle 54 38.85 
High 32 23.02 
Multiple levels 27 19.42 

Note. N = 139. 
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Table 2 was included to show in greater detail the frequencies and percentages of 

the sample in the areas of gender, race, education level and grade levels taught. In the 

gender category, 100 instrumental music teachers were male (71.94%) and 39 were 

female (28.06%). As it pertained to race, 71 teachers identified as being Caucasian 

(51.08%), 64 teachers identified as being African American (46.04%), 2 teachers 

identified as being Latino (1.44%), 1 teacher identified as being Asian (0.72%), and 1 

teacher identified as being other (0.72%). For the category of education level, 60 

instrumental music teachers had attained a master's degree (43.16%), 48 teachers had 

attained a bachelor's degree (34.53), 23 teachers had attained a specialist's degree 

(16.55%), and 8 teachers had attained a doctorate degree (5.76%). Finally, participants 

were asked in the demographic questionnaire "What level(s) do you teach"? In the 

category of grade levels taught, 54 instrumental music teachers taught middle school 

grades 6- 8 (38.85%), 32 teachers taught high school grades 9- 12 (23.02%), 26 teachers 

taught elementary school grades P - 5 (18.71%), and 27 teachers taught grades among 

several levels of education (19.42%). 

Results from this section were reported to highlight the demographic 

characteristics of the participants in this study regarding gender, race, career stage (years 

of teaching experience), level of education attained, salary, school setting, and grade 

levels taught. Demographic information related to instructional courses taught was not 

included due to a lack of data gathered from item eight of the demographic questionnaire 

"Which what classes do you currently teach". The following section includes data used to 

report the results of the research questions posed in this study. 
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Research Questions 

Descriptive statistics and multiple linear regression analysis were used to answer 

two research questions. Research Question 1 addressed the overall job satisfaction levels 

of instrumental music teachers in the state of Georgia. Research Question 2 uncovered 

which of the five predictor variables correlated highly to job satisfaction. 

Research Question 1 

Research Question 1: What is the overall job satisfaction level of instrumental 

music teachers in Georgia as measured by the Mohrman-Cooke-Mohrman Job 

Satisfaction Scale (MCMJSS)? 

The Mohrman-Cooke-Mohrman Job Satisfaction Scale (Mohrman et al., 1977) 

was employed to measure the overall level of job satisfaction of instrumental music 

teachers in the state of Georgia. This scale measured eight job satisfaction items using a 

6-point Likert-type scale. The scale was divided into two parts and measured both 

intrinsic and extrinsic job satisfaction. The first section, intrinsic job satisfaction, 

presented statements regarding self-actualization, self-esteem, and personal growth in 

one's job. The second section, extrinsic job satisfaction, presented statements regarding 

salary, company policies, supervision, and the working conditions experienced in one's 

job. 

For this study the two sections of the scale were combined to generate an overall 

job satisfaction score. A mean score between 1.00 and 3.49 indicated overall 

dissatisfaction, with 1.00 being the least satisfied with one's work. A mean score between 

3.50 and 6.00 was indicated overall satisfaction, with a score of 6.00 representing the 

highest level of job satisfaction. From the data collected, 122 instrumental music teachers 
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reported a job satisfaction score between 3.50 and 6.00 (87.77%), while 17 teachers 

reported a job satisfaction score between 1.00 and 3.49 (12.23%). Descriptive statistics 

were utilized to measure mean and standard deviation of participants' overall job 

satisfaction scores. Instrumental music teachers in the state of Georgia reported 

moderately high levels of job satisfaction overall (M= 4.57, SD = 0.92). The minimum 

job satisfaction score reported by an instrumental music teacher was 1.38, and the 

maximum job satisfaction score reported by an instrumental music teacher was 6.00. 

There were 24 participants that reported a job satisfaction score of 6.00. 

Research Question 2 

Research Question 2: What are the strongest predictors of job satisfaction for 

instrumental music teachers in the state of Georgia? 

Inferential statistics that employed multiple linear regression analysis were used 

to answer Research Question 2. Variables controlled for in this study included 

administrative support, career stage, salary, setting, and student participation. The 

significance level ofp< .05 was used as the statistical benchmark for evaluating each 

item's statistical significance. 

Assumptions 

Field (2009, p. 220) stated nine assumptions for multiple linear regression 

analysis. The assumptions tested in this study included: variable types, non-zero variance, 

multicollinearity, non-correlation between predictors and outside variables, 

homoscedasticity, independent errors, normally distributed errors, independence of 

outcome values, and linearity. Figure 4 and Table 3 (along with the regression results 
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shown in Table 4, Table 5, Figure 5, and Figure 6) are included to show the relationship 

between the variables used in this study. These figures are offered to provide visual 

evidence that support validation for meeting the aforementioned assumptions. 
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Figure 4. Continuous variable matrix plot. 

Table 3. 

Correlation Matrix 

CSG SAL SET ADM STP JST M SD 

CSG — .68" .09 -.09 .11 .11 2.69 1.02 

SAL .68" .02 .01 .14 .20* 2.80 0.87 
SET .09 .02 - -.11 -.10 .02 1.88 0.65 

ADM -.09 .01 -.11 .27** .54** 3.27 0.81 

STP .11 .14 -.10 .27" — .44** 4.14 0.54 

JST .11 .20* .02 .53" .44** - 4.57 0.92 
Note. N= 139. CSG = Career Stage; SAL = Salary; SET = Setting; ADM = Administrative Support; SIP = Student 
Participation; JST = Job Satisfaction. 
'p < .05. *><.01. 
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Results indicated that the data set met each of the nine assumptions for multiple 

linear regression analysis (Field, 2009). To meet the assumption of variable type, the 

outcome variable, job satisfaction, was found to be a continuous variable. The predictor 

variables of career stage and salary were categorical, and the predictor variables of 

administrative support, setting and student participation were continuous. The outcome 

variable was continuous and therefore the predictor variables were not found to have zero 

variance. An examination of the variable matrix plot and correlation matrix table 

indicated zero perfect multicollinearity. Any possible variable that could have correlated 

highly to any of the predictor variables was eliminated from this study. For example, 

parental involvement was found to correlate highly with both student participation and 

administrative support (Friedrichs, 2001; Zdzinski, 2002) and thus was eliminated from 

this study. Visual scrutiny of various plots, charts, and graphs found constant variance at 

each level for the predictor variables considered in this study and indicated linearity. The 

Durbin-Watson test for Model 1 indicated no autocorrelation, d- 1.96. As it related to 

normally distributed errors confirmation, comparison between the model and the actual 

data set was found to be 4 due to missing data from four cases The values generated by 

the outcome variable of job satisfaction came from each of the separate predictor 

variables, confirming independence. 

Three regression tests were conducted. The first model included all the variables 

in the study. The second model eliminated the least significant variable from the first 

model (career stage) in order to arrive at a more parsimonious model. The third model 

eliminated the least significant variable (setting) from the set. Subsequent extractions 
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occurred with the variables of salary and student participation until the most 

parsimonious model was developed. The most parsimonious model consisted of the job 

satisfaction and administrative support, which was reported to have the highest statistical 

significance (b = 0.47, p = .000). Table 4 and Table 5 are presented to report the results 

for this study. 

