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p t nti I r lati n hip b tw nth fact r will b examined more thoroughly in th 

~ 11 ing h pt r. 

Data Analy i ummary 

Th r ult f th d t al d ry high n mb r f C d 

a iat d ith i trict nd ampu 

in ulat r 

F r th 

th 

th 

r le an 

acr th d m · 

f din r fi r nc th m r 

tilm r. 2001 . Th numb r 

curr d at 

d r bu tn t th infl r nc mad . Th f llo m infi rmation will 

~ u th r 

nte tual an l 

attributin m anin 

th infonnati 

r lation hip 

p r ei d indi idu I r 

on eptualiz d in t nn f th . thin 

f th indi idu I. For 

th ir ont ~01. th 

nt tu I int rpr tati n. 

int n d t b in th pr of 

app ar d to b . n in r 

di tri t 1- -l and th t of 

lati n hip -an b 

d . within and ut id the ontrol 

that indi idu l d · m d out ide 

upport . ne p ni ant mad it lear th t th di trict d mon trat d limit d war n 



or willingness to correct this i sue. Although indicted through the data set as a High 

concern i sue the participants either t lt powerless to change the programming deficit or 

wer not inter t d in taking on uch a huge project without the aid of financial 

omp n ation. Th p rception of di tri t l l tr or as b ing V ry High could al o 

r lat to th participant limited knowledge on h w to u c fully navigat th y tern 

ffi cti ly. F r ampl participant mad e ral m ntion f n t b ing awar f wh 

wa in charge of what program or which p r on wa the mo t appropriate one to contact 

t a i t th m with a gi n i u . Thi ambiguity in proc and pro edur could ha 

al om derat d th o erall re ult ~ obtained in thi area. 

In reg rd to th indi idual/cla ro m le el in ulator th o rwhelming th m · 

in luded tatem nt relat d t attribution f re pon ibility, current and pr iou job 

peri nee and ace to ocial upport . The tea her interview d mad frequ nt 

tat ment regarding th ir pa ion for th pro~ ion. lndication f p r onal 

re pon ibilit for makin po itive chang in th ir cla room and for their tudent . wa 

als not d. Thi internalizing of probl m app ared to pr mote initiati e t p tat ment 

uch a • HI 'm th teacher and I am respon ible for teaching m tudent . • Th refore, it 

app ar a if teaching profe ional that are inv · · d in a urin hi h qua) it education to 

tud nt are not as deterred by lack of di trict re · pon i ne to their need . A thi 

tatement infer • it app ar a if attitud and perc i d ontrol to mak chang can 

ignificantl impact up n the p rcei · d I el of in ulation to tre or . H er. it is 

important to note that th Ver High frequency of oc urr nee of code in thi area al 
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appear d to be influ need by th overall profe ional experiences of the individual and 

th ac to o ial up ort . Within th category of individual in ulator , th e tw ar a 

m rg d at V ry High l I . Th r for , it app ar as if p rceived kill a a profi i nal 

and th ability t a upp rt in a cial ttin pl a rol in th erall in ulating 

fa t r at thi I l. 

Di trict Level tre Code 

n amin ti n f th Di i t 1 1 tr rwh lming 

p tt m rriculum and tr c d w r 

f th p i ipant tat m nt targ ted di tr· t le 

ant r pp lie bl trainin fi r thi p ific ub-p pul ti n ft a h r , n n­

f di tri t I I p r onn l to th n d of the tea her and th p r i ed 

impa t of di tri t m ndat d p p rk n th workload f th taff. Thi hr ad ar a wa 

al 

pr bl m d at th 

f di tri t l 

ntent r arding the mann r in whi h 

1. 

ill b e mined in th fi llowin 

data pr nt d in t bl 1. r fl t a V ry Hi h fr fr fi r nc 

tion. Th 

iat d with 

th di tri t le I in- rvi that r n t ppli bl nd pap rwork and I 

that ar o 

the de 

taff. f formali d pr grammin 

r m and failur b di tri t 

per nn l to ad quat 1 and a ur tel d rib th lf-c ntain d pr ram durin th 
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hiring proce , incon i tent or lack of feedback on di trict level procedures from 

up rvi ry taff orre pond d to the High level. 

Lack of educational supports/relevant training. Within th c nt xt of thi ar a 

parti ipant w r cxc pti nall rbaJ regarding their v rall di content. Although th y 

ften ga th di trict pr i for th pr vi ion of multiple pportuniti to att nd in-

rvic tr inin th y w re gen raJl unhappy with the quality or focus f th training . 

f the tr ining that wer b ing 

pr id d. Parti ip t fr qu ntl indi at d that th majority of training app ar to b 

m t r l ant t ducation taff r that th y ar requir d to attend the am 

trainin , go d hearing it a ain did n t add 

an i nal practice. Another participant indicated 

di ati fa ti n i h m pla ed 1 an in- ervic ' Track. Thi created a ituati n wh re 

th r ei ed trainin on nly ne c ntent ar a. Thi as de med a~ pr blemati due t 

th fa t that ou ar re p n ibl for teaching all ubj t rea . 

Thi wa ain anoth re ampl f di nn ct b tw en th ne d of g n ral du at r 

and th t of thi bp pulation oft cher . ther parti ipant went as far a t sa that 

the felt a if th w r compl t I ~ rgott n in r gard t in - rvi e acti itie . On 

p rti ipant tat d that it as aim ta if th didn t ha ea g od fit for th m o the 

wer imply t ld to att nd methin that h d at available. The e typ of commen 

appear d t refl t up n th gen ral di nn ct b tw n the per ei ed n ed of pc ial 

du ati n If-contained t ach r and what was made a ailable t them at th dL trict 
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1. It wa cl ar through di cus ion with parti ipant that their also appeared to be an 

ab nc of an ffecti feedback tool or proc t addres thi area of tre 

Paperwork and legal requirement tre s. A Very High fr qu ncy fr fer nc 

wa al n t d in th ar f pap rwork and l gal requir m nt . articipant mad a 

ub tanti I numb r f tat m nt r gardin th pr ur a oci t d with r cord k pm 1 

and uring that th ir pra ti m t wi h th l gal l tter f th law. Th tr wa oft n 

c mp und db r h n in guid lin i e training and guid m 

ft n ~ l overwh lmed b th 

ma mitud f pap rw rk th ti en r t d for ch tud nt. The am unt of tim tha r 

r quir d t pr par fi r and p rti ip t in Admi i n R iew and Di mi al mmit 

m tud nt d negati ely. Participant frequentl ade 

thi aspect of their j b. The time that th 

p nd n pap rw k oft n int ~ r with pro i i n of dir t rvi e t th tudent in 

th ir cla r m. On p rti ipant mad mention to l ~p nt on pap rw rk 

in till a n e f uilt ithin h r. 0th r p rti ipant de crib tre r lat d t thi area 

int rm f their own lack f rganizati n kill . The participant ntinued b tating 

how ea ii th p p rwork an pil ome o rwh lmin and unmanage bl . 

Another a p t of tre a o ia ed with pa erwork and I gal r qui r ment that 

m rged relat d t the er han ing nature f pr an f the participant s t d 

fru 'trati n r garding th fr qu nt chan . f th pr ce b di t i t 

l v 1 taff. Often tim di tri t taff ill 11 t ch r · into tin .. and t 11 them th t 
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th y will ha to add thing to th ir documentation or top doing thing that they ha 

pr iou ly b n told to d . The fru tration i g n rally c mpounded by limit d 

in~ rmati n n wh ha hang d or what b n fit th chang may mak t th 

rall fun ti nin f th ir tud nt . 

Lack of ducational upport -curriculum. Th ab nee f £ rmalized 

n i t nt urri ul um tandard em rge 12 tim pr gr mmm 

hJ ugh ut th 

tr fi r taff. 

cat gori ed a High ar a f fru tr ti n and 

a h r n t nl indi at d hL t b a di trict wid i u , but al 

d fru trati n th t th r did not a p rt b any di. trict l rr 

thi parti ular i. u . The int rvi.-vv,r.-, rbal iz d th t th felt olel r pon ible for 

er ating and impl m ntin lf- note th t thi wa 

ac ur pr ram and academi l l . Alth ugh th r 

w r ,ni ion n th part f th in truction I ,ta th t impl mentati n wa a part f 

their p r i d job duti . r ati n of pro ram tandards w iewed out ide f their 

job param ·t r . On t acher indi at d th t h w uld b willing to a i"t the di tri ·t in 

er ating urri ulum tandard, er th 1mm r if c m n ation wa pro ided. H w r 

urri ulum du ing th our fa 

o erwh lmin in lieu f 

that the wer n t ur 

l ear wa id ntifi d 

iti n. Other in tructional taff indi at d 

I ed but they re clear to what 

the would Jike r arding curriculum. n t ch r tated that hew uld lik 

tandardized et f cad mi material in a h of th elf- ntained la room and 

8 



training n th appropriat u ag f tho material . Other interviewee' pointed out that 

but ali nth 

d q 

th f II 

mah 

Whil it i 

rpt: 

rp 

d a tr ful 

ducati 

d 

v n mor important to not only tandardize 

eral due tion tting. With 

lf-c ntain d cl r om hould hav th am 

u f n tin . Thi i u i hi hlight d in 

urri ulum ~ r p ial lifi kill clas . B cau 
p int far - far my t achin go I don t 
l t fr u c in my cla . W ar kind of a mi h 

h r to d I with thi d ficit it al o mak s 

ofa 

f urriculum in terms of beha ior 

that ar impl m nt d uni£ rml mpu e. 

Lack of u ort or i ol tion from di -trict taff. La k of full di lo ur 

r gard·n th n tur nd op fth If- ntain d o iti n al o id ntifi d a a 

ignifi ant ur 

indi at d that th 

f tr 

b ha i ral hall ng th t th 

In on i t nt or I 

tr or. Thre of th 

i ht parti ipant . Multiple int iew e 

pr par th m ~ r th acad mi nd 

d ith in th lf- ontain d clas room . 

d b th di tri t. 

f fru trati n. f th tr n cript 

9 



r al d multi pl o curr nc of unproductive or unclear ommunication regarding 

pr fr m up rvi ry taff. Um I ~ l like when I a k for omething it 

t an w r. Id n t know who to a k 

~ r rtain thi . I d n t kn n t lik a li t of: Th ar p pl 

that rk in 

mmand 

, n rail t 

ial d. 

mm 

kn 

n b ut thi tuff. lack of clear chain f 

m J rit of the int rview 

pu had a di trict l 

he w re 

up r i or but f lt 

that thi p r n did littl to a i t th m ith da t da pro edural i u m rg . 

ft n rb liz d th t th ar -n their own hen att -mp in t r Ive 

mpli at d pr 

uidan r 

Di trict 

ding 

11 ul 

In th ar 

th t ari . Th 

f 1- ~ db 

ibl 

and pr dur t r 

mer d a a pr min nt d . Thi 

ntain d ithin thi 

trainin 

de 

n c 11th ir own b h -vior or pra ti e 

iti 

f th ight 

parent _ du t poor or no 

tudents. 

ducational upp rt-training 

th H'gh fr qu n of 

0 

imp rtant t not that thi 

- to di trict I 

trainin f tr inin opp rt niti -. . It i im rt t t r c mz that thi 

pri maril hi h du t th p rtunit for tr ining nd du ational 
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leave. However the actual perceived benefit of this training is not reflected in thi code. 

Thi di tinction i important in that it refl ct upon the participant desire for and 

a knowledgm nt that training i imp rtant. xaminati n of tatements coded in thi ar a 

r al d that participant b liev d that pportunitie for t"aining were abundant but that 

the di tri t till h d ignifi ant room f r impr ment. M r p cificall th participant 

d that th fo u f futur tr inin hould b n fD cti behavioral and 

in tru ti nal t hniqu that uld b a il impl m nt d in th i cla e . 

Campu Level tre or 

Within th ampu le l thr e ding ar a ompri ed V ry High to Hi h 

fr quen i f ccurr n e. Parti ipant made multipl refer nee t negati r 

unpr ducti e upp rt fr m admini tration and la k f c llab ration ith campu taff 

ional a ignificant f tre . These th matic area ar r fl ted 

in th tabl b I 

Admini tr tive upport n g tive. A V r High umber of re rence wer not d 

t m r din ate or . It m od d in thi ar a reflected hea · l upon 

th indi idual parti ipant o rail di ati fa tion with th t pe r quantit of intera ti n 

with their build in l I admini tr t r . din within thi area al o r fleeted heavil 

upon the particip nf limit d fi ,elin of om ction and p i i e ollaborati n with th ir 

admini trat r . It i al o int r ting t n t that participant w re generally awar of how 

much p r I ader hip on the campu impact o rail campu climat and th ·r abilit a 

pr fe ional to u ce full integrat tuden into th culture of the ampu . ot nly 
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could negative admini trative support lead to stress on the individual professional but the 

primary ourc of their str was perceived inability to provide adequate service and 

cial e p rienc t their tudent . Thi wa illu trat d through statement uch a th 

admini tration or campu do n t invit u to as emblie or to participate in other campu 

wid a ti iti . Thi di c nn ction wa dir tly attributed to lack of admini trative 

m nt in th lf-c ntain d cl room tting . 

thi C plor d m r d ply, the effi ct of negative admini trativ 

upp rt ould al b rv d in th participant dimini hed en f profe ionali m. 

F re ampl , multi pl t tern nt r garding fi ling a if the admini trator did n t tru tin 

their abiliti r fi ling Mier mana ed within their la. r m was noted. Other 

parti ipant e pre ed th pp ite nd f thi in ol ment p ctrum. One parti ipant 

plain d that th intr due d to th ir cla room tting and never aw the 

admini trator a ain th t ar. Th r invol ment or under in ol m nt of 

admini trator in the da to da functi nin of the elf-contained cla r om ugg t 

f omfort that Ii omewhere in th middl of the e to 

tr m . elf- ntai d t acher ppear to want admini trati e in ol ement, but it mu t 

b th right t p and am unt. In n ral the teach r interviewed did not indicate h 

dba k m hani m th t c uld h Ip to hape or alter th t pe r amoun f 

upp rt that r a ailable t th mfr m th campu le el admini tration. 

