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Abstract: This study applied multilevel modeling to examine how individual characteristics, 

such as gender and teaching experience, and contextual characteristics, such as principal 

leadership, school climate and collaborative culture influenced Korean secondary school 

teachers‟ sense of job satisfaction. Previous research identified teachers with high job 

satisfaction to have positive influences on their students, making it important to understand 

teacher job satisfaction not only for teachers but also for students. Using data based on the 

secondary data and instrument from the 2013 TALIS teacher Questionnaire - [<ISCED level 

x> or PISA schools] (MS-TQ-(X)] to measure job satisfaction which is the dependent 

variable and the independent variables are school climate and collaborative culture are both 

measured by ordinal scare. Age is measures with Ration and lastly, gender is measured in 

normal scale. The descriptive statistics and inferential statistics are both used. The descriptive 

statistics makes use of chart and some simple graph to explain gender, age distribution and 

educational level. The influential statistics makes use of T-Test and multiple regression 

analysis inferential statistics with independent T-Test and Multiple regression analysis. It 

therefore concluded that Collaborative culture within an organization is very important, 

playing a large role in whether or not the organization is a happy and healthy place to work. 

Through communicating and promoting the organizational vision to subordinates, and in 

getting their acknowledgment of the vision, it is possible to influence their work behavior 

and attitudes. When there is good interaction between the leader and subordinates, there will 
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be contributions to team communication and collaboration, and encouragement of 

subordinates to accomplish the mission and objectives assigned by the organization, which in 

turn enhances job satisfaction.

Keywords : Job Satisfaction, Collaborative Culture and School Climate. 

 

Introduction 

Education is always in a constant state of change; new curriculum and methods of improving 

student achievement are always at the top of educational discussions. Educators are 

constantly faced with the challenge of finding better ways to meet students‟ needs and goals. 

Since the emergence of the No Child Left Behind (NCLB) Act of 2001, educational 

leadership has faced many new challenges (U.S. Department of Education, 2001). Under the 

NCLB Act, principals have had to redesign schools, implement new research-based 

curriculum, and ensure that classrooms are staffed with teachers who are highly qualified 

(Whitney, 2008). With the new challenges and demands on principals, additional leadership 

strategies are needed for success in securing highly qualified teachers and the success of the 

school (Mead & Rotherham, 2003). These leadership strategies or commonly known as 

leadership styles have become more dynamic and diverse with all the changes and have 

placed concern on morale and job satisfaction. The principal of the school is considered to be 

the one individual who is the key leader and has the most opportunity to exercise leadership 

in the school. Principal leadership styles that impact school cultures and learning 

environments have been the primary discussion in many significant research articles (Bulach, 

Boothe, & Pickett, 2006). According to Bogler (2005), the leadership style of the school 

principal has a powerful influence on the environment of the school, the attitudes of the 

teachers and staff, and the achievement of the students. Principals who demonstrate the 

leadership ability to handle changing environments show greater improvements in the 

satisfaction of teachers and student achievement (Daughtery, Kelley, & Thornton, 2005). 

School success frequently depends on how effectively principals use their leadership 

(Gerhardt, 2004). If the principal‟s leadership style is a positive influence then the school 

should be able to excel. Throughout history, the leadership styles of school principals have 

changed. Behavioral characteristics from past leadership styles and those of the present-day 

leadership styles are significantly different. In the past, school principals have been known to 

take a bureaucratic approach to leading schools. However, this “top-down” leadership 

approach has been viewed as a major factor in low faculty morale and faculty job 

dissatisfaction which, in turn, leads to a high teacher turnover rate (Bolin, 2007; Darling-
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Hammond, 2003). With the new challenges and demands on school principals to secure and 

retain highly qualified teachers, principals have had to reevaluate themselves and change 

their leadership styles in an effort to be more successful (Mead & Rotherham, 2003).  

Teachers have the greatest impact on student achievement since they have the most contact 

with students throughout the day (Saravia-Shore, 2008). Therefore, job satisfaction of 

teachers is extremely important for school success and should be a top priority in education. 

According to Bogler (2002), teacher job satisfaction is the single  

significant factor of effective schools. The relationship between school principals and  

teachers is extremely important; it can affect the school environment positively or negatively 

simply by affecting the level of teacher job satisfaction (Baughman, 1996; Bogler, 1999). 