Table 4 

Predictors of Job Satisfaction (Model 1 and Model 2) 

Instrumental Music Teacher Job 
Satisfaction 

Model 2 

Variable Model 1 b b' 95% CI b 95% CI b' 

Constant -0.26 [-1.36,0.85] -0.04 [-1.14, 1.06] 

Career stage 0.02 0.02 [-0.15, 0.18] 

Salary 0.15 0.14 [-0.05, 0.34] 0.16* [0.02, 0.30] 0.15* 

Setting 0.18 0.13 [-0.01, 0.37] 0.15 [-0.04, 0.33] 0.11 

Admin, sup. 0.53*** 0.47*** [0.38, 0.69] 
„ _ _ *** 
0.53 [0.37,0.68] 0.46*** 

Student part. 0.56*** 0.33*** [0.33, 0.79] 
„ 4«* 
0.53 [0.29, 0.76] 0.31*** 

F2 .41 .40 

F 20.15*** 23.71*** 

AR2 .01 

AF 3.56 

Note. N= 139. CI = confidence interval, b = unstandardized coefficient, b = standardized coefficient. 
p<.05 p<.01 pc.001 

Table 4 displays the results of regression Model 1 and Model 2. Model 1 reported 

that administrative support and student involvement were statistically significant 

predictors of instrumental music teacher job satisfaction at the level of/? < .05. Salary, 

setting and career stage were not found to be statistically significant predictors of 
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instrumental music teacher job satisfaction at the level of p< .05. Because career stage 

was the least significant variable (b = 0.02, p = .853) it was eliminated from Model 2. 

Assumptions for Model 2 were met as well. To meet the assumption of variable 

type, the outcome variable, job satisfaction, was a continuous variable. The predictor 

variable of salary was categorical, and the predictor variables of administrative support, 

setting and student participation were continuous. The outcome variable was continuous 

and therefore the predictor variables were not found to have a zero variance. An 

examination of the variable matrix plot and correlation matrix table indicated zero perfect 

multicollinearity. Any possible variable that could have correlated highly to any of the 

predictor variables was eliminated from this study. Visual scrutiny of various plots, 

charts, and graphs found constant variance at each level for the predictor variables 

considered in this study and indicated linearity. The Durbin-Watson test for Model 2 

indicated no autocorrelation, d = 1.91. As it related to normally distributed errors 

confirmation, comparison between the model and the actual data set was found to be 3 

due to missing data from three cases. The values generated by the outcome variable of 

job satisfaction came from each of the separate predictor variables, confirming 

independence. 

The researcher found administrative support, salary and student involvement were 

statistically significant predictors of instrumental music teacher job satisfaction at the 

l e v e l  o i p <  . 0 5 .  B e c a u s e  s e t t i n g  w a s  n o t  f o u n d  t o  b e  s t a t i s t i c a l l y  s i g n i f i c a n t  ( b  =  0 . 1  \ , p  =  

.117), it was eliminated from Model 3. Table 5 was presented to report the results of 

regression Model 2 and Model 3. Results from Model 3 indicated that administrative 
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support, salary and student involvement were still statistically significant predictors of 

instrumental music teacher job satisfaction at the level oip < .05. 

Table 5 

Predictors of Job Satisfaction (Model 2 and Model 3) 

Instrumental Music Teacher Job 
Satisfaction 

Model 3 

Variable Model 2 b b' 95% CI b 95% CI b' 

Constant -0.04 [-1.14, 1.06] 0.31 [-0.67, 1.28] 

Salary 0.16* 0.15* [0.02, 0.30] 0.16* [0.03, 0.30] 0.15* 

Setting 0.15 0.11 [-0.04, 0.33] 

Admin, sup. 0.53*** 0.46*** [0.37, 0.68] 0.52 [0.37, 0.67] .46*** 

Student part. 0.53*** 0.31*" [0.29, 0.76] 
„ _ _ *** 
0.51 [0.26, 0.74] .30*** 

R2 .40 .40 

F 23.71* 32.52* 

AR2 .00 

AF 8.81 

Note. N = 139. CI = confidence interval, b = unstandardized coefficient, b' = standardized coefficient. 
*p < .05 "p < .01 *"p < .001 

The R2 change of Model 2 and Model 3 was .00, indicating a strong statistical 

relationship between the models. Assumptions for Model 3 were also met. To prove that 

the assumption of variable type was met, the outcome variable of job satisfaction was a 

continuous variable. The predictor variable of salary was categorical, and the predictor 

variables of administrative support and student participation were continuous. The 

outcome variable was continuous and therefore the predictor variables were not found to 

have a zero variance. An examination of the variable matrix plot and correlation matrix 

table indicated zero perfect multicollinearity. Any possible variable that could have 
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correlated highly to any of the predictor variables was eliminated from this study. Visual 

scrutiny of various plots, charts, and graphs found constant variance at each level for the 

predictor variables considered in this study and indicated linearity. The Durbin-Watson 

test for Model 3 indicated no autocorrelation, d= 1.87. As it related to normally 

distributed errors confirmation, comparison between the model and the actual data set 

was found to be 1 due to missing data from one case. The values generated by the 

outcome variable of job satisfaction came from each of the separate predictor variables, 

confirming independence. 

Further models were tested in this study as well. A model consisting only of 

administrative support and student participation and the relationship to job satisfaction 

was generated to confirm that both variables stayed statistically significant. A simple 

regression model including only student participation and job satisfaction indicated a 

statistically significant relationship, and another simple regression model including only 

administrative support and job satisfaction indicated a statistically significant relationship 

as well. Model 3 was found to be the most parsimonious model because it generated the 

simplest model of statistically significant predictor variables. 

For all statistical models in this study, Case 5 was reported as the only influential 

data point. After each test was run both with and without Case 5, the researcher found 

that Case 5 did not have a significant effect on the overall statistical significance of the 

model. Figure 5 and Figure 6 illustrate the regression standardized residuals. 
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Histogram 

Dependent Variable: Job Satisfaction 

Regression Standardized Residual 

Figure 5. Histogram of regression standardized residuals. 
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Research Question 2a. To what degree does administrative support predict 

instrumental music teacher job satisfaction? Result: Findings from the regression analysis 

indicated that administrative support was found to be the strongest predictor of job 

satisfaction for instrumental music teachers in the state of Georgia. Administrative 

support was found to be statistically significant at the level of;? < .05 (p = .000), thus the 

null hypothesis was rejected and the prediction was accepted. These findings were found 

to be consistent with previous studies (Baker, 2007; Hancock, 2009; Killian & Baker, 

2006; Walker, 2009). Figure 7 illustrates the partial regression scatterplot related to 

administrative support. 
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Figure 7. Administrative support plot. 
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Research Question 2b. To what degree does career stage predict instrumental 

music teacher job satisfaction? Result: Findings from the regression analysis indicated 

that career stage was not found to be a strong predictor of job satisfaction for 

instrumental music teachers in the state of Georgia. Career stage was not found to be 

statistically significant at the level oip < .05 (p = .853), thus the null hypothesis was 

accepted and the prediction was dismissed. These results are consistent to what Bilz 

(2008) found. Figure 8 illustrates the partial regression plot related to career stage. 
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Figure 8. Career stage plot. 

Research Question 2c. To what degree does salary predict instrumental music 

teacher job satisfaction? Result: Findings from the regression analysis indicated that 
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salary was found to be a strong predictor of job satisfaction for instrumental music 

teachers in the state of Georgia. Salary was found to be statistically significant at the level 

of p < .05 (jj — .026). Because salary was found to be a strong predictor of job 

satisfaction, the null hypothesis was rejected and the prediction was accepted. Figure 9 

illustrates the partial regression plot related to salary. 
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Figure 9. Salary plot. 

Research Question 2d. To what degree does setting (urban, suburban, or rural) 

predict instrumental music teacher job satisfaction? Result: Findings from the regression 

analysis indicated that setting was not found to be a strong predictor of job satisfaction 

for instrumental music teachers in the state of Georgia. Though teachers in urban areas 

were less satisfied than suburban and rural teachers, results were not statistically 
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significant. Setting was not found to be statistically significant at the level ofp < .05 (p = 

.117). Because setting was not found to be a strong predictor of job satisfaction, the null 

hypothesis was accepted and the prediction was dismissed. Figure 10 illustrates the 

partial regression plot related to setting. 
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Figure 10. Setting plot. 