Lack of due tional upport -c llaboration. Thi code refle t h a i l up n 

tatement r lated to limited r unproductive collabor tion with other in truction 
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p r onn l at the campu 1 vel. It could include but was not limited to limited acces to 

le on plan or th r in tructional aide or poor overall communication related to the 

educati naJ n d of th If-contain d tudent . Th participants made multiple 

ciat d with the educational inclu ion pr ce s a a wh I . 

mm nt rang d fr mg n ral du ation taff not really wanting th ir tud nt in 

th ir la r not knowing what th ir inv l m nt h uld be, to a complete 

di c nne ti n of th g n ral ducati n fr m th p cial n ed tudent and taff wh n in 

th in lu i n n ironm nt. Thr ugh ut th int rvi w ther wa a n that gen ral 

du ati n taff ~ It underpr par d or unwilling to work collaboratively with th r p ial 

ducati n t a h r and tudent . Th r w an undertone of fi ar and unc rtainty on th 

part f the n ral du ati n teach r r arding h w b t to int grate pecial need 

childr ninth ir cl room. If th e i ue re n t addre d, it tend d t I ad to hea 

r ole relian on parapr fe i nal to pr ide in tru tion to th tudent wh n in th 

g n ral edu ation tting. Thi parall l in truction or las within a la typ 

arrangem nt app ar t run c unter the int nt f th inclu i nary in tructi n. La k f 

training and educati n fi r the en ral ducation t ff on th inclu i n pro may b n 

of the au for cu nt tat f the inclu ion pr bein rep rted. 

Paraprofe ional a a ource of tre . Within tl nt t of thi cod , tre 

related t effe ti uti I ization f paraprofi ional ff wa plored. It wa int r ting to 

n t that the additi n of aide upport ithin the cla r om wa not alway i w d a n 

area of upport. Th p rticipant plain d th t although th y appreciat ha in acce t 
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paraprofe ional , the delineation of duties and overall team cohesion can at times be 

problematic. Upon examination of the transcriptions data participants frequently made 

mention of having to b a manager of people. One participru t went on to say that this 

wa an aspect of th job that h had not con id red up n n ry and at time it can b 

difficult. n additional tr or w noted in having to balanc the profe ional 

r lation hip with th p r onal relati n hip that are fi rm d through working in cl e 

a challenge to develop and maintain thi balanc r tim . 

Th a p t f tr a ociated with paraprofe ional taff wa th 

ar in le el f kill and e perience they bring to the p ition. Although mo t 

parapr tr inabl , ome were iewed a a bad fit for the 

p iti n. Multiple r fi re c t d' ffi r nee in pinion or lack of follow thr ugh b th 

on in tructi n w r n t d. Thi er ate an atmo pher f fru tration 

and di. tru tin th ability f th paraprofe ional taff. One participant highlighted thi 

i ue b indi ating h w cru ial it i to b able t tru t in the t ff that you work with. 

The lidarity f th t am wa iewed a paramount in the ucc ful runnin of th 

la ro m. In the ab n e f thi tru t tr app ar to be th most alien b produ t. 

A final a p t of . ociat d ith parapr fe ional taff wa relat t high l v I of 

j b p nen e. ne particip nt r port d that it can b ery stre ful t me into th 

cl a a new teacher and w rk with parapr fe ional that have been in that cla ro m 

fi rt n r fift en ar . The participant w nt on t ay that because the par profi i nal 

ha b en in th p iti n long, the tu nt re ogn· e the Para as the authoritw figur . 
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Thi power diffi rential can cau e difficulty f◄ r the teacher in that the students may not 

lo k to them for guidanc or r pond favorably to correction and disciplinary actions. It 

wa al o int r ting to not that within th cont t of thi situation the paraprofe ional 

ma b unwillin to hang r alt r th mann r in which they provide a i tance ·nth 

m. Thi can er t a tyli tic di conn ct b tw en how the teacher would lik to 

run th la and what th paraprofe i n l i willing to d to upport thi . hift. 

Campu Level In ulator 

Two pr min nt ar f ampu le 1 u port m rg d from th data et. Th 

included ac t du ati nal upp rt-campu and parapr fe i nal upport a an 

in ulator. Both ar Ii t d ontain d a fr qu n y of r fi renc that corre pond d to the 

V r High I .A d ational upport campu wa coded wh n 

parti ipant indi at · d a h a 

p rsonnel t a i t them ind aling ffi cti I with chall nging ituati n on campu . 

Th hallen e could b a ad mi orb havioral in nature. Reliance on upport taff 

per onn I and campu 

upp rt. In the ca 

t acher w re i 

1 admini tr tor w de med a- a ignificant area of pot ntial 

lation hi b tw en admini trato , upport aff an 

trong and llab rati , the particip nf outlook appear d 

po iti e. Thi p iti e utlook w demon tr t d b particip nt tat m nt uch a my 

admini tr tor or .. upp rt taff p r on i ry r pon i e to my need , will a i t me with 

challenging p r nt or tud nt pro ide uid nc r gardin I gal matter , and i in lved 

with my tud nt but not o er in ol d. n th r intere ting point that emerged from this 
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t of c d d d t r lat d t th admini trator and upport staffs connection to the 

tud nt . ulti I t m anin ful it wa wh n admini trator 

kn I d th tran ition d from la t cla and ar t 

buildin . r t d th t wh n th admini trator actually know my 

talk t p iti ly. h ocial exchange m tud nt nam 

mbinati n 

thr u h ut th 

nd r l upp rt w r th primary them that m rg d 

la tr o 

Th di d n th matic cont nt r lating 

har t ri ti idu 1 w l l tr or a · iat d 

di r t I t th int m l tting. Th pre ur could in lude 

n ati int m ti n f inad qu . y r in ffi cti en b th 

t a h r and a f u ur th t m b f th taff abilit to 

han or alt r. Th ~ ti pr id li tin of th m t fr quentl utiliz d 

fi r th· 

rt - ti . Thi 

mention of n ati int tion ith p 

throu h th , amin ti n 

a iat d ith p r nt 

b ing don ith th ir hild . Th -

nd r -d h nth parti ipant ·· made 

o major th me that emer ed 

t par nt o r · n l m nt. Th r 

d ith th in tru tion r r that i 

-n th t n m t r h h rd on ork ith 



th ir hild, n thin th t th in tru i nal taff can d will be viewed favorably. The 

ubt t ft n r fl 

n tin 

i nifi 

tud nt pr gr t tim th re i a 

th tud nt i capabl of and th 

d mand b th par nt . hi an ft n r ult in di m 

m tin an n 11 hr kd 

unit . 

Th 

ith th m 

r p n ibilit 

nd m j r th m ti 

t 

th nt nt in thi~ r . 

n parti ipant t t 

puttin th 

parti ip ti n in th du ti n 1 

an h limit d . 

Qu rti r .nno.-nn 

nt in d 

. F ilu 

diffi ult di nn tin fr 

li 

ub t 

nt ft 

th t th -

if t 

d ar und parent und r in olvem nt. 

tt mpt to ommunicat 

du tin ir childr n i th ~ote 

f fru tr -ti n w r a o i ted with 

i nificant i u in th horn 

r th - ur f th cho 1 da 

p nd th m :~orit fa da 

ttin . Parent 

nti 1 - d ith ut it pr 

f i---··--ti - t - b - . Th ur nt t 

i fi dt 

it uld b rranted 

r in bili om artm nt -liz on ' 
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lf fr m th tr of th job w r xemplar of this c de. This area provided a window 

int th thinkin pr f th pr fl · n 1 int rv · ewed. Throughout the di cus ion 

in lud d t 

r th 

indi ti 

in ffi ti t 

dignit I and r 

got II 

P rfor 

r .p rt f tr 

th t 

~ I t d 

Th m 

t hniqu th t 

of in b"lity to di conne t 

rk Ii from th ir oci l liv . ampl 
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compartm ntalize and maintain a sense of rational d tachment in the face of crisis 
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teachers enjoying the role of academic, social and emotional educators was also clearly 

delineated through the coding process. 

Experience-job. This code relates to the past job experiences that may directly or 

indirectly influence an individual's decision to remain in their current job. This code 

could include but was not limited to negative experiences in another field that may have 

pushed them to change positions, work in the private sector with disabled individuals 

previous teaching experiences and prior ye;1rs of rxpe:ieuce in their current position. The 

most salient examples involved statements of practical teaching experiences both in and 

out of the public school setting. For example one participant began their career in a 

Mother's Day Out program, which provided support for students with disabilities to very 

young children. Another participant explained that she initially worked with students on 

the autism spectrum and then decided to pursue a career in the field of teaching. A final 

example revealed exposure to individuals with disahilities through the Special Olympics 

pro�ram. The commonality among the examples provided was that the individuals felt a 

connection to the population which guided them to the teaching field. It is also important 

to not� that as the individuals obtained certification they actively pursued special 

education positions in self contained programs. 

Access to sodal surports. Interactions with others outside of the school setting 

as a means of gaining clarity and advice regarding school related issues was coded v.nder 

access to social supports. It was generally utilized when participants made reference to 

soliciting the advice of individuals that was deemed as valuable in solving a presenting 

lOi 



academic or behavioral challenge. The concepts presented in this code are embodied by 

feelings of support by husbands, friends, family, church and significant others. One 

participant discussed the importance of understanding family members in the following 

quote "I mean it is very important. If he didn't support me and understand why I do what 

I do, it would be very hard. And (for) him to understand how hard my job is and what I 

deal with." As this quote illustrates the need for connection to a social network and 

understanding by those individuals is of significant importance to teaching professionals. 

In the absence of a solidified social network, the stress associated with position can be 

viewed as unmanageable . It is important to note that multiple teachers described an 

inherent barrier to social support. There were several participants that indicated that 

reliance on friends that are also in the teaching field was deemed as more beneficial that 

those not in the field of education. This disconnect appeared to be directly associated 

with the non-teachers inability to understand the trials and tribulations of the education 

field . Whereas, other teaching professionals that were also friends were described as 

better able to relate to the concerns that were expressed to them. This is significant in 

that a vast majority of the participant's partners had either been in or currently practice in 

the field of education. 

Hypotheses 

At the outset of this study four hypothesi., were generated. They included: 

• It is hypothesized that increased access to paraprofessional and 

professional staff in both direct and indirect capacities will decrease 
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overall levels of perceived stress and increase retention rates of highly 

qualified teachers. 

• It is hypothesized that increased administrative support will reduce levels 

of role ambiguity and increase retention rates of special education 

teachers. 

• It is hypothesized that salary and level of educational training will impact 

upon the individual's commitment to his/her current teaching position. 

It initial intent of the study was also to obtain teacher perspectives on the following sub 

questions: 

• In what ways, if any, does gender have an impact upon retention rates of 

special education teachers? 

• In what ways, if any, does age play a role in reducing levels of stress and 

effect retention rates? 

• In what ways, if any, does years of experience impact upon an individual's 

intention to remain in his/her current job? 

Impact of Increased Paraprofessional and Other Professional Support 

When examining the impacts of paraprofessional support there were two major 

themes occurred throughout the course of the data. The majority oft achers felt strongly 

that they could not implement their programs with integrity without access to 

paraprofessional staff. The concept of teamwork and teaming was ripe through the 

transcripts. Being able to function effectively as a cohesive unit with paraprofessionals 
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was of exceptional importance to the staff. There were multiple examples provided that 

indicated that reliance is preceded by trust, and this trust could only be developed by 

open and honest communication with all parties. Other benefits associated to the 

paraprofessionals included their ability to provide direct instruction to the students after 

the lesson is presented. This frees up the teacher to prepare for meetings and document 

academic and behavioral progress of the student. Other benefits were the Para's ability to 

step in to work with students if a power struggle has ensued between the teacher and a 

student. If these power struggles lead to crisis situations, the Paraprofessionals were also 

noted to assist in the de-escalation process. Therefore, two basic insulating functions of 

the Paraprofessionals included assistance in providing instructional and social/emotional 

support to students and feelings of collaboration and trust by the teacher in the 

paraprofessional abilities to provide the previously mentioned support. This second 

category associates very heavily with the importance of effective collaboration and 

teamwork within the self contained classroom environment. 

Although paraprofessional staff was generally viewed as beneficial in the 

educational process, there v,rere some stressors that emerged in regard to this human 

resource. For example it was not sufficient to simply have a paraprofessional. The 

individual that was in the role must be trained, willing to work collaboratively and most 

importantly care about the students that are in the self-contained programs. It is 

important to note that the experience of the paraprofessional was somewhat of a double 

edged sword. Self-contained teachers need paraprofessionals with experience. However, 
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stress can emerge when the paraprofessional's number of years of experience exceeded 

that of the teachers. 

Although there was Very High levels of support for the hypothesis that access to 

paraprofessionals impact positively upon retention and reduce overall perceived stress, 

the results were mixed. It appears that this factor is moderated significantly by the 

quality of the paraprofessional's training and level of experience, as well as the teacher's 

level of training and expectations for the paraprofessional. 

Administrative Support on Role Ambiguity and Increase Retention 

Very High levels of support were obtained for this hypothesis. The code that 

associated most closely with this hypothesis was that of access to educational support­

campus. Participants frequently reported feeling supported when administrators assumed 

the role of assisting them with academic or behavioral challenges. Indications of a 

positive and collaborative relationship between administrators, support staff and teachers 

were associated with positive outlook toward their jobs. This positive outlook was 

illustrated by statements such as my administrator or support staff person is very 

responsive to my needs, will assist me with challenging parents or students, provide 

guidance regarding legal matters, and is involved with my students but not over involved. 

The administrator's attempts to stay connected to the special needs students in this 

instructional arrangement were also deemed as an area of support. Many times 

throughout the transcripts it was explained how meaningful it was when administrators 

acknowledged special educators and their students as they transitioned from class to class 
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and area to area within the building. The positive effects of social encounters, legal and 

behavioral support were the most salient themes that emerged throughout the coded 

references. This connection with the administrative team on the campus appears to 

substantially moderate the feelings of isolation that some self-contained teachers report. 

Impacts of Salary 

Thematic content related to the impact of salary was assessed through four codes. 

Each code assessed varying facets of impact of monetary compensation on intent to 

remain in or vacate the position. Medium to Low levels suppo1i was obtained that would 

support the impact of salary on teacher's intent to remain in the position. It is important 

to note that many of the participants reported a general satisfaction with salary, but that 

salary had no impact on their decision to remain in their current position. It is important 

to note that the teachers became very impassioned when this topic of salary was 

broached. Some teachers indicated that they would hope that salary or money would be 

very low on the list of reasons why a person would join the teaching field. 