With the challenges and demands set forth on educators today and the concern for how they 

effect morale with teachers leaving the field of education due to job dissatisfaction, it is vital 

for more research to be conducted to determine the relationship between principal leadership 

styles, faculty morale, and faculty job satisfaction.  

Gender, which is also one of the demographic variables, is the concern of this current study, 

has been extensively and globally investigated as both social and biological variable in the 

studies of job satisfaction. Whether gender affects job satisfaction or not, is one of the talked 

about issues in recent organizational behavior literature (Goh, Koh & Low, 1991). According 

to Mason (1997), “the question whether or not gender differences in job satisfaction exist has 

been answered both affirmatively and negatively in the literature”. The research conducted 

among Canadian teachers revealed that job satisfaction levels differ significantly between 

male and female teachers (Ma & MacMillan, 2001). Similar, study conducted in the United 

States revealed that there were significant differences in the levels of job satisfaction between 

male and female teachers (Bishay, 1996). They say that female teachers were more satisfied 

with their job than male teachers. Whereas, Zhongshan (2007) found that elementary school 

male teachers in Shanghai, China were more satisfied with their salaries than their female 

colleagues. Conversely, Crossman and Harris (2006) conducted a study on job satisfaction 

among secondary school teachers in United Kingdom and their findings indicated that their 

satisfaction levels did not differ significantly by gender. Even though, the effect of gender 

and school climate on job satisfaction was exhaustively done in the west, little was known in 

Ethiopia and the study area. 

Developing positive school climates and improving school collaborative culture are critical 

steps to raising teacher job satisfaction so as to enhance the academic achievement and 

supporting student success. However, there is no single formula for doing so. Rather, the 
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growing body of research and best practices in the field should inform locally developed 

approaches to improving school climate and collaborative culture. Fostering a positive school 

climate is an important aspect of school improvement efforts. It encourages collaboration 

culture among faculty, management, parents, staff and motivates students to get engaged. A 

school‟s climate shapes and informs daily experiences for students, educators, staff, 

administrators, and visitors. School climates may refers to a school‟s social, physical, and 

academic environment. It‟s important that students feel comfortable and able to learn, and 

teachers feel respected and be able to do their job. When a student knows that his or her 

teacher cares not just only about academic success, but also about personal well-being, the 

students will gain a higher sense of self worth and self esteem. When an educator feels like a 

valuable contributor to the team, he or she will be eager to put forth the best effort. Teaching 

is a highly noble profession and teachers are always a boon to society. The teaching acts of a 

teacher are meant to instill confidence in the students so that not only while as students but 

also throughout their lifetime they could acquire relevant knowledge whenever they need it. 

The teacher‟s job is therefore to show what to study, to challenge the students by setting high 

standards and to criticize in order to spur to further achievement, to help surmount blind spots 

and to evaluate each student‟s progress in terms of valid objectives. Therefore, teachers have 

to adopt several strategies in their teaching in order to be effective in their jobs. 

Attempts to improve performance in schools will never succeed if teachers‟ job satisfaction is 

ignored. If employees in an organization are motivated, they will render services to the 

employer and customers very efficiently and effectively (Mbua, 2003). This implies that 

motivated and satisfied teachers are most likely to affect the students learning positively 

while the opposite of that may have negative impacts on students‟ performance. Educational 

leaders and administrators/managers have to pay special attention to the phenomena of 

motivation and job satisfaction. According to Mwamwenda (in Badenhorst, George and 

Louw, 2008), a lack of teacher job satisfaction results in frequent teacher absenteeism from 

school, aggressive behavior towards colleagues and learners, early exits from the profession, 

and psychological withdrawal from the work. All of these negative results lead to poor 

quality teaching. Other studies showed that a lack of job satisfaction is often accompanied by 

feelings of gloom, despair, anger, resentment and futility (Pinder, 2008). Thus, a lack of job 

satisfaction has serious implications for the teacher, as well as for the educational system in 

which he or she is employed. Dealing with employees‟ job satisfaction has important 

implications for the employees themselves and for their organization. A satisfied teaching 

force leads to higher commitment and productivity because of fewer disruptions, such as 
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absenteeism, the departure of „good‟ employees, and incidences of destructive behavior 

(Robbins, in Green, 2000). The independent variables is the gender principal collaborative 

culture, school climate and the dependent variable is teachers job satisfaction. 

