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Abstract

Teachers are usually eager to implement what they learned during their training program. However,
when they are in schools and face unexpected situations such as classroom conditions, state
mandated programs, new educational conditions, goals, and reforms, they may feel that they have
made a mistake choosing the teaching profession as their career. These challenges may lead to
decreasing job satisfaction. In addition, a lack of professionalism, collegiality, and administrative
support are among the reasons teachers leave their chosen career, even if they are really interested
in the profession. The educational system in Malaysia is controlled by the government, in terms of
the teacher placement system; student teachers who completed their training have limited choices
for placement in schools. The theoretical framework in this study used Theory of Herzberg’s Two-
Factor to guide the research. These theories are used to explain the phenomenon of new teachers
leaving the career during their probationary period. This study intends to explore and understand the
challenges and experiences new teachers faced in schools after completion of their training.
Keywords: Job Satisfaction, Teacher, Herzberg Two-Factor Theory.

Introduction

Teaching profession has a reputable status in the community as teachers mould the children into
good citizens who contribute to the future of a country. Teachers play an important role in fostering
social and intellectual development of children in their formative years. The education that teachers
convey plays an important role in determining the future prospects of their students. In schools,
whether in preschool or high schools, private schools or public schools, teachers play a vital role to
set the environment for students to develop into responsible adults. Indeed, teachers can make a
huge difference in the life of student. Leaders in teacher education should prepare the most effective
strategies for educating and training the nation’s teachers before they are placed in schools. It seems
that preparing teachers is not something that can be taken lightly. Specifically, the Malaysian Ministry
of Education (MoE) does take into account all aspects including the selectivity of programs, the
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guality and content of the requirements, and the duration and timing of coursework and fieldwork
to produce highly qualified teachers. As teachers are users and producers of teaching knowledge
(Edwards, Gilroy, & Hartley, 2002), pre-service teaching courses are essentially preparing student
teachers to engage in systemic inquiry into children, youth, communities, schools, and teaching-
learning processes as a formalized aspect of learning to teach (Schultz & Oyler, 2006). These programs
are important to orient student teachers before they move into practice. In addition, university
graduates (non-teaching) who meet the requirements set forth by the Ministry can apply for the one-
year teaching course known as a postgraduate teaching course offered at any teaching institution
throughout Malaysia. Students who are selected to enrol in the teaching program are fully sponsored
by the Ministry. They are required to sign an agreement with the Ministry that states among other
conditions that the student teacher could be placed in any school or teaching institution upon
completion of their training (Ministry of Education Malaysia, 2011). After completion of the pre-
service course, student teachers fill out a placement form, provided by the School Management
Division of the Malaysian Ministry of Education. Student teachers are to choose three states within
the country for placement; however The School Management Division has the final decision over
where an individual is posted based on the current needs for their specialty (Educational Planning
and Research Division, 2008). New teachers are usually eager to implement what they learned during
their training program (Inman & Marlow, 2004). However, when they are in schools and face
unexpected situations such as classroom conditions, state mandated programs, new educational
conditions, goals, and reforms, they may feel that they have made a mistake choosing the teaching
profession as their career (Inman & Marlow, 2004). Consequently, teachers face many problems in
terms of the emotional or physical aspects required to adapt to the new situation. These challenges
may lead to decreasing job satisfaction. In addition, a lack of professionalism, collegiality, and
administrative support (Inman & Marlow, 2004) are among the reasons teachers leave their chosen
career, even if they are really interested in the profession. Nevertheless, teachers benefit when
teacher education programs and local school administration provide opportunities to interact and
work with their mentors, colleagues, school administrators, and community. This may lead to teacher
retention (Inman & Marlow, 2004). In the Education Digest article, titled “Support new teachers and
keep them teaching” South Carolina principal Dale Goff was quoted as saying that the most important
thing a principal can do for new teachers is to offer continual support and opportunities to share their
concerns and ideas. By providing support, new teachers realize that they are appreciated by their
school principals. It is one of the reasons that new teachers remain in their chosen profession
(Communicator, 2005).