Level of Educational Training 

Formalized educational training was viewed as an essential component to the 

participant ' s current occupational choice. However it is important to note that they 

generally placed higher levels of importance on direct work with students in bui]ding 

their capacity to effect positive academ·c and behavioral change. Those individuals that 

either obtained or were in process of obtaining master levels degrees had a propensity to 

discuss their desire to someday pursue alternative occupations within the field of 
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education. For example three out of the four participants who obtained, or were in the 

process of getting their Masters degrees indicated they would someday like to work in a 

supervisory or district level curriculum position. Therefore some tentative support was 

obtained for the negative impacts of level of educational training on retention of 

teachings in self-contained positions. 

Demographic Variables as Stressors and Insulators 

Questions related to age, gender, years of teaching experience and general 

experiences with special needs students was examined to determine the possible impact 

of these factors on teacher' s decision to remain in or vacate their current teaching 

positions. Data related to the impacts of gender was also collected. Of the eight 

participants interviewed, six were women and two were men. 

Impacts of gender on retention. When attempting to address the question of 

potential impacts of gender on retention rates of special education teachers the both 

qualitative and quantitative data were considered. A Chi Square analyses comparing men 

and woman on stressors and insulators was conducted, and the data were not statistically 

significant (x2 = .65, df = I, p = .42). Although it was not significant, it is important to 

note that the average number of stressors reported by women was 15% greater than that 

of men. This difference may be "clinically" significant (i.e., matter in the real world) 

without being statistically significant. However, such conclusions would necessitate 

further study." It is also important to recognize that although the participants failed to 
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respond directly to the question of the impact of age on retention, some tentative 

conclusions can be made. 

Table 9. 

Average Stressors and Insulators by Gender 

Gender 

Women 

Men 

Stressors 

38 

23 

Insulators 

45 

36 

As Table 9. illustrates, the weighted average number of reported stressors by 

women was 15 points greater than that of the men. This could indicate a greater 

awareness of stressors in the work place by women or perhaps a greater unwillingness by 

men to report stressors in the workplace. The insulating factors revealed a 9% decrease in 

repo1ied number of insulators by the men. This suggests that men may access fewer 

supports throughout their work day and outside the academic setting. It may also suggest 

that women are more apt to ask for and accept supports when problems emerge. Although 

questions related to the impact of gender on retention rates were posed, limited 

information was obtained. The participants appeared to have difficulty conceptualizing a 

potential link between gender and intent to remain in or vacate the position. This 

suggests two possible explanations. The first is that the question was posed in a way that 

was unclear to the participants, or that the participants may not believe that this factor 
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impacts negatively on their decisions to remain or vacate the position. Therefore, only 

tentative support was noted for this hypothesis. 

Impact of age on retention. In order to obtain information on the hypothesis 

related to the impact of age on retention, both qualitative and quantitative data were 

analyzed. Because of the strong correlation between age and years of experience, the two 

hypothesis questions related to these factors were combined and the data was 

synthesized. 

Table 10. 

Impacts of Age on Intent to Remain in or Vacate Positions 

Occupational Aspiration Age Ranges 
Codes 

26-33 34-41 42-49 57+ 
Upward Mobility Positive 1 4 5 0 
Upward Mobility Negative 3 3 0 0 
Upward Mobility Lateral 2 0 0 0 
Upward Mobility Exit 3 0 0 0 

The information presented in Table 10. suggests that individuals in the age ranges 

of 26-33 generated the highest frequency of occupational aspiration references. They 

indicated the highest rates of negative, exit and lateral codes. This suggests a dichotomy 

of thoughts related to professional mobility within this age range. Both the occupational 

aspiration lateral and exit codes reflect upon leaving the self-contained teaching position. 

While the occupational aspiration negative code reflects upon their contentment with 

their current position with no intention to vacate. A review of the data indicated that this 
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age range either expressed high levels of contentment or high levels of intent to vacate. 

The 34-4 1 and 42 to 49 groups had the greatest intent to vacate their positions for other 

roles in education. As previously mentioned, the upward mobility positive code reflects 

upon an individual ' s intention on consideration to vacate their current position for a job 

in administration or other non-classroom based settings in the future. It is important to 

note that this occupational aspiration code appeared to have a positive impact on rates of 

retention and attrition. When participants discussed moving into supervisory positions it 

was generally with the caveat of the move being part of their mid-range to long range 

goals. Almost ~ ithout exception they viewed the option to leave the classroom as 

improving their overall outlook on their current job. It is important to note that the 57+ 

range failed to yield any quotes that related to occupational aspirations. There was only 

one individual in thi s age range and when asked the question related to how age might 

impact upon retention, she simply shrugged her shoulders, laughed and said "O.K." This 

may indicate that it was something that she either has not thought about are chose not to 

discuss further within the course of the interviews. In addition to the quantitative data, 

and analysis of the quotes related to age were also reviewed. Throughout the transcripts, 

younger teachers reported age as an asset in that they may be able to relate to the students 

social preferences with great ease. One teacher stated, 

"I have found that as a relatively younger teacher, I have found that my age has 
been a benefit to me. I think that part of that is because the students see me as less like 
the other adults in thei r lives." 
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The more mature teachers did acknowledge a possible gap, but believed that it 

had a minimal impact on their overall ability to form sound relationships with the 

students. One paiticipant stated '''Age, as I get older there is probably a gap. I may not 

relate. Anyone would say there is a gap between you and your student's age. You can't 

fake it or deny it." The participant went on to indicate that acceptance of the difference is 

part of dealing effectively with it. Other associated information related to the impact of 

age on retention included statements related to overall physical health and vitality. One 

participant indicated that in order to remain in this type of instructional arrangement, 

teachers have to have the stamina to keep pace with potentially assaultive and aggressive 

students . It is also important to note that teachers with fewer years of experience tended 

to rely more heavily on mentors and other more experienced team members to assist in 

remediating challenging academic, systemic and behavioral issues. Age did not appear to 

significantly impact upon the teacher's feelings of isolation and recognition of the 

importance of meeting with and dialoging with other professionals that also teach in self­

contained classrooms. Access to this type of support was universally viewed as a 

support. 

Based on the information obtained, only tentative conclusions can be drawn on 

the impacts of age on retention. However, it is clear from this sample that as individuals 

age, increased thoughts of moving to administrative positions also increases. Another 

tentative conclusion included that younger participants appear to have greater thoughts or 
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intentions to exit the field for general education positions or positions outside of special 

education self contained classes. 
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CHAPTER V 

DISCUSSION 

Within the course of this chapter the overall findings of the research will be 

presented. Supporting information from the literature will also be discussed in relations to 

the overall findings. Next the contributions and implications to the literature of this 

research study will also be addressed. The chapter will conclude with recommendations 

for future research and a closing summary of the study. 

When first conceptualizing this study, an extensive review of previous research 

was conducted. It was clear throughout the literature, that students in self-contained 

special education classrooms pose a special set of challenges to educators due to physical , 

emotional and mental challenges (Brownell , Smith, & Mcnellis, 1997). High levels of 

attrition in the field of special education, makes research in this area of particular 

importance. Rates of attrition were noted to be as exceptionally high. One study placed 

rates as high as one thi1d of special education Lachers leaving the profession within one 

year. (George, George, Gersten, & Grosenick, 1995). Data obtained within the course of 

this study supported the notion that younger teachers or teachers with fewer years of 

experience tend to have occupational aspirations that may lead them to exit the field 

move to positions outside that of the self-contained classrooms or choose to work for a 

few years and then pursue positions in the fields of administration. 
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From the outset of this research study the intent was to analyze four broad factors 

that may impact both positively and negatively upon self-contained special education 

teacher's intent to remain in or vacate their current teaching positions. These factors 

included access professional and paraprofessional staff, administrative support, materials 

and supplies, perceived levels of stress and coping, level of educational training, and 

salary. Factors related to age and gender were also addressed. The findings of this study 

suggested that the three most prominent stressors included lack of relevant district based 

training, adminis· rative support and paperwork and legal challenges. The most prominent 

insulators to job related challenges included access to campus based resources such as 

administrators and other support staff, job experiences and a teacher's strong belief that 

they can make positive change for students with significant disabilities. It is important to 

note that salary did not emerge as a significant stressors or insulator within this study. 

The issue of relevant training within the district yielded significant levels of 

overall discontent from special education self-contained teachers. Without exception the 

participants in this study indicated that training opportunities were plentiful, but often did 

not apply to their teaching positions. They felt that the trainings were primarily geared 

toward general education professionals or that the trainings that they receive were 

repetitive and fail to provide new and useful information. This repetition may be 

somewhat the resul t of new accountability standards requirements for teachers that force 

districts to be somewhat more rigid in their offerings (Zabel & Zabel, 2001). As Zabel 

and Zabel point out, nationally recognized standards do insure that certain facets of 
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teacher preparation are complet~d, but national standards may also hinder other types of 

training that are also perceived as useful to the staff. 

Lack of administrative support also emerged as a significant source of stress for 

teachers in self contained classrooms. Participants in this study indicated significant 

levels of dissatisfaction with administrators who did not trust in their teaching abilities, 

failed to provide adequate support during challenging meetings with parents or failed to 

successfully integrate their students into the culture of the campus ( e.g., not invited to 

assemblies, field trips, or to participate in school-wide activities, etc.), or to take an active 

role in their classrooms ( e.g., visits to the classroom, interacting with the students, calling 

students by names, etc.). These emerging themes paralleled the work of Gersten and 

colleagues (2001 ). Their study indicated that when administrative support is perceived as 

low, stress levels of teachers tend to increase. With increase in stress job dissatisfaction 

increases and level of job commitment decrease (Gersten et al. , 2001 ). Therefore 

significant levels of support were obtained for the impact of administrative support on an 

individual's decisions to vacate their teaching position. 

Paperwork and legal challenges also emerged as a significant area of stress. As 

the number of educational meetings for students increased, the demands on the teaching 

staff to complete relevant forms also increased. Several teachers described it as a 

''Necessary Hassle,'' while others indicated it substantial detracted from their ability to 

provide direct services to students. Participants also stated that because of the high 

probability of legal reprisal , they often spend a vast majority of their days documenting 
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their instructional practices. The stress associated with the clerical duties of special 

education paperwork was previously reported in the work of Menlove and colleagues 

(200 l ). Not only did he report paperwork to be a source of stress, but also an area where 

paraprofessional support might be useful (Menlove et al., 2003). 

In relation to insulato:.. s to the stress associated with self contained teaching 

positions campus level supports were viewed as extremely important. Administrative 

support, access to paraprofessional staff and strong belief that positive change can be 

made with students were among the most prominent factors. Positive and collaborative 

communication with the campus level administration was noted to be exceptionally 

important to self-contained teachers. Being able to count on administrators to assist in 

dealing with difficult parents and working through legal issues associated with special 

education were two prominent features of a strong teacher administrator relationship. 

Participants also highlighted the importance of being able to discuss classroom and 

school based issues in a collaborative manner with administration. 

The concept of collaborative problem solving and decision making was clearly 

indicated in the literature as impacting positively upon levels of job commitment 

(Rosenholtz, 1989). Perceive administrative support was also noted to be an incentive for 

remaining in their position (Otto & Arnold, 2005). Moreover, when teachers perceived 

administrative support as positive, they tended to report lower levels of role confusion 

issues and decreased levels of overall stress (Gersten et al., 2001 .). Finally, the 

importance of inclusion of special education students in campus life was also indicated as 
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highly important. A supportive administration was defined by their ability to include and 

acknowledge students with disabilities into the daily activities of the campus. It was 

identified as crucial for administrators to know the children in self-contained classes, to 

insure that special needs students had access to assemblies, field trips and other campus 

events and feel welcome and accepted when attending those events. It is worth noting 

that the campus administrator was viewed as the single most important person in 

establishing a positive climate on each of the campuses. Based on the data collected in 

this study, the level of administrative support does appear to impact upon an individual's 

decision to remain in or vacate a teaching position (Gersten et al., 2001). 

Access to paraprofessional support did emerge as significant insulator or support 

within the classroom setting, but the results also yielded something unexpected. Self­

contained teachers at times also viewed paraprofessionals as a significant source of stress. 

There were multiple statements by teachers that related to difficulties managing 

paraprofessionals and stress related to a lack of shared vision in how the class should be 

run. Therefore, the perceived benefit of paraprofessionals in the classroom were 

moderated by their abirty to work collaboratively with the classro m teacher, have a 

shared vision for how the classroom would be run, and the classroom teachers ability to 

trust that instructional support would be carried out with integrity. The importance of the 

having a shared vision was highlighted in the work of Weiskopf, who described increased 

levels of stress upon individuals in terms of goal dissonance (1980). In short, dissonance 

occurs when there is a mismatch between the teacher's vision of how the class should be 
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operated and how instructional services are actually being carried out for the benefit of 

the student. Therefore, shared vision in method and mode of the provision of 

instructional services is paramount. 

When initially researching possible factors that might impact positively on 

retention rates, years of teaching experience did emerge as a potential insulating factor. 

Although the research does point out that individuals with fewer years of teaching 

experience tend to report the highest rate of job dissatisfaction and probability of vacating 

their positions, it may not present the whole picture (Bureau of Labor Statistics, 2007; 

Shreeve, Goetter, Norby. Griffith, Stueckle, Michele, & Midgley, 1986; Singer, 1992). 

The studies reviewed failed to include relevant work experiences outside of the school 

system. The current study seemed to suggest that previous job experiences can have a 

positive impact on teachers entering into and remaining in self-contained positions. For 

example, several participants stated emphatically, that if they had not held previously 

held positions as classroom aides in self-contained classes, they would have not been 

adequately prepared for the challenges of the setting. This is important in that experience 

viewed more broadly may have greater salience to retention than that of a more narrow 

view such as years of teaching experience. Another important experience factor related 

to discontent with prior non-educational jobs and work with disabled individuals via day 

care type settings. 