 

Hypothesis and Research questions 

Does male and female principals differ in their job satisfaction, practice of instructional 

leadership, and collaborative culture?    

     (Ho: there is no significant difference between male and female principals with respect to 

their job satisfaction, practice of instructional leadership, and collaborative culture.) 

How much of variance in job satisfaction can be predicted by school climate, collaborative 

culture, principal‟s level of education?  

 (Ho: There is no significant difference between job satisfaction with school climate, 

collaborative culture and principal of education). 

How does Korea compare with the international pool with respect to this relationship?  

How does Korea compare with international scores with respect to school climate,  principal's 

job satisfaction, and collaborative culture ?  

 

Operational Definition of terms: According to the TALIS Questionnaire, (2013) School 

Climate is the environmental climate; like the cooperation between school and the local 

community, respect of teachers opinions and ideas relationship between teachers and 

students. It is also the resources climate of the school; like qualified and well performing 

teachers, school facilities including libraries, technology and support personnel (like cleaners, 

canteen, councilors etc.) and lastly, the behavior of both the teachers and students as regards 

to violence, intimidation and verbal abuse of teachers and the use of drugs or alcohol by 

student and the unjustified absences, discrimination by teachers. 

Collaborating culture is the cultural opportunities and mutual support given to teachers and 

parents or guardians by the school to actively participate in school decisions. It is also seen as 

the relationship agreement between teachers and students in the class and school 

environment. Job Satisfaction is the enjoy, satisfaction, advantages, benefits that the teacher 

derives in the work as a teacher. Instructional leader – “knowledge of instruction that helps 

support the leaders leading, supporting, and holding teachers accountable for implementation 

of standards, curriculum reforms, and other instructional improvement initiatives” (Barney, 

Darilek, Ikemoto, Kerr, Marsh, Sturrop, & Zimmer, 2005, p.13) 
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Review of Related Literatures 

School Climate 

The contextual antecedents of school climate and collaborative culture and teacher job 

satisfaction figure prominently in examining teacher turnover or intent to turnover. School 

climate reflects the physical and psychological aspects of the school that are more susceptible 

to change and that provide the preconditions necessary for teaching  and learning to take 

place (Tableman & Herron, 2004). School climate refers to the sum of the values, cultures, 

safety practices, working, and organizational structures within a school that cause it to 

function and react in particular ways. Although no consistent agreement in the literature on 

the components of school climate or their importance exists, most researchers emphasize 

caring as a core element (Ray, 2005). However, some place safety foremost, defining school 

climate as an orderly environment in which the school staff and students feel valued and able 

to pursue the school's mission free from concerns about disruptions and safety. Several 

aspects of a school's physical and social environment comprise its climate. Researchers 

identified the following eight areas: 1) Appearance and physical plant, 2) Faculty relations, 3) 

Student interactions, 4) Leadership/decision making, 5) Disciplined environment, 6) Learning 

environment, 7) Attitude and culture, and 8) School-community relations (Tableman & 

Herron, 2004). School climate resulting from working conditions is closely related to teacher 

turnover and difficulties in recruiting and retaining teachers. While teachers expressed that 

time and empowerment were central in their abilities to help increase student achievement 

(Curtis, 2005), a collegial atmosphere led by a principal with a strong instructional emphasis 

mattered most in teachers' decisions about whether or not to stay in the school in which they 

work. Teachers are clear about the working conditions they need to be successful with 

students. Given sufficient time and control over curriculum and instruction, teachers believe 

they can help students learn (Southeast Center for Teaching Quality, 2004). In terms of 

helping students learn, teachers reported that working conditions most directly associated 

with their classrooms were more important than leadership and facilities. School climate is an 

important predictor of student achievement. Experienced teachers are more effective at 

raising student achievement, on average, than are novice teachers. increasing teacher 

retention may help not only to raise student achievement and school quality in general, but 

also address the current shortfall of fully credentialed teachers in public schools (Berry & 

Hirsch, 2005; Public Policy Institute of California, 2006; Ray, 2005). 
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Improvement and maintenance of a positive school climate  