Research Question 2e. To what degree does student participation predict 

instrumental music teacher job satisfaction? Result: Findings from the regression analysis 

indicated that student participation was found to be a strong predictor of job satisfaction 

for instrumental music teachers in the state of Georgia. Student participation was found to 

be statistically significant at the level ofp < .05 (p = .000), thus the null hypothesis was 
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rejected and the prediction was accepted. This was found to be consistent with previous 

research (Heston et al., 1996; Scheib, 2003). Figure 11 illustrates the partial regression 

plot related to student participation. 
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Figure 11. Student participation plot. 

Summary 

Chapter 4 was presented to report the findings of this correlational study. A total 

of 139 instrumental music teachers in the state of Georgia participated in a survey 

questionnaire. Descriptive statistics were used to report demographic information and 

overall job satisfaction levels. Multiple linear regression analysis was used to measure the 

strength of the correlation between overall job satisfaction and the following predictor 

variables: administrative support, career stage, salary, setting, and student participation. 
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The effect size for the most parsimonious regression model (Model 3) was R2 = .40. 

Administrative support was found to be the strongest predictor of instrumental music 

teacher job satisfaction. Student participation and salary were found to be strong 

predictors of instrumental music teacher job satisfaction as well. Career stage and setting 

were not found to be strong predictors of instrumental music teacher job satisfaction. A 

synopsis of this work in Chapter 5 will offer discussion, highlight the implications of this 

study, and make recommendations for future research. 



CHAPTER 5 

SUMMARY, CONCLUSIONS, RECOMMENDATIONS 

The final chapter in this correlational study is presented to discuss the major 

findings and the implications of those findings in greater detail. This chapter is divided 

into five major parts. A summary highlights the major tenets of the purpose, rationale, 

theoretical framework, and methodological procedures used to gather data. A summary of 

major findings explains in greater detail the results of the study. Discussion related to the 

implications of the study is presented. Finally, recommendations for future research will 

be offered and a conclusion section will end the study. 

Summary of the Study 

Much research has been conducted in the area of job satisfaction in general 

(Hackman & Oldham, 1976; Herzberg, 1966; Judge et al., 1998; Locke, 1968) and 

teacher job satisfaction in particular (Bilz, 2008; Henke et al., 2001; Hearn, 2009; 

Ingersoll, 2001; Podsen, 2002). And while research in the area of music teacher job 

satisfaction has emerged (Baker, 2007; Conway, 2002; Howard, 2006; Scheib, 2002), 

more studies must focus exclusively on instrumental music teachers. Factors particular to 

instrumental music teachers such as budgeting, fundraising, instrument maintenance and 

repair, competitions, parades, music festivals, additional staff, recruitment and retention 

can have profound effects on job performance and overall satisfaction (Nimmo, 1989; 

Wu & Short, 1996). Improper balance of these different factors may lead to stress and 

eventual burnout (Costa-Giomi & Chappell, 2007; Mercer & Mercer, 1986). 

112 
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The purpose of this correlational study was to identify the factors that most 

strongly predict high levels of job satisfaction for instrumental music teachers. Chapter 1 

was offered to discuss the current state of research in the area of teacher job satisfaction 

and presented a rationale for the study. Assumptions, limitations and delimitations of the 

study were stated as well. Two research questions were developed to guide the study: 

1) What is the overall job satisfaction level of instrumental music teachers in 

Georgia as measured by the Mohrman-Cooke-Mohrman Job Satisfaction Scale 

(MCMJSS)? 

2) What are the strongest predictors of job satisfaction for instrumental music 

teachers in the state of Georgia? The second question contained five sub-questions that 

examined the five predictor variables chosen for this study: administrative support, career 

stage (Podsen, 2002), salary, setting, and student participation. 

A thorough review of literature in the areas of adult development, job satisfaction 

theory and job satisfaction research led to the formulation of a theoretical framework. 

Maslow's (1954) hierarchy of needs and Erikson's (1959) adult development model were 

included to establish a historical and theoretical foundation. The job satisfaction theories 

of Locke (1968), Judge et al. (1998), Hackman and Oldham (1976) and Herzberg (1966) 

were offered to build upon the adult development theories. The work of Podsen (2002) 

proposed a job satisfaction model for teachers that could help raise retention rates. This 

study included 139 instrumental music teachers in the state of Georgia who were 

members of the Georgia Music Educators Association (GMEA) during the 2011-2012 

academic year. Participants completed a survey compiled of a demographic 
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questionnaire, the Mohrman-Cooke-Mohrman Job Satisfaction Scale (MCMJSS), and an 

instrumental music teacher questionnaire consisting of survey components from Baker's 

(2007) and Fitzpatrick's (2008) work. Data were collected online and through face-to-

face administration. Data was analyzed utilizing both descriptive and inferential statistics 

which included multiple linear regression analysis. A summary of the major findings of 

this study is found below. 

Summary of Major Findings 

This study utilized both descriptive and inferential statistics to find the strongest 

predictors of job satisfaction for instrumental music teachers in the state of Georgia. 

Approximately 900 band and orchestra teachers in the state of Georgia were invited to 

participate in the survey though face-to-face administration and online via Zoomerang 

(n.d), an online survey tool. A grand total of 139 instrumental music teachers completed 

the survey that was used to gather information related to their job satisfaction overall, and 

the factors which led to their job satisfaction the most. This process generated a response 

rate of 15.44%. The Mohrman-Cooke-Mohrman Job Satisfaction Scale (MCMJSS) was 

used to answer Research Question 1. 

Research Question 1 asked: What is the overall job satisfaction level of 

instrumental music teachers in Georgia? Participants were found to have a mean job 

satisfaction score of 4.57, with 122 subjects (87.7%) reporting moderate to high levels of 

job satisfaction overall (range of 3.50-6.00). 

An instrumental music teacher questionnaire consisting of survey components 

from Baker (2007) and Fitzpatrick (2008), along with demographic information, was 
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used to gather data related to the strongest predictors of instrumental music teacher job 

satisfaction. Multiple linear regression tests were run to analyze the data. Nine 

assumptions (Field, 2009) were tested for this study, and all of the assumptions were met. 

After controlling for each of the five predictor variables, the most parsimonious model 

was used to find the strongest predictors among administrative support, career stage, 

salary, setting, and student participation. Model 3 (the most parsimonious model) 

produced an effect size of R2 = .40, suggesting that the model was a moderately effective 

tool for predicting job satisfaction. Below are the findings from Research Question 2. 

Research Question 2 asked: What are the strongest predictors of job satisfaction 

for instrumental music teachers in the state of Georgia? 

Research Question 2a: To what degree does administrative support predict 

instrumental music teacher job satisfaction? 

Null Hypothesis 1: There will not be a statistically significant relationship 

between administrative support and job satisfaction. 

Prediction 1: Based upon previous research (Baker, 2007; Killian & Baker, 2006) 

administrative support will serve as a strong predictor of job satisfaction. 

Result 1: Findings from the regression analysis indicated that administrative 

support was found to be the strongest predictor of job satisfaction for instrumental music 

teachers in the state of Georgia. Administrative support was found to be statistically 

significant at the level of p < .05 (p = .000), thus the null hypothesis was rejected and the 

prediction was accepted. These findings were found to be consistent with previous 

studies (Baker, 2007; Hancock, 2009; Killian & Baker, 2006; Walker, 2009). 
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Research Question 2b: To what degree does career stage predict instrumental 

music teacher job satisfaction? 