Teacher Job Satisfaction

The teacher, who is noble in character, progressive and scientific in outlook, committed to uphold
the aspirations of the nation, and cherishes the national cultural heritage, ensures the development
of the individual and the preservation of a united, democratic, progressive and disciplined society.
Education is one of the most powerful elements for bringing about changes required to achieve
sustainable development (Educational Planning and Research Division, 2008). Teachers are the main
actors in this process and teacher education training is a bridge for developing the capacities in
teachers to deliver sustainable educational approaches. Job satisfaction in the work environment is
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derived by the attitudes and perceptions of teachers. It is measured in many different ways in the
national surveys, and there is no consensus about the standard way to measure job satisfaction
(European Foundation for the Improvement of Living and Working Conditions, 2007). One of the
reasons for the continuing study in this topic is that positive and negative attitudes towards work
may exert powerful effects on many forms of organizational behaviour. There are many factors that
influenced job satisfaction. In terms of teacher job satisfaction, very few researches have been
conducted to examine the factors that influence teacher job satisfaction. Therefore, there is a need
to explore and identify significant factors that relate to it.

Teacher Placement

After teachers have completed their training programs, they will be placed in a school to practice
what they learned in the training programs. In this context, the placement refers to the school for
which teachers are placed or hired. Despite teachers can choose which schools they want to teach,
the final decision often rests with the top management of the school district. New teachers often are
placed in schools which lack of facilities, have fewer students, and are located in poverty areas.
Generally, these situations frustrate new teachers and influenced them to leave early in their
profession (Behrstock & Coggshall, 2009). Texas Instrument (2012) also agreed that some new
teachers leave early in their profession because they are placed in low-performing schools. It seems
that they are not really needed by high performing schools. Most high performing schools hired
experienced teachers to teach their students. As we know that new teachers have less experience
and that influences their effectiveness. Lack of experiences could cause them to be placed in low-
performing schools. When the students did not perform well, they were responsible for students’
performance. New teachers may feel frustrated and decided to leave their profession in the
beginning of their career (Sparks, 2012). Most students from low-performing schools came from the
lower socioeconomic status and were not conscious of the importance of education. New teachers
faced difficulties to educate them to perform well because they did not really pay attention in the
classroom. Hence, it may cause frustration until they decide to leave the profession in the early stage
(Johnson & Birkeland, 2003). Based on the above discussion, it is proposed that:

Proposition 1: Teacher placement has a significant relationship with teacher job satisfaction.

Principal Leadership

Generally, when employees are satisfied towards their leaders or supervisors, it really affects the
organization where it can increase productivity, decrease absenteeism, and promote smoother
working relationships (Herzberg et al., 1959). As a leader in schools, the school principal is the main
factor in determining the quality of education in the school. In this respect, the principal always
communicates and cooperates with teachers to increase school performance. No matter what is the
leadership style the principal practices, it can affect teachers’ job satisfaction. Whether they are
managing a team at work, captaining their sports team, or leading a major company, the leadership
style is crucial to the team success (Goleman, Boyatzis, & McKee, 2002). Democratic style encourages
employees to be part of decision making. However, the leaders maintain the final decision-making
authority. This is normally used when the leader has a part in decision making and employees also
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have a say. A leader is not expect to know everything and that is why a leader often employs
knowledgeable and skilful employees. Since leadership behaviours of principals are one of the factors
positively influencing teachers’ job satisfaction (Miears, 2004), the effect of different leadership style
on job satisfaction has been examined. Many researches have been done to determine the
relationship between principal leadership style and teachers’ job satisfaction. Cerit (2009) completed
a study to determine servant leadership behaviours of primary school principals on teacher’s job
satisfaction. The participants of his study consisted of 700 primary school teachers at 29 schools
located in the province of Duzce, Turkey. 595 teachers who responded to the questionnaire
comprised of various educational levels and experiences. The questionnaire was divided into two
sections where the first section has 60 items aiming to determine servant leadership behaviours of
the primary school principals, and the second one has eight items to determine the level of teachers’
job satisfaction. The result of his study showed that there was a positive and significant relationship
between servant leadership behaviours of the principals and teachers’ job satisfaction. Therefore, it
is proposed that:

Proposition 2: Principal leadership has a significant relationship with teacher job satisfaction.