This study also attempt to tap into internal attributes of teachers that seem 

resilient to the pressures of the self-contained teaching position. This was done by asking 
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each participant to list several characteristics are qualities that they felt were important 

for self-contained teachers to possess. Some of the most frequently listed factors 

included: an ability to stay organized, work collaboratively with classroom and campus 

based personnel, be an advocate for children and most importantly be impassioned and 

make connections with their student in order to assist them to learn, grow and thrive. 

What is most interesting is how closely being an advocate for children and the 

importance of relationships in the learning process related to research on resiliency to 

burn out. One previously cited study indicated that teacher who were unable to foster 

relationships or connections with the students they teach were very likely to experience 

increased disciplinary issues with students and higher levels of stress that could lead to 

burnout (Haberman, 2005). 

Age and gender was also reviewed through the course of this study. Although no 

significant differences between subjects were noted, some interesting data did emerge. 

The youngest group of teachers indicated with greater frequency occupational aspirations 

that did not include remaining in their current teaching positions. These finding appear to 

closely resemble the findings of Miller, Brown, and Smith. Their study indicated that 

younger teachers more frequently reported intent to leave their special education teaching 

positions when compared to older individuals (Miller et al., 1999). However, what the 

study failed to provide was information on where the individuals were exiting to. Within 

this study, younger teachers most frequently reported that if they did leave, they would 

pursue work outside of education or move into another special education or general 
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education position. It is important to note that as individuals aged, they more frequently 

reported intentions to move into a supervisory type position. It is also interesting to note 

that the participant that fell in the oldest age range demographic reported no occupational 

aspirations. However, it is difficult to attribute any significant meaning to this portion of 

the data due to the fact that only one individual made up this demographic. One note of 

caution should be pointed out to the reader as they review this section of the data. There 

is a very high correlation between years of experience and age. Therefore, the construct 

of age may be less salient than years of experience (Olivarez & Arnold, 2006). 

The impact of gender on retention was also examined. A Chi Square test of 

significance was conducted, and failed to reveal any significant differences between 

groups. However, it is important to note that the female group reported stressors 

occurring at 15 points greater rates than that of the men. This could indicate a greater 

awareness of stressors in the work place by women or perhaps a greater unwillingness by 

men to report stressors in the workplace. The research in this area is very limited. 

However, these finding appear to be loosely related to higher levels of reported stress by 

women and difficulty compartmentalizing and depersonalizing from stress related factors 

(Crane & Iwanicki, 1986). However, as noted previously, limited agreement on 

biological factors associated with retention and attrition are prevalent in the literature. 

The insulating factors revealed a 9 point decrease in reported number of insulators by the 

men. This may also be tentatively related to a propensity by male individuals to 
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compartmentalize from stress related factors and fail to acknowledge the possible impacts 

of them (Crane & Iwanicki, 1986). 

Salary was addressed in terms of its impact on an individual 's willingness to enter 

into and remain in self-contained settings. The research was mixed on the impact of 

salary on an individual's commitment or intent to remain in a teaching position. Research 

by Mark and Anderson ( 1985) indicated that as beginning salary increased the rate at 

which teachers were retained also increased. However, the results of this study appear to 

more closely resemble the results of Billingsley, Carlson, and Klein (2004), who found 

no link between the variable of salary and an individual's decision or intent to remain in a 

position. The results of this study further correlate with their assumption that work 

climate was more salient link to retention than Salary (Billingsley et al. , 2004). 

The implications of the identified factors related to attrition and retention suggest 

that positive and effective collaboration are significant. The participants overall outlook 

on the educational process appeared to relate most heavily to connections with 

coworkers, administrators and other professionals. The teacher's ability to trust in the 

individuals that they work with was paramount in effec1ive and efficient classroom 

operation. One participant summed it up very eloquently by indicating that positive 

relationships and respect from coworkers and colleagues tend to humanize the job that 

they are charged with. I believe that this speaks volumes as to what the true needs are for 

self-contained teachers. It's not materials, it's not salary or other monetary 

compensation, it is the acknowledgment that their job is a challenging one, and that the 
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students they work with deserve the same basic rights that all children have: To learn and 

experience academic, social and emotional success. 

Implications to the Field of Psychology 

The provision of mental health services in schools tends to focus heavily on 

meeting the educational and social-emotional needs of special education students 

(Commissioners Rules of Texas, 2007). The results of the current study suggest that in 

order to provide adequate service to students, support to classroom teachers is essential. 

Although this is certainly not a new concept in the field of psychology, this study 

provides a somewhat different perspective on the types of supports that are deemed 

beneficial by self-contained special education teachers. As previously mentioned, the 

perceived connection or relationship of the teacher and students to administrative and 

support staff appears to be paramount in fostering a positive change for individuals in 

self-contained classrooms. As school psychologists become more cognizant of types of 

stressors that teachers are experiencing and the factors that are deemed to be insulating to 

these stressors, they become better equipped to facilitate positive change for teachers. As 

instructional staff experience greater perceived levels of support, they appear to be better 

able to focus on providing quality instruction to their students. A secondary implication 

may relate to the training needs of school psychologists. It has been the experience of 

this practitioner that university training programs tend to focus heavily on assessment, 

intervention design and implementation. Although these are crucial aspects of the school 

psychology profession, they may not be sufficient to promote positive change within 
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educational systems. Perhaps within the delivery of the consultation classes, it may be 

prudent to include an increased focus on relationship factors and rapport building with 

students and staff. It may also be necessary to more closely examine system-based 

factors, such as the importance of administrative support and methods to promote 

collaboration between special education and general education teachers and other district 

level staff. These two factors seem to relate heavily to self-contained teachers perceived 

ability to function successfully within their given educational settings. 

Future Directions 

The impacts of the insulators and stressors associated with retention and attrition 

of self-contained teachers needs further investigation. The limitations of this study 

provide suggestions for future research. For example, due to the homogeneous nature of 

the sample and the participants' resistance to directly answering questions related to the 

impacts of age and gender on retention, limited insight was obtained on these factors . 

This issue was compounded by the overall makeup with district from which the sample 

was selected. As the demographic information from the human resources department 

indicated, the makeup of the district is primarily White non-Hispanic women. So, 

although the sample reflected favorably upon the chosen site for research, the research 

has limited generalization to other districts that have dissimilar demographic make-ups. 

Future studies should seek to obtain samples that contain greater diversity to more 

adequately address the possible impacts of age and gender on retention and attrition. 
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Although originally not proposed for this study, exploratory examination of the 

impacts of gender via the use of a Chi Square results revealed non-significant results. 

However, the percentage data obtain hint that there may indeed be a difference that 

would warrant further study. It was unexpected that the levels of difference between men 

and women would be so high on stressors and low on insulators. This may suggest 

differences in how each of the categories are perceived by gender or may hint at the 

underlying manner in which the varying genders choose to cope with job stress. Future 

research may want to include more interview questions related to gender differences and 

probe more deeply regarding how each gender perceives stress and perceives available 

coping strategies. 

Other issues that arose during this study will hopefully provide insight into 

potential issues for future research. For example, during the process of Member Checks, 

there was only a 50% response rate to the emails that were sent out. Thus, perhaps a 

better method of collecting validity data might be to obtain phone numbers from 

participants and utilize emails as well as pho:1~! calls to oLtain feedback. However, given 

the busy nature of the participant's jobs the proposed method may not yield 

improvements in response rates. 

Additionally, some participants were asked follow up questions to gain clarity on 

their responses. Again only 50% of the participants responded by the second and third 

requests. Consideration of multiple sources of contact such as email and phone should be 

considered in future studies. 
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Conclusion 

This study revealed many potential stressors and insulators associated with self­

contained special education teaching positions. Although training needs emerged as a 

significant factor in the perceptions of job related stress and insulation to those stressors, 

it appears almost insignificant compared to the relationship variables. More specifically, 

this study appeared to point squarely at how crucial relationships and open 

communication with administration, professional support staff and paraprofessional can 

be to self-contained teachers. These three resources emerged and remerged throughout 

the interviews. Therefore, these factors should be viewed as no less than pivotal in 

bolstering or hindering teacher's pursuit of educational excellence for their students and 

the development of a long, fruitful and satisfying occupational choice. 
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APPENDIX A 

Semi-Structured Interview Questions 

135 



SEMI-STRUCTURED INTERVIEW QUESTIONS 

What is your educational background (Years of education, certifications, etc.)? 

How long have you been employed as a special education teacher? 

Have all of these years been working in self contained classrooms? 

Tell me some of the reason that led you to your current occupational choice. 

What are some of the things that you enjoy most about your current job? 

What are some of the challenges that you experience during your work day? 

When you think about the things that are most difficult for you, what resources do 

you count on to help you to overcome these obstacles? 

What roles do support staff play in this type of instructional arrangement? 

What resources do you wish you had access to but do not currently have? 

What are the major barriers to you obtaining the resources that you feel you need? 

What role does the administration on the campus play in assisting in your current 

job duties? 

Tell me a little about your opportunities for professional development in this 

district? 

. . . ? 
How important are these professional development activities to you• 

How much impact does your current salary have on your decision to remain in 

your current teaching position? 
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How would you rate the current level of stress associated with your job (High, 

medium or low)? 

How do think your current level of stress impacts your overall job performance? 

What do you do to manage your stress levels? 

How effective do you find your current stress-management strategies to be? 

What are your occupational aspirations for the future? 

Are there any other things that you wish we would have talked about that we 

haven' t that are important issues to you regarding your job? 

In education there is considerable discussion about effective ways to retain 

teachers in self-contained classrooms. What are your opinions regarding this 

issue? 

Likewise, there is also a good deal of discussion on the number of teachers that 

vacate self-contained teaching positions. What are you perspectives on these high 

rates of attrition? 

What other things do you wish we would have talked about that are important 

issues to you regarding your job? 
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Sir or Madam, 

As part of my doctorial training at TWU, I am conducting research related to special 

education self-contained classes. This evaluation is intended for research purposes only 

and will not be used to alter programming in the district. As part of this ~tudy, I am 

required to interview staff members currently working as Life Skills, Preschool Programs 

for Children with Disabilities and Social Adjustment Class teachers. This interview will 

be approximately 30 minutes in lengfo and wili oe audio taped. The content of the audio 

tape will be reviewed by the interviewer. Transcripts of the audio tapes will be reviewed 

by the interviewer. Extreme care w·ll be take to assure confidentiality of all materials 

collected. Upon completion of the course project audio will be erased. The interviewer 

and course instructor will maintain copies of the transcripts. 

By signing and returning the attached form you consent to having your voice audio-taped 

and transcribed for the purposes of this project. As a participant in this study you have 

the right to revoke consent at anytime. You also have the right to decline participation. 

If you have any questions regarding participation in this study I can be contacted at (940) 

369-1965 or (940) 369-2668. 

Stephen Rousseau 

TWU Doctoral Student 
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TEXAS WOMAN'S UNIVERSITY 
CONSENT TO PARTICIPATE IN RESEARCH 

Title: Attrition and Retention of Special Education Self-Contained Teachers: Should I 
Stay or Should I Go ' 

Investigator: Stephen A. Rousseau ..................................... djnightside@hotmail.com 940/300-9330 
Advisor: Kathy DeOmellas, PhD .......... .............................. kdeomellas@twu.edu 940/898-2315 

Explanation and Purpose of the Research 

You are being asked to participate in a research study for Mr. Rousseau's dissertation at 
Texas Woman's University. The purpose of this research is to determine factors that may 
impact upon your intent to remain in or vacate your current teaching position. You have 
been asked to participate in this study because you are currently employed in a self­
contained special education teaching position (Ex. Social Adjustment Class, Life Skills 
Class or Preschool Programs for Children with Disabilities.) 

Description of Procedures 

Prior to participating in this study, the principal investigator will review this informed 
consent document with you. This review will be conducted in person, prior to collecting 
any data from you. The consent process should take 15-20 minutes to complete. As a 
participant in this study you will be asked to spend one hour of your time in a face-to­
face interview with the researcher. The researcher will ask you questions related to your 
reasons for choosing your current occupation, current job stressors, resources that you 
access to assist in your current position and other factors that may impact upon your 
intent to remain in or vacate your current teaching position. The location and time of the 
interview will be determined via a private and collaborative conversation with you and 
the researcher. To assist in protecting your privacy during this research your full name 
will not be used during the interview process. Instead, a predetermined code name or set 
of initials will be used during the interview. The interview will be audio taped, and then 
transcribed. In order to be a participant in this study, you must be at least 18 years of age 
or older and be currently employed as a special education self-contained teacher. 

Potential Risks 

The researcher will ask you questions about your current job responsibilities and stressors 
associated with this position. The researcher will also ask you questions about the current 
resources that you access to assist in performing your duties. Questions may also focus 
on the resources that are currently unavailable that may positively impact upon your 
intent to remain in your current position. One potential risk associated with this study 
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includes potential discomfort associated with answering the posed questions. At any time 
and for any reason during the course of this interview you may take breaks. You a]so 
have the right as a participant to decline answering any or all of the questions. If you 
experience any discomfort during this process, please inform the researcher. A list, of 
resources can be provided to you with the names of professionals that you may contact to 
discuss your discomfort related to the proposed research. 

A second potential risk relates to breaches in confidentiality. Confidentiality will be 
protected to the extent that is allowed by law. In an effort to ensure confidentiality is 
maintained, the following procedural safeguards will be put into place. All interviews 
will be conducted in private at locations that are mutually agreed upon. Your name will 
not be used during the interview process. A predetermined code name or coded set of 
initials will be used during the interview. The consent forms, tapes and the transcripts 
will be stored in a locked cabinet at the researcher's home. The tapes and the written 
transcripts will be shredded or deleted within 1 year after the study is completed. The 
consent forms will be turned in to the Texas Woman's University Institutional Review 
board when the study is completed. 

The researchers will, to the best of their abilities, try and prevent problems that could 
arise because of this research. It is very important that you as a participant communicate 
any concerns or discomfort to the researchers. At that time, the researcher will attempt to 
assist you in resolving these issues. If the issues can't be resolved, your rights as a 
participant will be reviewed. It is important to note that Texas Woman' s University does 
not provide medical services or financial assistance for injuries that might happen 
because you are taking part in this research. · 

Participation and Benefits 

Your involvement in this study is completely voluntary and you may withdraw from the 
study at any time. The benefit of this study is to provide current and future special 
education self-contained teachers with information that may improve their understanding 
of factors related to retention and attrition. 