Null Hypothesis 2: There will not be a statistically significant relationship 

between career stage and job satisfaction. 

Prediction 2: Based upon previous research (Erikson, 1959; Podsen, 2002) career 

stage will serve as a strong predictor of job satisfaction. 

Result 2: Findings from the regression analysis indicated that career stage was not 

found to be a strong predictor of job satisfaction for instrumental music teachers in the 

state of Georgia. Career stage was not found to be statistically significant at the level of p 

< .05 (p = .853), thus the null hypothesis was accepted and the prediction was dismissed. 

These results are consistent to what Bilz (2008) found. 

Research Question 2c: To what degree does salary predict instrumental music 

teacher job satisfaction? 

Null Hypothesis 3: There will not be a statistically significant relationship 

between salary and job satisfaction. 

Prediction 3: Based upon previous research (Hanushek, 2007; Inyoung & 

Loadman, 1994; Vroom, 1995) salary will serve as a strong predictor of job satisfaction. 

Result 3: Findings from the regression analysis indicated that salary was found to 

be a strong predictor of job satisfaction for instrumental music teachers in the state of 

Georgia. Salary was found to be statistically significant at the level of/7 < .05 {p - .026). 

Because salary was found to be a strong predictor of job satisfaction, the null hypothesis 

was rejected and the prediction was accepted. 
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Research Question 2d: To what degree does setting (urban, suburban, or rural) 

predict instrumental music teacher job satisfaction? 

Null Hypothesis 4: There will not be a statistically significant relationship 

between setting and job satisfaction. 

Prediction 4: Based upon previous research (Costa-Giomi & Chappell, 2007; 

Fitzpatrick, 2008; Hancock, 2009; Reimer, 1970) setting will serve as a strong predictor 

of job satisfaction. 

Result 4: Findings from the regression analysis indicated that setting was not 

found to be a strong predictor of job satisfaction for instrumental music teachers in the 

state of Georgia. Though teachers in urban areas were overall less satisfied than suburban 

and rural teachers, results were not statistically significant. Setting was not found to be 

statistically significant at the level ofp < .05 (p = .060). Because setting was not found to 

be a strong predictor of job satisfaction, the null hypothesis was accepted and the 

prediction was dismissed. 

Research Question 2e: To what degree does student participation predict 

instrumental music teacher job satisfaction? 

Null Hypothesis 5: There will not be a statistically significant relationship 

between student participation and job satisfaction. 

Prediction 5: Based upon previous research (Fitzpatrick, 2008; Scheib, 2003) 

student participation will serve as a strong predictor of job satisfaction. 

Result 5: Findings from the regression analysis indicated that student participation 

was found to be a strong predictor of job satisfaction for instrumental music teachers in 
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the state of Georgia. Student participation was found to be statistically significant at the 

level ofp < .05 (p = .000), thus the null hypothesis was rejected and the prediction was 

accepted. These findings were consistent with previous studies (Fitzpatrick, 2008; 

Scheib, 2003). 

Administrative support was found to be the strongest predictor of instrumental 

music teacher job satisfaction (Baker, 2007; Friedrichs, 2001). Student participation was 

found to be the second strongest predictor of instrumental music teacher job satisfaction 

(Scheib, 2003). Salary was found to be the third strongest predictor of instrumental music 

teacher job satisfaction (Hanushek, 2007; Inyoung & Loadman, 1994). Career stage and 

setting were not found to be significant predictors of instrumental music teacher job 

satisfaction. 

Discussion 

Research in the area of job satisfaction was presented in this study to probe into 

the relationship between overall satisfaction and five predictor variables (Herzberg, 1966; 

Judge, et al., 1998; Locke, 1968). The works of Billingsley (1993), Podsen (2002), 

Conway (2002), Howard (2006), Fitzpatrick (2008) and others validated that higher 

levels of teacher job satisfaction led to increased retention and longevity in the teaching 

profession. The purpose of this study was to identify the overall level of job satisfaction 

for band and orchestra teachers in the state of Georgia, and to uncover what factors led to 

high levels of job satisfaction. 

A thorough review of literature related to job satisfaction in general and teacher 

job satisfaction in particular led to the selection of the following predictor variables: 
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administrative support, career stage, salary, setting, and student participation. Descriptive 

and inferential statistics were employed to analyze the data gathered for this study. 

Results found that administrative support, student participation and salary were strong 

predictors of instrumental music teacher job satisfaction, while career stage and setting 

were not strong predictors of job satisfaction. 

Band and orchestra teachers in the state of Georgia reported moderately high 

levels of job satisfaction overall (M= 4.57, SD = 0.92). This was found to be consistent 

with previous research in the area of music teacher job satisfaction (Baker, 2007; 

Howard, 2006; Scheib, 2003). Research studies in the area of job satisfaction have often 

yielded high general satisfaction marks, and the findings of this study replicated a similar 

pattern. Administrative support was found to be the strongest predictor of job satisfaction 

for instrumental music teachers (p = .000, b - 0.52). Baker's (2007) and Killian and 

Baker's (2006) studies on the relationship between choral music teachers and 

administrative support found similar results. One of the major reasons why administrative 

support may have been the strongest predictor of job satisfaction relates directly to 

previous research that shows that a lack of administrative support is a major reason for 

teacher attrition (Scheib, 2004, Hancock, 2009). Thus, if teachers are receiving the 

financial and professional assistance that they need from their superiors, they may be 

more likely to stay in the teaching profession. Student participation was found to be a 

strong predictor of job satisfaction as well (p = .000, b = 0.51). This was found to be 

consistent with previous research findings (Fitzpatrick, 2008; Scheib, 2003). Scheib 

(2003) found that student participation was also the primary cause of teacher 
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dissatisfaction. The scope of this study, however, did not allow for an investigation of job 

stressors which may lead to dissatisfaction. The findings of this study, however, do 

suggest that teachers are very aware of the factors related the most to their overall 

satisfaction. With this information, issues directly tied to student concerns such as 

recruitment, retention, classroom management, assessment, and others can be addressed 

in more detail. Salary was found to be a significant predictor of instrumental music 

teacher job satisfaction (p = .026, b = 0.16). Inyoung and Loadman's (1994) and 

Hanushek's (2007) studies of factors related to the job satisfaction of the general teaching 

population found that salary was a strong predictor of job satisfaction as well. While most 

teachers reported a high job satisfaction score, the majority reported an annual salary of 

less than $60,000. Therefore, it may not be necessary to significantly raise salaries, but 

rather ensure that all teachers receive a living wage that can sustain a middle class quality 

of life relative to the community setting and cost of living (Hanushek, 2007). 

Setting was not found to be a significant predictor of instrumental music teacher 

job satisfaction (p - .117, b - 0.15). Huysman's (2008) study found that teachers in rural 

areas in the state of Florida reported high levels of job satisfaction. Fitzpatrick's (2008) 

study found that instrumental music teachers in the urban Chicago public school district 

reported high levels of job satisfaction. Neither of these studies, however, attempted to 

determine if the setting was strongly correlated to job satisfaction. This study attempted 

to uncover if setting was a contributing factor to job satisfaction as a whole. And while 

no statistically significant relationship was deduced related to setting, findings from this 

study suggested that teachers in a more urban setting reported lower levels of job 
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satisfaction, while those teachers in more rural areas reported higher levels of job 

satisfaction, with teachers in suburban areas falling in between the two. These findings 

are consistent with the research of Costa-Giomi and Chappell (2007). One discrepancy 

that will be discussed further is related to what teachers perceive as urban, suburban, and 

rural settings. Some teachers may have determined setting by cultural or socioeconomic 

demographics, while others may have based their setting on the location of the school 

relative to a major metropolitan area. Thus, two teachers working in the same school 

district may have viewed their setting differently. This could have had an impact on 

setting as a statistically significant predictor of job satisfaction. 