According to the researchers Pasi (2001) as well as Harris and Lowery (2002), the principal, 

teachers, students and parents have many opportunities available to improve the school 

climate. Below some indicators of intervention are mentioned: - Implementation of the main 

character and mission of education as well as the promotion of basic moral values   in the 

students; -Involvement and commitment of the school community (teachers, students and 

parents) in its work; -Prevention of violence and conflicts in school; -Peer collaboration; -

Prohibition of verbal and psychological violence; -Principal and teachers treat students fairly, 

equally and with respect; -A safe environment for staff and students is secured; -

Strengthening of students‟ personality through activities; Freiberg and Stein (1999)31 

compare the maintenance of school climate with the ongoing efforts to preserve the „beauty 

of a garden‟. The ongoing efforts embrace: a) motivation, b) evaluation, c) development of 

teachers, d) teamwork which are further detailed as follows: -Motivation; These researchers 

maintain that the school principal is provided with a great many opportunities to use emotion 

(which already exists in the school) in a constructive fashion to get teachers, students and 

parents deeply involved by encouraging motivation, personal commitment to their school 

activities in attaining the goals. Therefore, in his role as a motivator, the principal must 

persistently acknowledge and evaluate the work of teachers, students and parents. -

Evaluation; Steffy (1989) points out that the intent and purpose of evaluation of teachers 

should be employed to give them feedback on their performance. In order to be able to 

maintain a positive climate, the school manager (principal) should know and then evaluate 

the teachers performance to boost the effectiveness of the teaching process. Evaluation is as 

important as the response garnered. Steffy goes on to say that when feedback is lacking, there 

is no recognition, and when there is no recognition there is no reward, this in turn might lead 

to discouragement and disappointment. The regular evaluation of the teachers‟ performance 

serves as a vehicle towards improving the teaching process and promoting a positive school 

climate. -Teacher development Schools should be transformed into learning organizations, 

the place where students and teachers‟ capacities are created and encouraged. Schools are 

organizations committed to the teaching and learning process, because such is the purpose of 

the school. Therefore, just as students increase their knowledge continuously, in the same 

way teachers need to develop their knowledge as well as their professional potential: to 

develop effectively and efficiently in order to meet the goals of the school. Harris (2002)33 

claims that the teacher development is critical both critical to the students‟ progress and 
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school improvement. -Teamwork; George (2003)34 describes a team as a group of people 

possessing certain skills who work closely together to achieve a common goal for which they 

are collectively responsible. In other words, teamwork happens when teachers work together 

towards the same purpose and use their skills to attain common targets. This concept 

underlines a saying that goes “two heads are better than one.” According to Geroge, when 

teachers work in groups, they serve better their students. 

Job Satisfaction  

Job satisfaction of teachers seems to be a popular area for researchers in the recent years. 

Yezzi and Lester (2000) examined job satisfaction among teachers and found age and need 

for achievement as predictors of job satisfaction using a multiple regression-exclusive 

method. Jabnoun and others (2001) presented a study which identified the factors affecting 

job satisfaction among teachers at selected secondary schools in Malaysia. Evaluation of 

teacher satisfaction with intrinsic and extrinsic components of the job found demographic 

variables to be significant. Rasku and Kinnunen (2003) compared the work situation of 

Finnish upper secondary school teachers to that of average European teachers and to examine 

to what extent various job conditions and coping strategies explain their well-being. Job 

demands and control had only main effects on well-being: high demands explained low job 

satisfaction and burnout and high control explained high job satisfaction and high personal 

accomplishment. Van Dick (2004) found in a study that organizational identification leading 

to job satisfaction, in turn predicts turnover intentions. Cetin (2006) carried a research to find 

out if there is a significant difference between job satisfaction, occupational and 

organizational commitment of 132 academics and found a significant relationship between 

satisfaction and performance. In the study conducted by Indhumathi (2011), investigating the 

job satisfaction and performance of 444 teachers at the secondary level were selected 

randomly, it was found that there was a significant relationship between job satisfaction and 

performance and the teachers in different categories of schools differed significantly in both 

job satisfaction and teaching performance. Results revealed that what middle school teachers 

liked most about their jobs were their students. Teachers believed that teacher-pupil 

relationship was most important of all and reported being the most satisfied with this aspect 