Questions Regarding the Study 

You will be given a copy of this signed and dated consent form to keep. If you have any 
questions about the research study you should ask the researchers; their phone numbers 
are at the. top of this form. If you have questions about your rights as a participant in this 
research or the way this study has been conducted, you may contact the Texas Woman's 
University Office of Research and Sponsored Programs at 940-898-3378 or via e-mail at 
IRB@twu.edu. 
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Signature of Participant Date 

*If you wou]d like to know the results of this study tell us where you want them to be 
sent: 

Email: ------------
0 r 
Address: 

142 



Appendix C 

Coding Process 
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Hypothesis from Prospectus 

Based on information obtained in the literature review, this stud¥ will have ,the 

following hypotheses: 

1. It is hypothesized that increased access to paraprofessional and professional staff in 

both direct and indirect capacities will decrease overall levels of perceived stress and 

increase retention rates of highly qualified teachers. 

2. It is hypothesized that increased administrative support will reduce levels of role 

ambiguity and increase retention rates of special education teachers. 

3. It is hypothesized that salary and level of educational training will impact upon the 

individual's commitment to his/her current teaching position. 

The following research questions, which may extend the results of the main hypotheses, 

will also be addressed: 

In what ways, if any, does gender have an impact upon retention rates of special 

education teachers? 

In what ways, if any, does age play a role in reducing levels of stress and effect 

retention rates? 

In what ways, if any, does years of experience impact upon an individual ' s 

intention to remain in his/her current job? 

Interview Questions Revised 
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What is your educational background (Years of education, certifications, etc.)? 

What is the highest degree you currently hold and in what field? 

How long have you been employed as a special education teacher? 

Have all of these years been working in self contained classrooms? 

Tell me some of the reason that led you to your current occupational choice. 

How well did formalized or university instruction prepare you for your current 

job? 

Which do you feel is more important in being a successful Self-contained teacher: 

Practical or formalized experiences? 

What are some of the things that you enjoy most about your current job? 

What are some of the challenges that you experience during your work day? 

When you think about the things that are most difficult for you, what resources do 

you count on to help you to overcome these obstacles? 

What roles do support staff play in this type of instructional arrangement? 

How important is the relationship between you and your paraprofessional staff? 

What resources do you wish you had access to but do not currently have? 

What are the major barriers to you obtaining the resources that you feel you need? 

What are qualities associated with successful self-contained teachers? 

Does lack of information or educational records on the children you serve 

significantly impact your ability to provide adequate service? 
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What role does the administration on the campus play in assisting in your current 

job duties? 

What does an ideal campus based administration look like? 

Tell me a little about your opportunities for professional development in this 

district? 

How important are these professional development activities to you? 

How can the district or school system assist you in improving your overall job 

performance? 

How much impact does your current salary have on your decision to remain in 

your current teaching position? 

What perceived effects or impacts do culture or age play on successfully 

performing your duties? 

How would you rate the current level of stress associated with your job (High, 

medium or low)? Why? 

How do think your current level of stress impacts your overall job performance? 

What do you do to manage your stress levels? 

How effective do you find your current stress-management strategies to be? 

What are your occupational aspirations for the future? 
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In education there is considerable discussion about effective ways to retain 

teachers in self-contained classrooms. What are your opinions regarding this 

issue? 

Likewise, there is also a good deal of discussion on the number of teachers that 

vacate self-contained teaching positions. What are you perspectives on these high 

rates of attrition? 

What other things do you wish we would have talked about that are important 

issues to you regarding your job? 

Summary of Transcripts 

Participant 1 

Things teachers enjoy about their jobs as an insulator: 

Witnessing educational and academic progress in students. The staff experience a 

positive emotional reaction to students that demonstrate success. 

Seeing potential in the students they work with. 

Having other job opportunities available or perceptions of upward or lateral mobility. 

Prior work experiences in districts that were not as supportive or unsuitable in some way. 

Provides perspective and ability to compare and contrast district strengths and 

weaknesses. 

Resources relied on to overcome obstacles to providing service or coping with 

stressors(Insulators) 
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Inherent qualities/ traits 

Patience 

Teachers have to want to be around children that engage in extremely challenging ' 

behaviors 

They have to want to interact with children and build a relationship with them. 

Teachers have to want to be around children that engage in extremely challenging 

behaviors 

Stress reduction techniques 

Breathing techniques and counting to ten to deal with stress 

Take short breaks outside of the classroom 

Recognition and understanding that the instructional day may be amazing or a complete 

disaster depending on the behaviors of the students. 

Social supports 

Utilize colleagues as sounding boards. 

Reliance on mentors and other professional educators (Educators versus non educators as 

social supports) 

Access to the Employee Assistance Program. 

Educational supports 

Calling supervisors 

Reliance on the internet to obtain resources. 
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Reliance on the regional service center to provide ideas to help provide instruction to 

students. 

Reliance on paraprofessionals to assist in educating students. 

Provides more one on one time to students. 

Expressed believe that they could not do their jobs without paraprofessional assistance. 

Understanding the chain of command and ability to effectively navigate the 

administrative system. 

Perceived levels of competence and confidence in professional abilities. 

Administrators that are open and responsive to your needs ( emotional or material) 

Access to Professional developraent opportunities. 

Regularly scheduled monthly meetings with other professionals teaching similar classes 

in the district. 

Stressors ( district level and building level) 

Lack of formalized/standardized curriculum 

Use of out of pocket moneys to buy classroom resources. 

Limited funding to attend out of district in-service trainings. 

Potential for physical injury 

Lack of useable/useful educational records on the students. 

Too many adults in the classroom/lack of adequate space 

Unclear expectations related to the type of instructional setting that instruction will be 

provided in. 
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Lack of administrative support/involvement 

Negative interactions with administrator 

Feelings of being criticized 

Feeling unappreciated 

Perceptions of demeaning to paraprofessional staff. Not respecting as 

professionals 

Mixed messages differing information from principals and assistant principals 

What would an ideal administration look like: 

Involved but not over involved. 

Provide feedback that is constructive 

Know and interact with self-contained students 

Recognize the benefit of inclusion for special ed students, be an integral part of 

the campus life/activities. 

Open door policy and available to meet and address concerns that arise. 

Paraprofessionals 

Teachers find benefit in para's only if they can work collaboratively with teacher 

The importance of shared training opportunities to consolidate team thinking. 

The importance of the relationship. Must be able to trust and be comfortable with the 

para' s ability to provide appropriate services to students. 

Important to view them as co-teachers. 

Salary 
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Little impact on decision to remain in the position but was a factor in entering the 

position. 

Work climate has a great impact than salary on the teachers decision to remain in 

position. 

Views of district level administration. 

Positive view of the job that the Superintendent is doing as a factor impacting entry. 

Perceives that district administration is working hard to promote a positive work climate 

and competitive salaries. 

Approachability of superintendents and assistant superintendents. 

Participant 2 

Insulators 

Stress reduction techniques 

Utilizing breathing techniques 

Take breaks outside of the self-contained settings. 

Crying 

Just letting the days stressors go. 

Try to find humor in the day's events/positive outlook 

Social Supports 

Having a husband that also works in the field is helpful. 

???? 
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Practical experience is more important that formalized training. 

Enjoys the challenge of working with the students. 

Enjoys seeing skills emerge from the students. 

Working collaboratively with professionals from varying disciplines 

Time and resources to provide small group direct instruction to children. 

Strong relationship with Paraprofessionals and ability to work collaboratively with them. 

Compassionate, hard working, and willing to learn 

Willing to work with and relate to children with disabilities(Wants to work rather 

than needs a job) 

An innate desire to want to work with students with disabilities. 

Openness to learning new things. 

Balance of power between teacher and student. Not trying to control students to meet 

some internal need of the teacher. 

Open communication with district level administration (Open contact with special 

education director). 

Occupational options ability to move into a supervisory position. 

Solution focused in problem situations. 

Overall desire to want to be in the position and want to work with a specific populat:on of 

children. 

Stressors 

Student behavioral challenges 
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Potential for physical injury(Biting) 

Lack of observable or measurable student progress 

Questioning ability to provide adequate service to students. 

High numbers of students in the classroom 

Lack of continuity of aide support from year to year. Loss of Aides that the teacher has a 

strong working relationship with. 

Inconsistent or lack of information from supervisors on procedural issues 

Lack of district wide special education procedural guidelines. 

Lack of applicable staff development. 

Lack of campus administrative involvement and feedback. 

Perceived inability to effectively communicate needs to supervisors/lack of supervisory 

responsiveness. 

What would an ideal administration look like: 

Special education background 

Transcript notes on hypothesis questions: 

Lack of educational records not viewed as a significant stressor. (Thought: Students in 

PPCD will not have much of an educational history to document. The impact of records 

is likely to be greater as a st dent progresses through e ementary and middle and then 

again drops off as they enter high school). Direct work with the child provides richer 

more salient data. 
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Salary does not impact upon her decision to remain. 

No perceived negative impacts of her culture or age impacting upon her ability to provide 

adequate service to students. 

No perceived impacts of stress on job performance. 

Participant 3 

Insulators 

Stress reduction techniques 

Discuss challenges with colleagues 

Lift weights/exercise 

Perspective taking recognition that stress will pass(It's not the end of the world). Rational 

Detachment. 

Positive self-talk 

Feeling understood by other professionals 

A willingness to accept children into your classroom even if your numbers are high. 

The ability to organize and schedule effectively. 

Having the benefit of seeing and working in one of the self-contained classes prior to 

starting a teaching position. 

Social Supports 

Talks to friends, aides, and family about work helps to process and generate solutions 
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Talking to people that are in special education and education is perceived as more 

beneficial in reducing stress than talking to non-educators 

Mentor teachers 

Student focused insulators 

A desire to work with special needs children. A connection to this population. 

Enjoys working directly with the students 

Watching them grow academically and educationally 

The ability to separate behaviors of the child with the personality of the child (Cranky 

kids can be endearing). 

Strong relationships with classroom staff and inclusion teachers. 

Ability to rely on and trust the staff to execute instruction and provide academi,: 

and behavioral support. 

Creativity in motivating and disciplining children. 

The ability to build and maintain a relationship with the student. 

Motivated to learn, improve and overcome challenges. 

Qualities of a supportive Administration 

Trust in the teachers judgment 

Allow the teacher the autonomy to run the class as they see fit. 

Openness to discussing new ideas with the teacher. 

Interact with the children in the self-contained classrooms. 

Supportive in assisting with difficult parent . 
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Perception of the importance of collaborative teaching and interactions with 

paraprofessionals (Without them I would be a daycare) 

District level supports(That would be helpful but are not in place) 

More pay 

Provide opportunities for perspective teachers to actually be in self-contained rooms prior 

to taking the teaching role. 

Establishing a bridge type class that is a hybrid of SAC and LS 

Stressors 

Working with difficult parents 

Parents that are not satisfied regardless of how much progress that their child 

made 

Disinterest of parents in their ch.Id's education/lack of responsiveness 

Parents not responding to or returning necessary paperwork. 

Paperwork/legal requirements 

Constantly changing laws and requirements 

Takes away for instructional time. 

Administrative stressors 

Lack of involvement 

Inadequate or ineffective disciplinary contingencie for students. 

District level administration: 
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Failing to provide adequate notice related to new certifications or credentials that 

are being required. 

Failure to communicate effectively. 

Perceived lack of acknowledgment of how difficult the job is in lieu of the 

population. 

Last minute requests in the middle of the school year for information. 

Repetition of in-service trainings. No new information. 

Excessive documentation for the T AKS-AL T 

Student Stressors 

Not wanting to work/behavioral 

Bad moods 

Having to cope with not providing adequate service to the class when one child 

has a bad day and needs all my attention. 

Feeling responsible for making sure everything is done to the letter of the law/IeP 

Staff Stressors 

Staff in a bad mood 

Staff not wanting to work 

Educational support stress 

Lack of standardized program or curriculum for LS students 

Provision of campus level in-services that do not apply to the students in this 

setting. 
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District level in-service emphasis on state level assessments that don ' t really 

measure anything of value. 

A dearth of training opportunities that focus on real problems and potential 

solutions for working with problem behaviors. 

Lack of understanding at the district level that problems in LS are not the same as 

SAC, ALS etc. Need for training specific to their setting. 

Failure to communicate which training may or may not be available. 

Limited availability of practical strategy type trainings. 

State assessments 

Dollar allotment per student is too low. Not enough money to send all self­

contained students to summer school. 

More stringent requirements to get kids into summer programs. 

Having to use own funds to purchase consumables. 

Transcription notes 

Thinks the salary is very good but would still do the job if he was independently wealthy. 

Stress levels High at the beginning and middle of the year and low at the end of the year. 

Occupational aspirations to be content with teaching. 

Paperwork is difficult but not viewed as a stressor. 

Opinion change: Initially tho ght the po ition w u'd b easy bt.:t realized as time went 

on how difficult it really was. 
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Lack of educational records are viewed as an inconvenience but not a significant 

stressors. The most salient information comes from working directly with the student. 

Subject 4 

High school life skills 

Insulators 

Stress reduction techniques: 

Swimming, biking, watching TV and being with friends, happy hours to wind down. 

Teacher perceptions of students 

Drawn to helping profession because of community involvement with special needs 

individuals. 

Sense of fulfillment in working with sped children. 

Confidence in one's ability to be a good teacher. 

Importance of previous experience working in self-contained classes as a para. 

Perspective on how the class works. 

Educational supports 

Reliance on paraprofessionals to assist in content areas that are viewed as weak by the 

teacher. 

Para's also help with the behavioral management of the classroom 

The relationship with paras is viewed as crucial. 

Staffings with other professionals to prepare for difficult meetings. 
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Stress reduction techniques 

Social Supports 

Reliance on a mentor teacher. With decreasing reliance as more experience is gained. 

Communicating with friends regarding problems that she is experiencing in the 

classroom. 

Time with friends and husband were deemed as paramount in dealing with stressors of 

the job. 

Student focused insulators 

Seeing the children gain mastery of taught skills. 

Qualities of a supportive Administration 

District supports in place 

Opportunities for in-service training 

Feeling that the district wants you to be successful 

District level supports (That would be helpful but are not in place) 

A standardized curriculum across the district for the Life Skills classrooms. 

Standardized set of materials that ould be in all classes. 