Career stage (Podsen, 2002) was not found to be a significant predictor of 

instrumental music teacher job satisfaction (p = .853, b = 0.02). Podsen (2002) created a 

framework for teacher longevity and retention by creating four stages for teachers, 

divided by years of experience, which included the teacher inductee (1-5 years), teacher 

specialist (6-10 years), teacher leader (11-20 years) and teacher steward (more than 20 

years). Bilz's (2008) study on career stages and job satisfaction also found no statistically 

significant relationships between any of the four stages and job satisfaction overall, 

which helped validate this study's findings. One possible reason for these findings may 

relate to the construction of the career stages themselves. Evidence in this and other 

research supports that it is critical for teachers in the first five years to receive mentoring 

and continued professional development. After the induction stage, however, findings are 

inconclusive as to the degree of satisfaction teachers with more than five years of 

experience have. While some researchers have found that as years of experience increase 
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that job satisfaction generally increases (Bilz, 2008; Hearn, 2009), studies have not found 

statistically significant differences consistently over time. Perhaps utilizing a model that 

only measured years of experience in two categories (less than five years or more than 5 

years) would have yielded different results. 

Implications 

The study of instrumental music teachers in the state of Georgia provided a 

wealth of important data regarding job satisfaction, longevity and retention. Results from 

this study found that band and orchestra teachers are moderately satisfied with their jobs 

in general. This suggests that instrumental music teachers enjoy their work and find joy 

in making music with students. Roles particular to music teachers such as administrative 

tasks, recruitment and retention, fundraising, budgeting, rehearsals and performances do 

not appear to hinder job satisfaction. Results in this study indicate that administrative 

support is the strongest predictor of job satisfaction. Findings suggest that instrumental 

music teachers should attempt to establish meaningful and authentic professional 

relationships with their school and district level administrators. Directors should attempt 

to meet regularly with administrators and update them on the development of the music 

program. This could lead to increased recruitment, improved scheduling, growing 

community support, and a higher appreciation for the music program as a whole. 

Student participation was also found to be a strong predictor of job satisfaction. 

Results from this study may suggest that band and orchestra teachers focus on 

recruitment and retention of students in the music program. Appropriate, engaging, and 

relevant curriculum and instruction should be paramount to ensure student success in the 
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music program. Researchers have found that music teachers with higher levels of job 

satisfaction tend to have a more significant impact on student learning (Hancock, 2003; 

Howard, 2006). This study may help uncover the need for instrumental music teachers to 

develop classroom, rehearsal, and performance pedagogy that can increase student 

enrollment and sustain student participation. This may in turn enhance the job satisfaction 

of instrumental music teachers. 

Salary was also found to be a statistically significant predictor of job satisfaction 

for instrumental music teachers in the state of Georgia. Findings suggest that salary may 

be a key factor in determining teacher motivation and volition (Hanushek, 2007; Inyoung 

& Loadman, 1994). Teachers in this study who earned more than $50,000 a year reported 

higher than average levels of job satisfaction than other salary groups. And while the 

majority of teachers were satisfied overall, findings can be viewed to infer that band 

directors may pursue job settings with higher salary levels. Additional pay via school 

supplements, booster program allocations, and district stipends for professional 

development at state and national conferences are just a few methods that could be 

employed to increase instrumental music teachers' earning potential (Hancock, 2009). 

Setting and career stage (Podsen, 2002) were not found to be statistically 

significant predictors of job satisfaction. Even though the results were not found to be 

statistically significant, the findings provided several implications for this study. Findings 

in the area of setting suggested that regardless of school location in relation to the 

surrounding community (whether urban, suburban or rural), high levels of job satisfaction 

were possible for teachers. And while research has shown that as years of experience 
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increased, job satisfaction increased (Bilz, 2008; Eckman, 2004; Podsen, 2002; Walker, 

2009) findings from this study, along with the aforementioned research, indicated that 

teachers at all levels of experience, and in all subjects, can achieve high levels of job 

satisfaction. The implications of this study also led to important recommendations for 

future studies in the area of instrumental music teacher job satisfaction. 

Recommendations for Future Research 

The major findings, implications, and limitations of this study led to several 

recommendations for future research. This study was conducted in the state of Georgia, 

so it would be difficult to generalize the findings to other areas that do not share 

Georgia's demographic and educational proclivities. Additional studies in other parts of 

the country should be pursued to gather data on job satisfaction that is salient to each 

region, state, and local district. Replication and extension studies could be conducted as 

well to compare results over time in different areas. A comprehensive study on a national 

level incorporating more variables should also be pursued. 

This correlational study employed a quantitative research design to gather data. 

Future studies should use both qualitative and mixed methods designs so that findings 

can be discussed and implications be offered from a variety of scholarly perspectives. 

This study also utilized questionnaires that were already in existence and that had already 

been validated. Future research should aim to develop a valid and reliable comprehensive 

research instrument that can efficiently and thoroughly measure a multitude of variables 

which lead to music teacher job satisfaction in general and instrumental music teacher job 

satisfaction in particular. 
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There were five predictor variables measured in this study. Variables that had 

been measured over time and proved to be predictors of job satisfaction in the past were 

used for this study. There were many demographic variables in this study for which 

descriptive data was gathered but the relationship on satisfaction was not measured: 

gender, race, educational background, classes taught and grades taught. Variables such as 

scheduling, staff size, funding, Title I status, curriculum and instruction, parental 

involvement, school size, student achievement and others could elucidate numerous 

sources of job satisfaction for band and orchestra teachers. 

The variable of parental involvement had to be eliminated from this study because 

of the lack of a concise research instrument to appropriately measure the relationship 

between parental involvement and job satisfaction. Further research in the area of 

parental involvement and its relationship to instrumental music teacher job satisfaction is 

needed. Measuring the strength of parental involvement as a predictor of job satisfaction 

and how it may relate to the other factors in this study could yield important findings. 

The variable of setting should have included operational definitions in the survey. 

Some teachers may have marked "urban", even though their setting may be viewed more 

appropriately as "suburban", and vice versa. Future studies that include setting as a 

variable should provide definitions of the terms urban, suburban, and rural for 

participants so that they are clear on what is meant by those settings. 

The purpose of this study was to find the strongest predictors of instrumental 

music teacher job satisfaction. Because of this, factors related to dissatisfaction were not 

considered. Future research should attempt to uncover the factors related to job 
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dissatisfaction so that teachers, administrators and other stakeholders can develop 

strategies to minimize the impact that potential negative stressors may have on teacher 

satisfaction, retention and longevity. The population of instrumental music teachers 

invited to participate in this study was limited to those who were members of the Georgia 

Music Educators Association during the 2011-2012 school year. Future studies could 

attempt to include teachers who may not be members of the state music association for 

various reasons. Also, the response rate for this study was 15.44%. This response rate 

could have been improved by conducting the survey during the spring semester of the 

school year. Future studies may attempt to collect data during a time in the academic year 

that is more convenient for instrumental music teachers so that a larger sample can be 

obtained. 