of their job. Implications from findings are toward principals who act on issues that erode 

teacher satisfaction by promoting teacher involvement in decision making while 

simultaneously focusing on educational reforms. Zembylas and Papanastasiou (2005) 

examined the impact of the levels of teacher satisfaction on four dimensions of Cypriot 
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teachers' sense of empowerment, professional growth, decision-making, promotion, and 

status. The theoretical frameworks referred to multiple theorist including the two factor 

theory of occupational satisfaction by Herzberg, Mausner, and Snyderman (1959) as well as 

the study by Sergiovanni (1967) in which he examined factors affecting teacher satisfaction 

and dissatisfaction. The results supported the importance of job satisfaction in the 

construction of teacher empowerment: (1) The teacher's level of job satisfaction varied 

depending on the dimension of school life, and (2) The teacher's job satisfaction related to 

teacher empowerment. According to the review of the literature, teacher satisfaction often 

correlates to teacher commitment, retention, and school effectiveness. In the past decade, 

emergency certified middle school teachers were hired throughout Kentucky. Job satisfaction 

undoubtedly influenced given the shortages of resources, demands on time, and increases in 

expectations for achievement on test scores. Through the reauthorization of the Elementary 

and Secondary Education Act (ESEA), the No Child Left Behind Act 2001(NCLB) impacted 

teacher job satisfaction. On Jan. 8,2002, George Bush signed NCLB into law. There are four 

basic premises focusing on NCLB: (a) stronger accountability for academic achievement, (b) 

flexibility and increased local control, (c) parental empowerment due to increased options, 

and (d) focus on instruction and doing what works based on scientific research regarding best  

Practices in reading, math, science, and English fluency. 

NCLB has a goal of 100% proficiency for all states by 2013-2014. Students are tested 

annually in reading and math in grades three through eight. For many teachers or would be 

teachers the pressure of accountability has made the profession no longer rewarding. 

Adequate yearly progress is measured and made public to parents under NCLB. State and 

district school report cards inform the public and ensure accountability. If a school does not 

demonstrate progress, then the school is required to take corrective action to improve. The 

Relationship between School climate and Job Satisfaction  There has been huge amount of 

studies on the relationship between organizational climate and job satisfaction. Fisher (1985) 

for example has studied a group of new nurses, whom have just served for six months, to 

examine the relationship between social support and their job satisfaction. The first 

questionnaire was administered before they work. And the second questionnaire was 

administered after they started working. Social support was measured by focusing on the 

emotional support by colleagues and informational support from superiors. The result 

indicated positive, significant relationship between the two factors. Hence, it supported 

previous literatures that have proposed the importance of social support from colleagues as 

well as superiors on job satisfaction of new employees. A more recent study by Cohrs, Abele 



pg. 123 

 

& Dette (2006) on the relationship between organizational climate and job satisfaction was 

conducted on 1,065 German employees from three different professional groups. The 

examined organizational climate dimensions studied were social support, autonomy, 

promotion opportunity and leadership. Correlation analysis resulted in positive and 

significant relationship between employees‟ perceptions towards leadership and job 

satisfaction level for all the three samples. For the second and third sample, it was found that 

there were more positive perception towards social support, autonomy and promotion. This 

thus contributed to higher level of job satisfaction.Another study by Schulte, Ostroff and 

Kinicki (2006) involved 1,076 employees from 120 bank branches in the United States of 

America. The objective of the study was to examine the influence that individual‟s climate 

and work climate perceptions have on job satisfaction. Job satisfaction was measured using 

„Minnesota Satisfaction Questionnaire‟. Among the dimensions were satisfaction towards 

supervision, colleagues, rewards, work activities, workloads, promotion opportunities, job 

security, physical environment and interactions with clients.  The above discussion exhibited 

that most of the past studies have reported solid relationships between organizational climate 

and job satisfaction. Meanwhile, social and relationship turned out to be the most popular and 

significant organizational climate dimension in explaining employees‟ job satisfaction.  

 

Gender and Job Satisfaction 

In studies on job satisfaction, gender is a frequently investigated variable. The investigation 

of this variable as a determinant of job satisfaction is a sensitive issue. This is because there is 

a substantial increase in the number of women joining the labour force in recent times 

(Castel, Bernal, Navaro & Torres, 2005; Oshagbemi, 2000), and this has generated 

considerable interest for the need to investigate the influence of gender on job satisfaction. 