Stressors 

Lack of educational materials 

Listed as a significant stressors. Materials don't match up with needs of students. 
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Working with difficult parents 

Extended ARD meetings and dealing with parents that are dissatisfied with student 

progress. 

Mixed messages from campus based and district level administration (Special ed said I 

was doing a good job, my administrator said I needed more help.) 

Individuals are unprepared for what they are getting into. They need to be fully informed 

about the position prior to taking the job. 

Paperwork/legal requirements 

Listed as a challenge and felt underprepared to deal with this aspect of the job. 

Organizational skills were viewed as an area of deficit/challenge. 

Worries about litigation 

Too much paperwork 

Administrative stressors 

Not feeling supported 

Lack of responsiveness to requests are needs 

Poor communication 

Feelings of diminished credibility and opinions not viewed as valuable. 

Having to meet minimum requirements to be fully certified. Principal has to sign off after 

a year of probationary service. 

Feeling judged 
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Student Stressors 

Managing the children's behavior 

District level administration: 

Difficulty navigating the system to get appropriate materials and supplies. 

Ambiguity in knowing what special ed supervisor or staff is responsible for what 

Ambiguity in knowing if things are being done correctly/lack of feedback 

Limited training on the tools that they are to use in their jobs (Class/Bridge) 

Lack of Special education basics training for new teachers. 

Staff S tressors 

Difficulty communicating needs and delineating responsibilities to paras. 

Underprepared for weekly staff meetings. 

Educational support stress 

Transcription notes 

Practical experience is viewed as more important than formalized training. 

Interesting that individuals that are not pursuing higher level degrees believe that 

practical is more important. Those pursuing higher ed degrees feel it' s more of a blending 

of the two (Practical and formalized) 

Qualities associated with an effective self-contained teacher. Patience and organization 

Lack of educational records are ot deemed to be a significant stressor. Direct work with 

the student provides better information. 
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Staff development is viewed as important. Greater focus should be played on providing 

practical strategies that could be implemented in the classrooms. 

Currently the staff development activities don't necessarily apply to them. , 

Salary does not significantly impact upon her decision to remain in the position. 

Perception that she will not remain in the position because of the high levels of stress. 

Would like to pursue a master's degree in library science. 

Participant 5 

High School SAC 

Insulators 

Ability to take a linear/analytic approach to dealing with behavioral challenges 

Separates behavior from the child. Depersonalize 

Formalized training did assist in providing the discipline necessary to do the job. 

Practical experience gives you the skills necessary to have longevity in the field. 

Ability to disconnect at the end of the day. 

Shared beliefs and goals of all staff working with the students. 

Reliance on personal skill-set, paraprofessional staff, district staff and administration. 

Continuity of paraprofessional assistance. Predictability and dependability of staff. 

Maintaining continuity of instructional service to students. 

Recognition that stress is a part of the job and you are here for the students. 

Stress management via exercise 

Stability in the home setting and predictability of home life. 
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Having people that you can talk to and that understand what you are going through. 

Rational detachment, not taking things personally. 

Let the data guide your decision making. 

Stressors: 

Working with the challenging behaviors of the students 

Lack of ability to cont:-ol all the variables that creak problem behaviors. 

Inability to inoculate children against the negative influences of the non-school settings. 

Trying to safely integrate students into the mainstream settings 

Difficulty building relationships with regular education staff 

Getting regular education staff to accept and take ownership of special needs students 

Managing students in crisis. 

Lack of relevant staff development 

Trying to navigate the system so that children can get the credits they need to graduate. 

The challenge of supporting/teach 5 or more subjects across multiple grade levels. 

Transcription notes 

Entry into the field from the business world. Wanted to do something productive as 

opposed to contribute to the bottom line of a corporation. Didn 't want to be on the road. 

Wanted to help to make a positive impact on the lives of children. Interest in learning 

about Autism 

Interesting in the Why's or roots of behavior. 

Drawn to the unpredictability of the job 
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The importance of patience in dealing with students, thoroughness and intuition. 

Ideal administration should care about children and have a foundation knowledge about 

special education. 

Secondary teachers have more of a focus on stress associated with teaching multiple 

courses across grade levels. May associate to the increasing levels of specialization in 

the curriculum as the students progress from elementary to secondary settings. 

Mild perception of the importance of salary on decision to stay in the position. 

Acceptance of culture gap in regards to age. 

Aspirations to be in administration: occupational options are present. The very thing that 

may keep the staff from burning out is the very thing that may make them vacate the 

position. They have options??? 

Teachers leave because they were not a right fit for the job to begin with and they lacked 

the discipline necessary to function effectively in the position. 

Participant 6 

Middle School SAC 

Entry into position 

Got alternatively certified and was searching for special education jobs. 

Connection to the student population. 

Insulators: 

Enjoys the amount of one on one time that can be spent with students 
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The ability to provide a more rounded education to students that meet both academic, 

social and psychological needs. 

Perspective that psychosocial needs must be met prior to children being ready and able to 

learn academic content. 

Perspective that the job is challenging 

The ability to not let the behaviors of the students upset you. Rational detachment 

(U nruffleable ). 

Even when the students exit the class there is a high need to stay attached to the students 

and check on their progress. 

An understanding that physical aggression is a part of the job and you have to have 

enough control to not react or make a big deal out of the behavior (That stapler being 

thrown at you is not about you.) 

Having a plan and trusting your instincts related to handle crisis situations. 

Establishing a strong relationship between the student and teacher is paramount. 

Take time to get to know the students and foster a climate of mutual respect. 

Recognizing the importance of getting to know students and allowing them to be a part of 

the decision making process of classroom ru.es. 

Understanding the importance of practicing classroom procedures. 

Culture can impact on your ability to relate, but recognizing that can assist in reaching 

out to students to meet them where they are. 
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Age as an insulator in that teacher and student may have some similar social interests to 

their students. They may have seen some of the same movies, heard some of the same 

songs and understand age related social references. 

Reliance on the para's to assist in communicating with students, de-e calating students 

and promoting a positive climate in the classroom. 

The ability to organize and plan for completion of paperwork. 

The ability of staff to stay emotionally invested in the job. 

Administrators have provided assistance in de-escalating upset parents but are not overly 

involved in the classroom process. 

Seeing the students make academic and behavioral progress over the course of the year. 

Accepting stress as a natural part of the job and recognizing that it comes out of your 

compassion and caring for students. 

Perceiving your job as contributing to the greater good of soc·ety. 

Campus supports that are not in place that would be beneficial: 

A good administration should be aware of the students in the class, their disabilities and 

the supports they require to be successful. 

Recognize the emotional stress that is placed on sped teachers. 

Advocate for the teachers and assist in de-escalating angry/upset parents 

An administration that is not over-involved but not hands off. 

Open communication related to student and staff needs. 

Opportunities to educate staff on the needs of special education students and teachers. 
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District supports that are not in place that would be beneficial: 

A complete set of lesson plans based on a standardized special ed curriculum. 

Opportunities for Self-contained staff to dialogue regarding their jobs. 

More practical strategies for educating students with emotional and behavioral challenges 

during in-service meetings. 

Stressors 

Inability of regular education staff to relate to the stress of self-contained teachers jobs. 

Feelings of isolation. 

The emotional drain of upset parents and students. 

Difficulty disconnecting from the stress of the jobs and perseverating on student needs 

when outside of the school setting. 

Even when the students exit the class there is a high need to stay attached to the students 

and check on their progress. 

Establishing guidelines, protocols and procedures for the para's to follow to facilitate a 

positive climate in the classroom. 

Too high of a staff to student ratio 

Too low a student to staff ratio 

Being placed in a managerial role over the staff in the classroom. (It can be intimidating 

if you haven' t had experience with this aspect of the profession). 
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A new teacher having to work with para's that have been entrenched in a classroom for 

years. 

Personal safety 

The job demands that you have the ability to multitask (grading papers, therapeutic 

conversation, providing lessons, etc.) 

Lack of ownership of special needs students by regular education teacher during 

inclusion times and beyond. 

Educational stressors 

Curriculum, cooperation and collaboration with general education professionals and 

paperwork. 

Lack of lesson plans for the students/no standardized curriculum. 

Limited access to parallel materials that are being utilized in the general education classes 

(Powerpoints, lessons, etc.) 

Lack of open communication regarding lessons and how sped students will be integrated 

or have access to general education materials and support. 

Having top ·ep lessons for 5 dasses over 3 grade levels 

Lack of appropriate/relevant staff development. The use of the track method of in­

service where all you get is indepth knowledg on one subject. 

Incomplete records and pa,erwork are a stressor, but organizational skills and a desire to 

do things the right way moderate the stress associated with this factor. 

Transcription notes 
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Being aware of probability that extreme behaviors or going to occur is an consistent 

insulator across subjects and a source of stress if it was not perceived as a potential part 

of the job. 

Practical experience viewed as more important. Formalized training provides you with 

the best practice methods of how to handle things but instinct is more valuable in crisis 

situations. 

Salary is not viewed as a major impact on the participants decision to remain in the 

position. 

Age is looked at as a benefit: Younger teachers may focus more on their ability to relate 

in terms of having some similar social interests to their students. They may have een 

some of the same movies, heard some of the same songs and w1derstand age related 

social references. 

The reason why self-contained teachers leave is because they were initially unprepared 

for the demands of the job and did not receive the support they needed to be effective in 

the position. 

The participant perceives her stress levels as high to medium. Also verbalized that it 

could not ever be less than medium. It is not viewed as a significant impact n job 

performance. 

This participant did discuss occupational aspirr.tior s for the fut re outside of the school 

setting, but is not ready to contemplate an immediate change · n profession. She wants to 

stay in the trenches and can't see herself in an office outside of the classroom. 
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Districts should not try to retain teachers that are already burnt out. 

It ' s important to fully inform professionals about the nature and scope of the job prior to 

accepting them to the position. 

Participant 7 

Insulators 

Working as a team to educate students with special needs. 

Perception that the job can make a positive difference in the lives of children and 

families. 

Reliance on para-professionals and support staff for emotional and practical supports. 

Trust in your teams ability to fulfill the academic and behavioral needs of student. 

Supportive administration that can step in and work with students as needed, lead gently 

(Encouraging), be supportive to staff. If things are working don ' t micromanage. 

Seeing students be successful 

The ability to build and maintain positive relationships with team members and students. 

Stress reduction techniques 

Sit in a quiet spot at home 

Play with my dog 

Have a glass of wine 

Talk to my husband 

And laugh and cry 

Campus and district supports that are not available but that would be beneficial: 
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A shower, washer and dryer 

A full time Licensed Specialist in School Psychology 

More opportunities to staff with other teachers in the SAC position. 

Clerk to help with the paperwork 

Stressors 

Being able to identify what techniques or strategies will be effective in changing 

challenging behaviors. 

Feeling disconnected and isolated from regular education staff(Can't be forthright about 

what we do). 

Physical and mental demands of the job. 

Lack of positive adult role models for the students to interact with. 

Lack of tangible reinforcers or consumables rewards for the students. 

Barriers to students learning related to administrative changes in the way that service is 

going to be provided to students (Re-allocation of resources). 

Assuring that staff have a balance between professional practice and humor. 

Excessive amounts of paperwork and liability associated with failing to do it completely 

and correctly. 

Non-supportive parents 

Having to involve CPS or police 

Inability to control the factors in the home settings that may be contributing to the 

students behavioral issues. 
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Lack of continuity between home and school on dealing effectively with the child ' s 

issues. 

Transcription notes 

Practical experience is viewed as more beneficial in dealing effectively with students. 

Entry into the profession because of fascination with low incidence disorders such as 

autism. 

Substitute taught in the social adjustment class prior to taking the teaching position. 

Could not meet the demands of the position without the support of classroom aides. 

Barriers to getting the things that are needed: Time, money and a shortage of people who 

understand the nature and scope of their student's disabilities. 

Staff development is abundant but not necessarily ideal. Would like staff development 

that is outside the narrow scope of special education. 

Salary doesn't significantly impact upon the teacher' s decision to remain in the position. 

Stress levels are viewed as high. 

Stress impacts on the teacher's overall level of patience. 

Although missing paperwork can be a problem. It is not viewed as a significant stressor. 

The most salient data comes from working with the student and getting to know their 

needs. 

Participant 8 

PPCD 

Insulators 
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The ability to stay calm in crisis situations 

Stress reduction techniques: Try to disconnect during the weekends, spend time with 

friends, sleeping in on Saturdays. Social supports, church, family, friends. ' It is viewe'd as 

more helpful to talk to other professionals in the field rather than people that are outside 

the field of special education. 

University training helped to develop the participants ability to organize and follow 

through on things. It also instilled the importance of researching new and effective ways 

to educate students. 

Recognition that educating challenging students is a stepwise process and has to be 

approached in an slow and incremental fashion. 

Seeing kids grow and develop academically, socially and emotionally. 

Reliance on other special education professionals to assist in explaining paperwork 

Utilizing research, taking classes, books, talking to parents and the internet to find 

information that can improve perfo1mance. 

Sound relationship between para's and teachers and fundamental trust. 

Para's stepping in to assist with students when paperwork becomes overwhelming. 

The importance of developing a community and positive learning environment with the 

para's. Common goals. 

Qualities of an effectiv~ self-contained teacher: A passion to work with children and 

persistence 

Acceptance of children for who they are. 
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Administrative support: Administrators provide support in ARD meetings and providing 

guidance on legal matters. Dealing with difficult parents. 

District or building level resources that are currently not available that would be viewed 

as beneficial 

More technology, inservices on how to utilize the technology and improved 

communication with the district administration. 

An ideal campus administration is encouraging, involved and predictable 

More staff to reduce the numbers of students per teacher in the classes. 

Stressors 

Behavioral challenges: Defiance and outbursts. 

Paperwork is also a significant stressor takes away from the amount of time that can be 

spent with the students. 

Legal requirements are an area of concern 

Dealing with difficult parents 

Being the first individual to tell a parent that their child has a disability. 

Effectively education students of differing disabilities. 

Lack of effective communication with district staff. 

Lack of educational records was viewed as a significant stressor. 

Last minute special education meetings that appear unorganized and an inefficient use of 

the teachers time. 

Lack of notice that meetings will be held. 
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Lack of communication, caseloads and differing opinions on how to proceed. 