The relationship between teacher job satisfaction and student achievement should 

be thoroughly researched. In a growing educational climate consisting of high-stakes 

assessment and performance-based remuneration for teachers, studies that investigate the 

relationship between curriculum standards, program performance, student achievement 

and overall job satisfaction may uncover critical information for music education and the 

teaching profession as a whole. Research in the area of pre-service music teacher training 

may yield important findings for aiding in new teacher mentoring and support through 

the first five years of teaching, the time at which close to 50% of all teachers are lost to 

attrition (Hill, 2003; Ingersoll, 2004). Finally, the dynamic of continuous active music-

making for music teachers and its impact on overall life satisfaction should be explored. 
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Conclusion 

Researchers have found that teachers are leaving the profession at higher rates 

than ever before (Hancock, 2009; Ingersoll, 2001; Mathis, 2010). This phenomenon has 

led to a critical shortage in both the general teaching population and music teacher 

population (Hancock, 2008; Kimpton, 2005; Madsen & Hancock, 2002; Nimmo, 1989). 

Discovering the factors that contribute most to job satisfaction may have profound 

implications for teacher longevity and retention (Podsen, 2002; Quartz, 2003). The 

purpose of this study was to uncover the strongest predictors of job satisfaction for 

instrumental music teachers in the state of Georgia. This correlational study utilized a 

quantitative methodological approach to gather data. Five predictor variables were 

examined to measure the effect of each on band and orchestra teachers' overall job 

satisfaction. A grand total of 139 participants completed the survey questionnaire used 

for data analysis. Descriptive and inferential statistics incorporating multiple linear 

regression analysis were employed to analyze data. Results found that administrative 

support, salary and student participation were statistically significant predictors of 

instrumental music teacher job satisfaction. The factors of setting and career stage were 

not found to be statistically significant. Administrative support was found to be the 

strongest predictor of job satisfaction for instrumental music teachers in the state of 

Georgia. 

Findings suggested that teachers and administrators at the state and local level be 

aware of the importance of administrative support as a factor strongly correlated to job 

satisfaction. Administrators at the local school and district levels should implement 
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programs and provide staff development opportunities so that teachers may possess the 

knowledge and skills needed to establish strong professional relationships within their 

schools, districts, and communities. Findings also suggested that teachers are most 

satisfied when they maintain an exceptional professional rapport with school 

administrators and students. Issues of scheduling, budgeting, recruitment and retention 

may be placated if students, teachers, and administrators are all on one accord. Future 

research must explore a variety of factors that lead not only to enhanced job satisfaction, 

but to increased student achievement as well. In the current educational climate of ever-

increasing standards and "test mania" (Carr, Harris, & Tessmer, 2011) it is critical that 

research continues to inform and influence educational practice. The relationship between 

music teacher satisfaction and student achievement must be articulated now more than 

ever before if music education is to be a mainstay in the contemporary school curriculum. 
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DEMOGRAPHIC QUESTIONNAIRE 

Thank you for participating in this study. Please complete the following questionnaire as 
accurately and honestly as possible. The information gathered from this section of the 
survey will help to better interpret the results of this study. All information you provide 
here is strictly confidential. You do not have to answer any question you may feel 
reluctant toward answering. 

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

2. Which one of the following best describes your race/ethnic background? 
a. American Indian or Alaskan Native 
b. Asian or Pacific Islander 
c. Black or African American 
d. Caucasian 
e. Hispanic/Latino 
f. Other: 

3. How many years have you been teaching? 
a. 1-5 years 
b. 6-10 years 
c. 11-20 years 
d. More than 20 years 

4. Which is the highest level of education you have completed? (Circle one) 
a. Bachelor's degree 
b. Master's degree 
c. Specialist degree 
d. Doctoral degree 

5. What level(s) do you teach? (Circle all that apply) 
a. Elementary 
b. Middle 
c. High 

6. Circle the amount that best represents your current annual salary? 
a. Less than $40,000 
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b. $40,000-$49,999 
c. $50,000-$60,000 
d. More than $60,000 

7. Which setting best describes the school community you work in? 
a. Urban 
b. Suburban 
c. Rural 

8. Which what classes do you currently teach? (Check all that apply) 

Beginning Band Intermediate Band Advanced Band 
Beginning Orchestra Intermediate Orchestra Advanced Orchestra 
Percussion Techniques Jazz Band Music Theory 
Music Appreciation General Music Guitar 
Music Technology Other: 
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MOHRMAN-COOKE-MOHRMAN JOB SATISFACTION SCALE (1977) 

Indicate your level of satisfaction with various facets of your job by circling a number on 
the six-point scale after each of the statements. 

Intrinsic Satisfaction Low High 

1. The feeling of self-esteem or self-respect you get from being 1 2 3 4 5 6 

on your job. 

2. The opportunity for personal growth and development in your 1 2 3 4 5 6 

job. 

3. The feeling of worthwhile accomplishment in your job. 1 2 3 4 5 6 

4. Your present job when you consider the experience you had 1 2 3 4 5 6 

when you took the job. 

Extrinsic Low High 

5. The amount of respect and fair treatment you receive from 1 2 3 4 5 6 
your superiors. 

6. The feeling of being informed in your job. 1 2 3 4 5 6 

7. The amount of supervision you receive. 1 2 3 4 5 6 

8. The opportunity for participation in the determination of 1 2 3 4 5 6 
methods, procedures, and goals. 

* Developed by Allan M. Mohrman, Jr., Robert A. Cooke, and Susan Albers Mohrman (1977). 
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SECTION 1: PROFESSIONAL ASSISTANCE FOR MUSIC TEACHERS (Baker, 2007) 

A. In terms of professional support of music teachers early in their career, how useful is 
each of the following in your school setting? Please rate each method of assistance by 
placing an X in the appropriate blank. 

1. In-service programs 

No help Little help Moderately helpful Very helpful Extremely helpful N/A 

2. New teacher orientation program 

No help Little help __ Moderately helpful Very helpful Extremely helpful N/A 

3. Fine arts supervisor 

No help Little help Moderately helpful Very helpful Extremely helpful N/A 

4. Other music teachers in school 

No help Little help Moderately helpful Very helpful Extremely helpful N/A 

5. Other non-music teachers in school 

No help Little help Moderately helpful Very helpful Extremely helpful N/A 

6. Colleagues in music field 

No help Little help Moderately helpful Very helpful Extremely helpful N/A 

7. Assigned mentor teacher (non-music) 

No help Little help Moderately helpful Very helpful Extremely helpful N/A 

8. Assigned mentor teacher (music) 

No help Little help Moderately helpful Very helpful Extremely helpful N/A 

9. Music workshops or conferences 

No help Little help Moderately helpful Very helpful Extremely helpful N/A 

10. Release time to observe experienced music teachers 

No help Little help Moderately helpful Very helpful Extremely helpful N/A 

11. Accessibility of administrator 

No help Little help Moderately helpful Very helpful Extremely helpful N/A 

12. Administrators' visits to classroom 

No help Little help Moderately helpful Very helpful Extremely helpful N/A 

13. Administrative assistance with classroom management 

No help Little help Moderately helpful Very helpful Extremely helpful N/A 

14. Administrative assistance with budget preparation 

No help Little help Moderately helpful Very helpful Extremely helpful N/A 

15. Assistance with administrative duties (fundraising, trips, competitions) 

No help Little help Moderately helpful Very helpful Extremely helpful N/A 

16. Administrative assistance with large classes 

No help Little help Moderately helpful Very helpful Extremely helpful N/A 

17. Release time to work with feeder school choirs 

No help Little help __ Moderately helpful Very helpful Extremely helpful N/A 

18. Release time for performances outside of school 

No help Little help Moderately helpful Very helpful Extremely helpful N/A 

19. Release time for recruiting students from other schools 

No help Little help __ Moderately helpful Very helpful Extremely helpful N/A 
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SECTION 2: STUDENT PARTICIPATION QUESTIONNAIRE (FITZPATRICK, 2008) 

To what extent do the following 
indicate success within your program? 