Although the relationship between gender and job satisfaction has been investigated 

extensively, the results of many of the studies so far have been found inconsistent, 

contradictory and far from unanimous. Where some studies found women more satisfied with 

their work, others indicated that the men were more content (Crossman & Harris, 2006; Ma 

& McMillan, 1999).Numerous studies in different parts of the world have shown women to 

be more satisfied with the teaching profession than men (Akhtar & Ali, 2009; Bogler, 2005; 

Jyoti & Sharma, 2006; Kim, 2005; Koustelios, 2001; Ladebo, 2005). Kim (2005) observed 

that in the Seoul Metropolitan Government studies of gender differences in Korea, the 

women reported more satisfaction with their jobs than the men, and the credible reasons are 

that women place greater value than men on intrinsic rewards. In a similar study Koustelios 
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(2001) found that the women teachers were more satisfied with their working conditions than 

the men, because women employees tend to consider the working conditions to be more 

favourable than the men do.    

 

School climate and Job Satisfaction   

There has been huge amount of studies on the relationship between organizational climate 

and job satisfaction. Fisher (1985) for example has studied a group of new nurses, whom 

have just served for six months, to examine the relationship between social support and their 

job satisfaction. The first questionnaire was administered before they work. And the second 

questionnaire was administered after they started working. Social support was measured by 

focusing on the emotional support by colleagues and informational support from superiors. 

The result indicated positive, significant relationship between the two factors. Hence, it 

supported previous literatures that have proposed the importance of social support from 

colleagues as well as superiors on job satisfaction of new employees. A more recent study by 

Cohrs, Abele & Dette (2006) on the relationship between organizational climate and job 

satisfaction was conducted on 1,065 German employees from three different professional 

groups. The examined organizational climate dimensions studied were social support, 

autonomy, promotion opportunity and leadership. Correlation analysis resulted in positive 

and significant relationship between employees‟ perceptions towards leadership and job 

satisfaction level for all the three samples. For the second and third sample, it was found that 

there were more positive perception towards social support, autonomy and promotion. This 

thus contributed to higher level of job satisfaction.Another study by Schulte, Ostroff and 

Kinicki (2006) involved 1,076 employees from 120 bank branches in the United States of 

America. The objective of the study was to examine the influence that individual‟s climate 

and work climate perceptions have on job satisfaction. Job satisfaction was measured using 

„Minnesota Satisfaction Questionnaire‟. Among the dimensions were satisfaction towards 

supervision, colleagues, rewards, work activities, workloads, promotion opportunities, job 

security, physical environment and interactions with clients. The above discussion exhibited 

that most of the past studies have reported solid relationships between collaborative climate 

and job satisfaction. Meanwhile, social activities and relationship turned out to be the most 

popular and significant organizational climate dimension in explaining employees‟ job 

satisfaction. 
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Source of Data 

The source of data for this paper is based on the secondary data and instrument from the 2013 

TALIS teacher Questionnaire - [<ISCED level x> or PISA schools] (MS-TQ-(X)].  

 

Measures of Variables 

The job satisfaction is the dependent variable and the independent variables are school 

climate and collaborative culture are both measured by ordinal scare. Age is measures with 

Ration and lastly, gender is measured in normal scale.    

 

Method of Data Analysis 

The methods of analysis are both the descriptive statistics and inferential statistics. The 

descriptive statistics makes use of chart and some simple graph to explain gender, age 

distribution and educational level. The influential statistics makes use of T-Test and multiple 

regression analysis inferential statistics with independent T-Test and Multiple regression 

analysis. 

Results And Discussion  
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Conclusion 

Collaborative culture within an organization is very important, playing a large role in whether 

or not the organization is a happy and healthy place to work. Through communicating and 

promoting the organizational vision to subordinates, and in getting their acknowledgment of 
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the vision, it is possible to influence their work behavior and attitudes. When there is good 

interaction between the leader and subordinates, there will be contributions to team 

communication and collaboration, and encouragement of subordinates to accomplish the 

mission and objectives assigned by the organization, which in turn enhances job satisfaction. 
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