Transcription notes 

Entry based on a love for children and encouraged by mother as an educator to be a 

teacher. Encouraged by family friends that had special needs students to go into the field 

of special education. 

Effective teachers balance formalized training and practical experiences. 

Para's are viewed as instrumental in effectively running the program and adequately 

educating students. 

As the teacher realized the amount ohime that was needed to effectively obtain needed 

documentation she requested records earlier the following year. 

Professional development is abundant but needs more focus on the real needs of the staff: 

Technology and program training. 

Salary effected the participants decision to come to this district but is not viewed as a 

factor in retention. 

Impacts of age and culture 

Age impacts stamina you have to be able to keep up with the children. 

Impacts of culture. The participant is aware that it has an impact but feels as if she could 

effectively navigate cultural differences. 

Occupational aspirations is to be an assistant principal. However, wants to remain in the 

PPCD position for at least 5-10 years. 
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Teachers leave when they feel overwhelmed and unsupported. 

General conceptualizations after first read through of transcripts 

Appears that most teachers did not initially intend to take the self contained teaching 

position. 

They were looking for jobs and that was the only one available. 

Started as aides and moved to teaching position. 

Campus administration is crucial. They need to know the children, help with inc1usion 

and provide support in dealing with difficult parents. 

General Code Ideas 

What do you enjoy? 

Break down into kids, challenges, seeing educational progress, feelings of making a 

difference, administrative appreciation. 

What are stressors 

Social emotional, developmental focus versus Academic focus is there a difference in 

perception and burnout rates? 

Awareness of difficulty disconnecting emotionally from the students at the end of the 

day. 

Fostering a relationship with students. 
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(Children expose their emotions much more readily in special needs classes) 

Level of percieved connectedness with the students 

Personal characteristics of teachers versus experience and tra ining. 

Perceived ability to project rational detachment. 

Instinct versus practical or formalized knowledge. 

Flexibility in teaching style versus pre-established norms. 

Awareness of potential cultural effects versus low awareness 

Age as it applies to relating to students and establishing rapport 

Younger staff appeared to focus on their coolness versus older staff focusing on 

providing their experiences to guide the students. 

Leadership styles in the class: Directing, teaching, coaching paraprofessionals. 

Conceptualization of role responsibilities of paraprofessionals 

How are they viewed: Equals or Subordinates 

Ability to delegate. If the child likes the para more than you than let them help the chi ld. 

No ego in education 

Qualities of a good Self contai11ed teacher as it ap lies to managing paraprofessionals. 

Collaboration with general education teachers. 

Administration needs to set up collaborative teams th t meet reg1 larly to discuss 

curriculum planning with sped. 

Lack of carryover of general education curriculum in the sped classes. Lesson plans are 

not shared. 
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General ed teaching for the many 

Special education teaching for the one! 

Administration: 

Do they understand the emotional impact of the job of self-contained teachers. 

Recognition of a job that is above and beyond. 

Administrative style: understanding/rigid. Sympathized with 

Salary may impact entry but not likely to impact decision to stay. 

Building relationships with teachers and communication 

Participants stating that the position was the only one available for which they could be 

employed or to get a year of teaching experience to meet requirements of full certification 

versus probationary alternative cert route 

Social supports appears to be the consistent variabl~ in · nsulating teachers from the 

stressors of the job. 

Depersonalize behaviors from the child. 

Admitting the stressors and venting opportunities. 

Coding revised 

Classroom/individual Levei Insulators to Stress which may impact upon 

resiliency/retention: 

Culture and Age as an Insulator (CAI) 

Associated Question: What perceived effects or impacts do culture or age play on 

successfully performing your duties? 

179 



Ex. Staff perceive the closeness or distance of their age or cultural background as a 

benefit to relating to and establishing a connection with the student. 

Performance Successes (PS) 

Associated Question: What are some of the things that you enjoy most about your current 

job? 

Ex. Witnessing Educational progress (Academic, social or emotional) 

Positive qualities or characteristics of teachers (PQT) 

Associated Interview Question: What are qualities associated with successful self­

contained teachers? 

Associated Interview Question: In education there is considerable discussion about 

effective ways to retain teachers in self-contained classrooms. What are your opinions 

regarding this issue? 

Ex. Patient teachers and teachers that maintain a sense of rational detachment, ability to 

organize and schedule, exposure to the setting prior to taking the job. Enjoys a challenge. 

Understanding that psychosocial needs must be met prior to students being ready to learn. 

Takes time to get to know the students 

Positive Perceptional bias (PPB) 

Associated Question: Tell me some of the reason that led you to your current 

occupational choice. 
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Ex. Perceiving the educational and social potential of the students they work with. 

Previous positive community involvement with special needs students leading to sense of 

fulfillment working with this population. Perceives the job as contributing to the greater 

good of society. Fascination with low incidence disorders. 

What do you do to manage your stress levels? 

Implementation of Stress Reduction Techniques (SRT) 

Ex. Breathing techniques, short breaks, drinking, crying, use of humor, trying to just let 

things go, exercise, recognition that stress will pass, positive self talk. 

Access to Social Supports (ATSS) 

Ex. Reliance on Mentors, family friends, church and other professionals 

Question: When you think about the things that are most difficult for you, what resources 

do you count on to help you to overcome these obstacles? 

Access to Educational S pports (ATE") 

Associated Question What role does the administration on the campus play in assisting in 

your current job dutie.? 

Associated Question: What does an ideal campus based administration look like? 

Associated Question: Which do you feel is more important in being a successful Self­

contained teacher: Practical or formalized experiences? 
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Ex. Calling Supervisors, reliance on internet for resources, regional service centers for 

professional development, paraprofessional assistance. Reliance on previous training 

university and practical experiences. 

Administrative Support-Positive (ASP) 

Associated Question: What role does the administration on the campus play in assisting 

in your current job duties? 

Associated Question: What does an ideal campus based administration look like? 

Ex. Administrators are open and clear communication, responsive and supportive to 

emotional , physical and tangible needs. Know the students, the challenges of self­

contained classes and assist with difficult parents. 

Occupational Aspirations/Upward mobility (OAUM) 

Associated Question: What are your occupational aspirations for the future? (Teachers 

with master' s degrees and administrative certifications tended to have a goal of 

eventually moving out of the classroom settings) 

Ex. Staff report a consolidated interest in taking a supervisory or administrative position 

in the next 5-10 years. Fee1ings of having options beyond that of the classroom teaching 

position appeared to moderate ability to manage stress.) 

Para Professional Support as an Insulator (PPSI) 

Associated Question: When you think about the things that are most difficult for you, 

what resources do you count on to help you to overcome these obstacle ? 
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Associated Question: What ro.es do support staff play in this type of instructional 

arrangement? 

Associated Question: How important is the relationship between you and your 

paraprofessional staff? 

Ex. Demonstrates compassion for the students, willing to learn and can relate to the 

children. Not in the position just because they need a job. Works collaboratively with 

teacher. Good balance of power between staff and teacher. Assisting in instruction and 

behavior management. 

Stressors 

Culture and Age as a Stressors (CAS) 

Associated Question: What perceived effects or impacts do culture or age play on 

successfully performing your duties? 

Ex. Staff perceive the closeness or distance of their age or cultural background as an 

impediment to relating to and establishing a connection with the student. 

Lack of Performance Successes (PS) 

Associated Question: What are some of the challenges that you experience during your 

work day? 

Ex. Even in the presence of significant intervention behavioral and academic challenges 

persist. Teacher's competence and confidence is challenged. 

Qualities or characteristics of teachers who burnout (QTB) 
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Associated Question: Likewise, there is also a good deal of discussion on the number of 

teachers that vacate self-contained teaching positions. What are you perspectives on th se 

high rates of attrition? 

Associated Question: What are some of the challenges that you experience during your 

work day? 

Ex. These are qualities reported by the teacher to lead to higher levels of perceived stress: 

Inability to disconnect or compartmentalize from the job, worrying about variables that 

are out of their control: le. What is occurring in the home setting that may be leading to 

the current behaviors. Feeling of inability to successfully change or intervene with a 

child. Lack of perceived ability to make educational or social progress with the student. 

Lack of confidence and competence. (This may fit best in negative perceptual bias 

category???) 

Negative Perceptional bias (PPB) 

Associated Question: How would you rate the current level of stress associated with your 

job (High, medium or low)? Why? How do think your current level of stress impacts your 

overall job performance? 

Associated Question: What do you do to manage your stress levels? 

Associated Question: How effective do you find your current stress-management 

strategies to be? 

Ex. Feelings unable to make progress with the student, inability to control behavioral 

variables and setting events for students, inability to express competence in ones 
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professional life, feelings that they are being set up for failure , feelings that the true 

nature of the job was not adequately described to them. (Learned helplessness) 

Ineffective Stress Reduction Techniques (ISRT) 

Associated Question: How effective do you find your current stress-management 

strategies to be? 

Associated Question: How would you rate the current level of stress associated with your 

job (High, medium or low)? Why? 

Associated Questions: How do think your current level of stress impacts your overall job 

performance? 

Associated Questions: What do you do to manage your stress levels? 

Ex. No identified stress reduction strategies or verbalization that stress reduction 

strategies are ineffective or inadequate. 

Lack of Social Supports/Isolation (LSSI) 

Associated Questions:_How can the district or school system assist you in 

improving your overall job performance? 

Ex. Special education teachers feel misunderstood or isol, ted from other non-special ed 

staff and administrators 

Lack of Educational Supports or Consistency in Support (A TES) 

Associated Questions:_How can the d" strict or school system assist you in improving your 

overall job performance? 
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Associated Question: Does lack of information or educational records on the children you 

serve significantly impact your ability to provide adequate service? 

Associated Questions: What resources do you wish you had access to but do not currently 

have? 

Associated Questions: What are the major barriers to you obtaining the resources that you 

feel you need? 

Ex. Lack of cohesions in the inclusion process. Regular education and special education 

teachers work in parallel rather than collaboratively. Educational materials are not 

provided to the staff and students that are part of the education of all students in regular 

ed (Books, handouts, powerpoints, notes, lesson plans etc.) More stringent requirements 

for students accessing programs. Inappropriateness of state assessments. Limited training 

options for salient problems teachers. are experiencing. Having to spend their per..,onal 

money for consumables. 

Administrative Support-Negative (ASP) 

Associated Questions: What role does the administration on the campus play in assisting 

in your current job duties? 

Associated Questions: What does an ideal campus based administration look like? 

Ex. Receiving inconsistent or no information or advice from supervisors or administrators 

on legal, ethical or practical matters. Poor communication, feeling mistrusted and 

demoralized. Being over involved in the day to day running of the classroom, lack of 
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constructive feedback and fails to work to inc ude special needs st 1dents in the gen ral 

education setting. Inadequate or ineffective discipline contingencies. 

Paraprofessionals as a Source of Stress (PPS) ./ 

Associated Question: How important is the relationship between you and your 

paraprofessional staff? 

Ex. Lack of a shared vision for the classroom model/difficulty working collaboratively, 

Paraprofessionals that have been in the classroom longer than the teacher/power 

differential/credibility issues, teacher takes on the role of a manager, difficulty effectively 

allocating this human resource. Personality conflicts. 

Potential for Physical Injury (PFPI) 

Associated Questions: What a!"e some of the challenges that you experience during yaur 

work day? 

Ex. Teachers having to deal with students who engage in assaultive and aggressive 

behaviors. 

Working with Difficult Parents (WWDP) 

Associated Questions: What are some of the chalienges that you experience during yaur 

work day? 

Ex. Having to communicate with parents that are unhappy with their child 's educational 

progress, grieving because they have just discovered they have a disabiJ'ty or are 

otherwise unhappy with the communjcation between teacher and themselves) 

Lack of District Level Guidelines/Procedures(LDLG) 
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Associated question: How can the district or school system assist you in improving your 

overall job performance? 

Ex. Lack of standardized procedures and protocols for dealing with legal, ethical and , 

practical challenges. (Could also be administrative stressors???) 

District Support Negative (DSN) 

Associated question: Tell me a little about your opportunities for professional 

development in this district? 

Associated question: How important are these professional development activities to 

you? 

Associated question: How can the district or school system assist you in improving your 

overall job performance? 

Ex. No formal opportunities to staff with other professionals in the district that work in 

similar positions. Lack of relevant staff development activities 

Paperwork and Legal Requirement Stress (PLRS) 

Associated question: What are some of the challenges that you experience during your 

work day? 

Ex. Staff indicate that paperwork is overwhelming, a ha sle, fear legal reprisal for failing 

to meet standards, frustration related to the fact that paperwork takes time away from the 

students. Extended ARD meetings. Having to contact CPS or police 
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APPENDIXD 

Codebook 
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Clllt1ltt n.d Ace as u 
lmulator (CAI) 

Performnttt Sllt\ttSsn 
(PS) 

lacrawd mm wi111 
Stade11t(ITS) 

A1TRITION AND RETENTION CONTENT ANALYSIS 

CATEGORIES for CODING ABSTRACTS 

Imalaton 
Defwti.o• or .lbdr 

Cultm:e or age as an insulator is endorsed if st.affpm::eived the clotaJtSs or 
datance of tmir a~ m cul1unJ background as a. bmeit to relating to IDd 
establishmg a COllllledion with the studmt 

This code relates lo I participant sperimciDg ecb:aticml pmgreu (Aa.demic, 
social or emolional) mr their studmti. It mates to thoiie .. ah ha momeutl" . 
Specifially, it refers to -wbm the tea<:her indicates a po&tive emotioml ttJtCtion 
to academic, social/emotional pins of. stodent. 

This code is utiliz.ed wbm a pal1icipant indiates that the incre&ted 81aff'to 
student ntio provide, Nllcaticmal or behavior benefit to studmts. Inaew:d time 
wotking with the student elicits a positive emotioml Radion from the teacher. 

Positn-e qufme.s or 
t.karacteristics of tud1e- • This categ(Dy iDdudes statements made by the intemew in fflo1ltian to qualities 

that define resilimt and succeaful teacben. Gmenlly, a positive oatlook 011 

bow to sucas.sfully inten"ene with studrnts or 111 inhmm tmt or clmxter:is.tic 
that assists the teacher in pe!fonning ha cmties (Ex. Patimt teachm md 
teacbm that maintain a sense of r.tional detadmlnt, ability to orpniz.e md 
schedule. expo9R to the letting prior to tlbng the job. F.njoys a challmge. 
Undentmding that. psydlosocia) Dftds IDUlt be met pri.or to s.tudmts being ready 
to leam. Never.skip 1rying. leuning orRSeardnng. 