Not at all Little Moderately Very much Extremely 

20. That students have fun within my 
classroom 

21. That I cultivate a sense of pride 
within my students 

22. That I cultivate a strong work ethic 
within my students 

23. That my students learn to work 
together 

24. That my students develop 
leadership skills 

25. That my students will become 
productive citizens 

26. That my students successfully 
perform high quality music 

27. That my ensembles receive good 
ratings at festivals and 
contests 

28. That my program is well-respected 
by my colleagues in music 
education 

29. That my students will go into music 
as a career 

If you would like to receive the results of this survey and be included in a drawing to 

receive a $100 gift card for your music program, please enter your email address: 

THANK YOU VERY MUCH FOR COMPLETING THIS SURVEY!!! 
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Tift College of Education 

INFORMED CONSENT 

Predictors of Instrumental Music Teacher Job Satisfaction 

You are being asked to participate in a research study. Before you give your consent to volunteer, it is important that 
you read the following information and ask as many questions as necessary to be sure you understand what you will be 
asked to do. 

Investigators 
Robert Bryant 
B.S. - Music Education, Florida A&M University 
M.E.E. - Music Education, Florida State University 
Tift College of Education 
Department of Curriculum and Instruction 
3001 Mercer University Dr. 
Atlanta, GA 30341 
404-545-9064 
robertlouisbryant@yahoo.com 

Faculty Advisor: Bruce Sliger 
Tift College of Education 
Department of Curriculum and Instruction 
3001 Mercer University Dr. 
Atlanta, GA 30341 
770-714-3336 
Sliger_be@mercer.edu 

Purpose of the Research 
This research study is designed to survey teachers in the area of instrumental music in within the Metropolitan Atlanta 
area to assess levels of teacher job satisfaction. The data from this research will be used to reveal perceptions of job 
satisfaction and investigate possible strategies for burnout prevention and retention. This study will add to the existing 
body of knowledge regarding music teacher job satisfaction with aims of developing ways to maximize teacher 
retention. 

Procedures 
If you volunteer to participate in this study, you will be asked to complete a survey consisting of several questions that 
reflect on your teaching experiences and what contributes to your overall satisfaction/dissatisfaction with your job. 

Your participation will take approximately 30 minutes to complete to the survey. This will occur only one time and at a 
time that is convenient for you. 

Potential Risks or Discomforts 
There are no foreseeable risks associated with the study. 

Potential Benefits of the Research 
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There are no financial benefits associated with the study. Potential benefits to society include discovering factors to and 
levels of job satisfaction for instrumental music teachers, which may lead to the discovery of strategies for teacher 
retention and increased longevity in the teaching field. 

Confidentiality and Data Storage 
Your signature affirms your consent to participate in the study. When results are reported, you will not be identified. 
Data will be stored in a locked file cabinet in the faculty advisors office on the campus of Mercer University. Only the 
investigator and advisor will have access to the data. (It must be stored at Mercer University for at least 3 years 
after completion of the study.) 

Participation and Withdrawal 
Your participation in this research study is voluntary. As a participant you may refuse to participate at anytime. To 
withdraw from the study please contact.... 

Robert Bryant 
404-545-9064 
robertlouisbryant@yahoo.com 
Note: Subjects cannot withdraw after data collection has taken place. 

Questions about the Research 
If you have any questions about the research, please speak with: 
Robert Bryant 
Tift College of Education 
Department of Curriculum and Instruction 
3001 Mercer University Dr. 
Atlanta, GA 30341 
404-545-9064 
robertlouisbryant@yahoo.com 

Faculty Advisor: Bruce Sliger 
Tift College of Education 
Department of Curriculum and Instruction 
3001 Mercer University Dr. 
Atlanta, GA 30341 
770-714-3336 
Sliger_be@mercer.edu 

This project has been reviewed and approved by Mercer University's IRB. If you believe there is any 
infringement upon your rights as a research subject, you may contact the IRB Chair, at (478) 301-4101. 

You have been given the opportunity to ask questions and these have been answered to your satisfaction. Your 
signature below indicates your voluntary agreement to participate in this research study. 

Signature of Research Participant Date 

Participant Name (Please Print) Date 

Signature of Person Obtaining Consent 

Rev. 7/09 

Date 
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Mon, May 23, 2011 10:12:36 AM 
Fwd: Re: Survey Site Permission 

From: ROBERT L. BRYANT 
<ROBERT_L BRYANT@fc.dekalb.k 12.ga.us> 

View Contact 

To: robertlouisbiyant@yahoo.com 

"1 grant you permission to conduct your survey at the GMEA District IV 
fall planning meeting at Lithonia High School in August of 20011"\ 
ROBERT L. BRYANT on Monday, May 23, 2011 at 9:12 AM -0500 wrote: 

>"I grant you permission to conduct your survey at the GMEA District IV 

>fall planning meeting at Lithonia High School in August of 20011" 

Musically, 

Michael J. Lloyd 

Assistant Band Director 

Lithonia High School 
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From: Robert Bryant <robertlouisbryant@yahoo.com> 

Date: 04/16/2011 05:24PM 

Subject: Survey Permission 

Hello. My name is Robert Bryant, and I am pursuing a PhD in Curriculum and Instruction at Mercer 
University in Atlanta, Georgia. I also teach band at Miller Grove high school in Lithonia, Ga. My 
dissertation committee chair is Dr. Bruce Sliger. My dissertation topic is Predictors of Instrumental Music 
Teacher Job Satisfaction in Georgia. Recently, Arlene Woods (retired band director form District IV) 
disseminated a survey to the directors in attendance at our district spring planning meeting who volunteered 
to participate. I asked her how did she get approved to administer her survey and she told me to contact 
you. I also spoke with Cathie Hudnall, who is in my cohort at Mercer and teaches orchestra at Brookwood 
high school. She told me to contact you as well regarding receiving survey permission. My study is being 
conducted online and face-to-face. I plan on giving the survey to band and orchestra directors in 
metropolitan Atlanta. My survey should meet the guidelines for dissemination. 

1. No students will be surveyed. 
2. Surveys will not interfere with teaching time (face-to-face delivery would happen at district 
fall planning meetings). 
3. Participation is completely voluntary. 

Thus far, I have been rejected by MENC, NBA, GMEA and DeKalb county schools regarding utilizing 
there email listserves to deliver the survey (so I know that is not an option). However, if you could grant 
me permission to deliver my survey similar to how Arlene Woods has been able to, I would be most 
grateful. Attached is my survey for review. If you need me to give you any additional information, you may 
contact me via email or by telephone which is listed below. Thank you in advance your cooperation and I 
look forward to hearing from you. 

R. Louis Bryant 

404-545-9064 

mailto:robertlouisbryant@yahoo.com
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Re: Survey Permission 
1 recipients 
CC: recipients You More 
BCC: recipients You 
Hide Details 
FROM: 

TO: 
robertlouisbryant@yahoo. com 

Message flagged 
Sunday, April 17, 2011 8:22 AM 

1Q IPear Mr. Bryant, 

Arlene Woods asked if she could give out her survey at her district meeting this spring. If you would 

like to ask for volunteers to participate in your survey at your district meeting, as Ms. Woods did, I would 

not have any problem with you doing that either. The members of your district are your colleagues who 

have worked with you, I assume, for some number of years. You will need to check with your district chair 

since he creates the agenda for this meeting. I would not, however, think that it would be appropriate for 

you to attend other districts' planning meetings to ask for volunteers to participate in your survey nor would 

I offer my permission for you to do that. 