School Environment

Workplace condition plays an important role to make employees happy to work with their colleagues.
When employees feel dissatisfied at work, they are less committed and will look for other
opportunities (Taylor & Tashokkari, 1995). In Brown and Wynn’s study (2009), the results showed
that school climate was one of the factors that make new teachers happy in their school and decide
to remain in their respective school. If this conducive environment is not available, they may
emotionally withdraw from the organization (Lok & Crawford, 2003). A conducive environment
encourages teachers to put extra effort in getting their job done, working in a discretionary manner,
and contributing directly to the organizational growth (Kim & Loadman, 1994). Lee, Dedrick, and
Smith (1991) noticed that a supportive environment and sufficient classroom autonomy promote
efficacy and satisfaction in teachers’ career path. Lee, Dedrick, and Smith (1991) found that smaller
class size affects teacher job satisfaction. Teachers feel more satisfied teaching in smaller class size
compared to teachers who teach in bigger class size. Teacher job satisfaction is also associated with
class control along with the selection of textbooks, instructional content, teaching techniques,
discipline of the students, and assignment of homework. It is also associated with the types of
students and their level of ability. Hence, it is proposed that:

Proposition 3: School environment has a significant relationship with teacher job satisfaction.

Salary and Benefits

According to Lee, Dedrick, and Smith (1991), the result of their study showed that salary was
unrelated to teachers’ job satisfaction. In their study, higher salary was not an indicator of teacher
job satisfaction. However, the results of the studies conducted by Hanushek, Kain, and Rivkin (2001)
and Guarino, Santibanez, and Daley (2006) showed that the higher the teachers earn, the higher
satisfaction they obtain. As a result, they are willing to stay in the profession. In order to enhance
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teacher quality, policies that reward teachers based on performance may be more effective than
policies that reward teachers based on credentials (Rockoff, 2004). By rewarding teachers based on
their performance, they are more satisfied and decide to remain in the profession. Similarly,
Billingsley (1992) also addressed that salary has significant relationship with teacher job satisfaction.
Salary and other benefits are important to keep teachers in the profession. The more remuneration
and benefits the teachers obtain, the more they are satisfied. According to Fioviello (2011), one of
the four real reasons new teachers leave the profession is due to low salary. A lack of competitive
salary compared to workload in schools causes them to decide to leave the profession. They do not
only teach but also need to perform administrative works and assist in curricular activities. Therefore,
it is proposed that:

Proposition 4: Salary and benefits have a significant relationship with teacher job satisfaction.
Theoretical Framework

Based on the write up and previous findings in the literature review, a theoretical framework was
developed as presented in Figure 1.

Teacher
Placement

Principal

Leadership \
Teacher Job
Satisfaction

School /

Environment

Salary and
Benefits

Figure 1: Proposed Theoretical Framework

Research Implications

The purpose of this study is to explore and understand the challenges and experiences that lead to
teachers’ job satisfaction after completion of their training. As new teachers, they are excited to
implement what they learned in teaching programs (Inman & Marlow, 2004). However, if they face
unexpected challenges and these situations may influence their job satisfaction at the workplace. By
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understanding these challenges and experiences, a clear scenario can be gained to present these
challenges to the policy makers, practitioners, and any divisions under the Ministry of Education. In
Malaysia, the phenomenon of teachers leaving the profession is increasing from year to year.
However, statistical information of this issue is not readily accessible. This phenomenon may
adversely affect the nation because new teachers are needed to educate the young generation in the
country. Therefore, understanding teachers’ job satisfaction in the early stage can prevent them from
leaving the profession. Based on the findings, policy makers may review the selection process of
teacher candidates, the teaching programs, the placement process, and the professional
development programs to improve the job satisfaction level. The goal is to ensure teachers in the
next generation to remain in the profession. Even though the researcher knows it is difficult to make
a rapid change in the educational system, but by conducting this study, it can assist the Ministry of
Education to review the system related to teacher’s matters as an effort to enhance teacher’s job
satisfaction. To do so, they need a well-planned effort to ensure that it runs smoothly. The results of
this study may have positive implications to retain new teachers in their profession in Malaysia. The
findings of the current study support the idea that it relates to organizational issue (including
leadership styles and practices among school leaders, school expectation, heavy workload, lack of
support, lack of professional development courses attended), personal issue (financial), and
placement system issue that influence teachers’ job satisfaction. The finding is expected to suggest
that schools should be open to accept criticism and suggestions from teachers, particularly new
teachers to change for better.

Conclusion

Although past research has provided many insights into the factors that influence teacher career
decisions, little is known about which unfulfilled needs cause teachers to leave the profession and
which job condition makes them satisfied or dissatisfied. Understanding multiple factors that lead to
teacher’s job satisfaction may help identifying changes needed to support teachers’ retention (Liu &
Ramsey, 2008).
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