(]>QT} 

lmpltlllftltatioa of Stress Stress manager.amt techniques that are utilized by staff' to cope with tbe 
Rechu:tion Tttlmiq■es pressuRS of the job. 

(SRl) 

This code cm be used when tbe participant 1'pOrtS iDtencting with athr.rs 
Amu to Social Supports outside- of school as a tool for gaining clarity .regarding a situation, seeking 
(ATSS) advice to RSOlve 11 cb•Jlenging situation at walk or to otbmme talk through and 

solicit advi~ RgUding day to day work cludlengrs (P.roJissicmal and Non­
Pmfesm:ulls). 

Pattnt Sapport potim-e 
(PSP) 

AccHS to EdlK:aooul 
51ipJH>11s(ATES) 

Updated 12/09/10 

Productive imrolvmxm and intr.nctioos with puam.. ~ that result in 
mhmced trust and coafidmce in the Ra:hss ability to mate positive change 
with the studieat 

This code is utili7.ed wbni tbe interviewee describes accessing or i.mncting 
v,itb otbri- profmi.onab in and oot of the district to ~ in dealing e&ctively 
with <JI' RSOlviDg cbeHt11ging sitmtiom. CailiDg Supervison., Rhance an 
iDtemet for resomces, regiooal lelViee amers for prohsioaal de-\~ 
admiDistotioD, pmpofessioml assistmre Rdimoe on pm;ioos tmumg 
umw.uu.y md piaCbcal apenmas. 
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-... 4.ccns to Entwtional 
SupptM1-l:nmvidu"1 (A TES-I) 

-Accus to Eocational 
Sr,ppo11-Mlllmal :supplin 
(ATES-MS) 

-.4ccn'f to Edilcational 
Support-C,amp,u (ATES-Q 

A«,n to Etlwcation.J S11pporl 
S,qwn.-isors (ATES-SJ 

Aaa:s to Emlcatu,m,l Sapporl 
T,cb,u,logy (..·fTES-Td) 

Acc,w to Eacatu,n•l Support 
fraininf(A ITS-Trj 

Salary Pontin (SAL-P) 

Saw,· Neutral (SAL-N) 

Salary Eatry (SAL- E) 

Salary Neptin (SAL-NEG) 

Upda1ed 12/09/10 

Readily available access or support from, 
tea:hets, mmms or relatioaships with previous 
,univa'sity teachers or advison. 

Readily available access to classroom ~ls. 
boob, handouts., am:iculum maJaials 

Rdimce on campus administnton and support 
staff pennowel to assist with challmging 
bebnion or provide acadrmic or behavior 
support. 

Contact with distrid lewl ~!t()JS 0( 

penoonel to assist in resolving issues. District 
~ suft" are pen:eived as app£oacbable in 
addreumg can.cems. 

Utili:mion of district technology resources to 
assist in die ped'onnmc:e of one's duties. 

Campus bued or regimal savice oentas fm 
~ professional development 
activities. 

This code is utilized when thepatiapuds 
iDdicales that ·$1}uy is an inceutive or indnasnerrt 
to RDWD in the position. 

This code is utilized when participants indimed 
satisfadion with salary, but dJat salary had DO 

impact on their ,cllri&ion to mmiD in their cuum 
pcm1ian. 

This code i.s utilized if puticipmts indicate 1hat 
salary was aJ1 iudnc•ment to mte£ the position but 
is not the prmmy mlDl they remain in the 
positian. 

Wbm. participant jndjcafes ~ with 
ament salary or a dr.me far DIOR maoey for the 
position in which they won (&. Moe IIDley 

would be cool, sbaold g!t m adctitimal 
stipenrd,etc.} 
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Occupatioul Aspiratioa: 

-Oca,patiomll ~ 
!Upward mobilitJ pwitiv, 
(O.A-P)+ 

-OcaIJH1iional kpimtions 
JUpwanJ mobility ugatiN 
(OA.,N) 

-Occvpa.tion hpiration 
Latwa( MUtral(O.A-1) 

Pan Professioul Support 
as aa wwator (PPSn 

-EX prmnal (EX-P) 

F.X Uniw,n;ty (EX-U) 

F.X- Job (EX.J) 

Updated 12/09110 

Intrmewee's desaibe ~• plms h the future ilr.l~ 
moving to a supt'JVisory position. administrative or other DOil- ' 

damoom based. setting, 

Tntemewee' s desaibe a>ntmtrnrot with am.at job and has m 
pl.am to move out al the clamoom bued setting. &. Ca 't see 
myself in another positim. 

Indicatiou of I positim in the ecb:atiooal field that is instrudioaal 
Ul J1111e such IS gmr:ral educltiOll. 

This code is med wbr.n the imrJviewee desml>es positive attribmel 
or attitudes 10\md tbepmprofeaicmal mfr&. The 
panp-ofmicml dawustradti IDIIJJISlion for the stadmts. willing 
to leam and can relate 1o the diildmL Not in the positim. just 
beause they neecl a job. Wedi co11abontively with teaem-. Good 
~ of power bdwem staff ml teacm. Assisting in imtIUctiaa 
and behavior DPDlp,enf 

This code mlates to the impact of pmoml, ecttational mi job 
~ wbidl impact qxm the inlemewee's pempian of tbm 
cunmt positim.. Utetlu code wbm blmded ~ ~ 
plDDiDmt .Persoml, Uniwnity. Job). It an also mm to hands cm 
training as being beneficial 

How the individlll1I psml eqaia-e widi individuals with 
disabilities may have impactied 1lpOll their decisi011 to enter inlD or 
remain m dam a.Jmt positim. 

The impad that ilnmlized edmtioml training or certifiatiom 
may hive had cm their decision to en&er into or mmm in their 
ammtpositim. 

1beimpad ofpeniaas job~ that ay ha\-e impactied 
upon tbm dll!asim to ma iDio or mmiD in Ihm' cmmd positian. 
This CID be positiffly Of~~- (&. They hated tJm pR\'HJIJS 
job md began kKhlg i>r a D!W positioo in special education. 
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Cnltan ad Age as 
a Sn-es.ion (CAS) 

Qulitin/claanctai1tics 
Of'iaeffedive tac•HS 
(QTB) 

PMfermuce Faitans (PF) 

laeffecti,>e Stress .Reducti.H 
Tttbiqua (ISKT) 

Lack of Soda.I Suppom 
/holatioa (LSSI-C) 

Lack of s.dal Suppo:m 
/holanoa (LSSI-D) 

Ladt of Soaal Suppom 
llsolanoa (I.Sm-I) 

UDdated 12/09/10 

Staff perceives the dosmea or clistmce of thm age or aftnl 
background as an impidi:mrnt to .Rlating. to and es1ablishing a 
COIIDedion with. the stu.dmt. Verbal.izuag a diw:ormect from the student. 

1 due 1Dtbedi&'ence OJ clMenrss in. I 

1mse ue qualities RpOrled by the tr.lchr.r' to Ind to higlB lewJs of 
peroeiwd stress: InabiliJy to disconmd (If compmtmemalir.e mm the 
job, won't ask for help, worrying about variables that are out of their 
control: le. What is ocmrring m the home setting, that may be Jmding to 
the cumm bmavion. 

This code is used wbm the ·teacbrJ: R.pOl1s lack of perceived ability to 
make educational or social progress with 1be st\mJt. The teacJms 
question thmpD'frssionaJ coq,etmce. C«1~ ~shaken~ they 
eJ:JRSS feelings of inabihty to SPccesSfiilly change Ol lllb'/IVene with a 
child. 

The code should be utilized whm stdf ~I~ discoanectiOll 
flmn o1br.r- tmchtn or staff dllt IR on their campus. Ex. I feel u if other 
tmchiss don~t take awmnbip O[ acknowledge that they are 1MpOBP°ble 
for tac.bmg my students too. I don't get invited or scheduled for campus 
evmis O[ iimctiam. 

The code mild beutilmd whm staff R!pOit a~ d:iscoanectim or 
lack of involvement of district Jevel staff m supervison. Ex My 
supem!(lD DeVl!I' c.amr:s into my dassmom. Im jut on my own. 
Sometimes they don't ftm respond to my emails. 

The code should be utilized when mff RpO[t a~ disam:nectiou « 
lad of support from family md mends oolside <>!'the school~ Fx 
My friends cm't evm begin to understand the things dm I deal with 
cbing the school day. 
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Lack of Edar.a.tionaJ s.pports This code is utilized when puticipmts report a ~ lack ,of 
or Conmtmcy in S11pport(LES) consimncy or support in providing educational semces to st:udmts 

Diftimlty gating studmts into the program they need. s~ IJe I 

required to use ISleSSIDe1lts that are not ffllevmt or appropo.tte for 
~ Sluf RpOrt having to ·spend dmpt'J'SOml money for 
coosumab1es. 

lnteJvirwee reports that they do not~ the JD.a1elials md supplies 
-Lack of Edw:aliona1 Supports ~ 10 successfully complete their job (Books,, hmc:kJuts, 
JJatmals and Srq,plus(LES-MS) mmipula1ives., so~~ etc.) 

-Lack o/Eduamonal SllppOrls 
Collaboratio,, 
{LES-C) 

-lm:k o/Eduamonal Svppom.l 
Rslnant Traintng~T) 

-Lack off:du.cational Svpportsl 
Stqff to studat raJio(LES..SSR) 

-Lack a/Educational Supports.I 
Ouricuho,,{LES-,CUR) 

Lack of Edaranoual 
Records GI' histery Oil Stadmt 
(LE.R) 

Adm:mi.stra.tive Suppert­
Neptive (ASN) 

Updated 12/09/10 

This code is utilized wbm mess~ the inclusion procen is 
indicated. It can in.dude diffiailty collaboming effectively with regular 
education teacheu. I.act of cohmons in the iDclmion process. hgular 
education and special edtx:alion teachen wmk in puallel rather than 
collabonti,..ely. Edacairml materials ue supplied by regular ed (Boob, 
handouts, JX>Wapoints? no11es, Jessan plans etc.) 

Utilmd when the staff member indicates frustration regarding the rype. 
quantity or quality of available training oppo~. Limited~ 
options for salient p-oblems tacben are eq,eomcmg.. ~11 being 
~ for 1he assigned job duties. 

This code is. med. when participants indicm sueu usocimd with too 
mmy studems in the clasroom or too many adults in. a limited space. 

This code is utilized when pmticipmts report that a lad of a 
stmda:rdi2m or cohesive cmriculum ~ with provision of 
services.. 

This code is utilized when participants report that lack of educational 
RC«ds or histozy mlelferes with their ability to adequately educate the 
student. 

This code sboo1d be med whm the puticipant specifically refers to a 
negative or unproductiw COIJIDJl1IUClli betwem thr.msel~ md ~ 
administrator. For~: hceiving iJWomistmt or DO inbmabon m 
advice from supmson or wfnrinutntoa oa legal, ethical or~ 
matbn. Pow comDJPJricatioo. feeling mistrusted and demomlized. 

. Being over involved in the day to day nmning of the clauroam., lack of 
comtludive feedbact md mls to 1'Wk to include special needs smdmtJ 
in the ~ educatioo sdtmg. lmdequate (J[ ineffective ditcipline 
cmtingenries. 
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Puiaprofessiouls :n a 
Soarce of Stress (PPS) 

Parent Support Nepm·~ (PSN) 

Poteaml for Physical &jury 
(PFPI) 

Dutrid Support Neptive (DSN) 

Papem-ark and Legal 
Reqaittmeat Stress (PLRS) 

This code reflects upon a. lack of a shared '1'WOB for the dassroom 
model/difficulty wm:kmg collaboratively. It should also be used to 
dmote ·power diff'eamials behften the parapro:fessimals and teachen. 
F« example Para's flat have been in the classroom longer than the 
teachev'powa diffaentw/cr.edtl>ility i"ues. The code cm also be used in 
iegard to stress associated with te.adrel-'s who must take 011 the role of a 
manager (Ex. Diffiailty effectively allocating this' human resource~) 
Penomlity conflicts between teachen and paiu can also be endorsed 
using this code. 

I 
L. 

Lad of m:vm\~ over-involvement or olherwise unproductive 
intendions with parents of sfudrnts_ 

This code is used for instmrces whm teadien rqx>rt having to deal with 
students who engage in assmlti,re and aggiasive behaviors. 

This code should be ut:.ilized when a inteiviewee Iq>Oits a lack of 
effective mpport from ihe district level. This support cm encompass 
broad program guidmnes, lack of mevmt staff de\relopment 
oppommities or limited ability to staff with other professiomls in the 
district that wmk in similu positions. Lack of releliu staff development 
act.ivitJes 

Use this code when mtenriewees rqx,rt that paperwm:k is °'ierwhehning, 
a hassle., creates fear legal reprisal for &iling to meet standards, 
ftustmtion relmed to 1he f.act that paperwOik takes time away from the 
student.s. This code should also include ex.tended ARD meetings that 
:male to papawark/lEP isrurs. Hin-ing to canmct CPS ar police. 
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Campus 

CmersJ 
• S- thai ffOSS lffeh 

Upda1ed 12/09110 

' " 

CAI, PS, PQT, PPB, SR.T, ATSS OA-R, QTB, PF. JSitT, 
PSP, A"I'E>~ OA-P. OA-L QA..;N, LSSI.:JI, PSN1, PFPJ. LES-S~ 
EX-P. EX-U, EX-J~ ITS, LER. 

ASP, ATES--C, ATES-Tr., OA-P, OA-E, PF, LSSI-C, LES-MS, 
QA.:N" OA-L, PPSI, ATES-MS, l.ES-C, I..ES-T, ASN;, PPS 
ATES-I 

ATES-MS, ATES-S, ATES-Tr, OA-E, LSSI-D, LES-MS, LES-T, 
OA-P. OA-L OA-N, ATES-TECH DSN, PI.RS, LES-CUil, I.ES-SSR 
SAL-P~ SAL-N~ SAL-E, A TES-I 

OA-P, OA-N., ATES--MS, ATES-I OA-E,PF 
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APPENDIX E 

IRB Approval Letter 
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