You are not being offered listserves from any organization (and because I have now been contacted by 

two teachers in under two months with requests regarding the dissemination of surveys, I can certainly 

understand the wisdom behind this policy), but that does not prevent you from looking up email addresses 

of band directors throughout our state. Those addresses are available through most county web sites. 

I wish you the best of luck with your program and your study. 

Sincerely, 

Bernadette 

Bemadette Scruggs, Ph.D. 
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Complete Job Satisfaction Survey/ WIN S100 GIFT CARD 
TO: 1 Morel recipient 
CC: recipients You More 
BCC: recipients You 
Hide Details 
FROM: 

Robert Bryant 
TO: 

robert_l_bryant@fc.dekalb.k 12.ga.us 
Message flagged 
Wednesday, August 3, 2011 10:27 AM 

[^Greetings colleagues. I would like to invite all of you to participate in my survey related to my 
dissertation, Predictors of Instrumental Music Teacher Job Satisfaction. Please take a few moments to 
complete this brief yet important questionnaire. By completing the survey, you can enter to win a $100 gift 
card that can be used towards your music program (or however you wish). Click here to take the survey. 
The deadline to complete the survey is September 30. Thank you for your support. 

If hyperlink above does not work, simply copy and paste the following into your web browser. 
http://www.zoomerang.com/Survev/WEB22CJNBDA2PL/ 

Musically, 

Robert L Bryant III 
PhD Candidate 
Mercer University 
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Job Satisfaction Survey, 2nd request 
TO: 1 Morel recipient 
CC: recipients You More 
BCC: recipients You 
Hide Details 
FROM: 

again colleagues. I would like to thank all of you who have participated in my survey related 
to my dissertation, Predictors of Instrumental Music Teacher Job Satisfaction. If you have not done so 
already, please take a few moments to complete this brief yet important questionnaire. By completing the 
survey, you can enter to win a $100 gift card that can be used towards your music program (or however you 
wish). Click here to take the survey. Be reminded that the deadline to complete the survey is September 
30. Thank you again. 

If hyperlink above does not work, simply copy and paste the following into your web browser. 
http://www.zoomerang.com/SurvevAVEB22CJNBDA2PL/ 

Musically, 

Robert L Bryant III 
PhD Candidate 
Mercer University 

Robert Bryant 
TO: 

robert I bryant@fc.dekalb.k 12.ga.us 
Message flagged 
Thursday, September 1,2011 5:25 PM 
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Survey Deadline, September 30 
TO: 2 More2 recipients 
CC: recipients You More 
BCC: recipients You 
Hide Details 
FROM: 

Robert Bryant 
TO: 

robert_l_bryant@fc.dekalb.k 12.ga.us 
rlbryant 1982@yahoo.com 

Message flagged 
Friday, September 23,2011 11:34 AM 

[®Hello colleagues. I would like to first thank all of you who have participated in my survey related to my 
dissertation, Predictors of Instrumental Music Teacher Job Satisfaction. This email serves as a notice that 
the online survey will be closing on September 30 at 11:59 pm. If you have not done so already, please 
take a few moments to complete the questionnaire. By completing the survey, you can enter to win a $100 
gift card that can be used towards your music program (or however you wish). Click here to take the 
survey. Thank you again. 

If hyperlink above does not work, simply copy and paste the following into your web browser. 
http://www.zoomerang.com/Survev/WEB22CJNBDA2PL/ 

Musically, 

Robert L Bryant III 
PhD Candidate 
Mercer University 
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RE: Survey Permission 

1 recipients 
CC: recipients You More 
BCC: recipients You 
Hide Details 
FROM: 

• Mohrman. Susan 
TO: 

• Robert Bryant 
Message flagged 
Saturday, April 16, 2011 3:43 PM 

GSoear Robert Bryant, 

I hereby give you permission to use the MCMJSS in your dissertation. Good luck with your research. 

Susan Mohrman 

Senior Research Scientist 
Marshall School of Business 
University of Southern California 

From: Robert Bryant [mailto:robertlouisbiyant@yahoo.com] 
Sent: Saturday, April 16, 2011 12:17 PM 
To: Mohrman, Susan 
Subject: Survey Permission 

Hello. I am writing this letter to request permission to use the Mohrman-Cooke-Mohrman Job 
Satisfaction Scale (MCMJSS) in my dissertation. I am pursuing a Ph.D. in Curriculum and Instruction 
at Mercer University in Atlanta, Georgia. My dissertation committee chair is 
Dr. Bruce Sliger. My dissertation topic is Predictors of Instrumental Music Teacher 
Job Satisfaction in Georgia. If you need me to give you any additional information, you may contact me 
via email or by telephone listed below. Thank you for in advance your cooperation, and I look forward to 
hearing from you. 

R. Louis Bryant 
404-545-9064 

mailto:robertlouisbiyant@yahoo.com
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Re: Survey Permission 

1 recipients 
CC: recipients You More 
BCC: recipients You 
Hide Details 
FROM: 

• Kate Fitzpatrick 
TO: 

• Robert Bryant 
Message flagged 
Sunday, October 10, 2010 10:45 AM 

SiDear Louis, 
Thank you so much for your note. Thank you for your kind words about my dissertation. I would be happy 
to grant you permission to use the survey, but would caution you to note that it was designed from a focus 
group of Chicago Public teachers, and thus might not address the particular issues of importance to your 
area. Urban programs are so very different in different parts of the country! Also, after having conducted 
the study I believe very strongly that the survey instrument is far too long-1 would cut it way down to 
ensure a higher response rate. Please feel free to send me any other questions that you have-1 am on 
maternity leave this semester and thus will be unable to answer a large amount of questions, but 1 will do 
my best! 
All the best to you, and thank you for pursuing this important line of research! 
Kate 

Dr. Kate R. Fitzpatrick 
Assistant Professor of Music Education 
University of Michigan School of Music, Theatre, and Dance 

On Oct 6, 2010, at 7:03 PM, Robert Bryant wrote: 

I am a PhD student at Mercer University in Atlanta, GA and I am researching urban instrumental music 
education. I came across your study and I am thoroughly impressed with your work. I was 
interested in speaking with you more about your dissertation and how your successfully navigated the 
process. I am a high school band director and the DeKalb county school board is preparing to vote on if 
they need to cut elementary band and orchestra our of the curriculum as other counties have in surrounding 
areas. 
Your survey instrument is amazing! I would like to utilize it for my dissertation if at all possible. I am 
planning on conducting either a quantitative or mixed methods study or I 
believe adapting your questionnaire to my area (DeKalb county schools) would be very appropriate. Thank 
you in advance for your help and I look forward to communicating with you. 

R. Louis Bryant 
404-545-49064 
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Re: Survey Permission 

1 recipients 
CC: recipients You More 
BCC: recipients You 
Hide Details 
FROM: 

• Baker. Vicki 
TO: 

• Robert Brvant 
Message flagged 
Thursday, March 17,2011 1:37 PM 

SjRobert, 

Please feel free to use my survey. 

I wish you the best in your doctoral studies. Please let me know if you need anything further. 

Vicki Baker 

Vicki D. Baker, Ph.D. 
Coordinator of Music Education 

On Mar 17, 2011, at 9:35 AM, "Robert Bryant" 
<robertlouisbrvant@vahoo.com<mailto:robertlouisbrvant@vahoo.com» wrote: 

Good morning. My name is Robert Bryant and I am pursuing a PhD at Mercer University in Atlanta, 
Georgia in the area of curriculum and instruction. I also have five years of public school instrumental music 
teaching experience. My study is looking at predictors of instrumental music teacher job satisfaction. Is it 
possible for me to utilize a section of your survey (section II, professional assistance for music teachers) for 
my study? Thank you very much in advance for your time and help. 

R. Louis Bryant 
404-545-9064 
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