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Abstract
New teachers in a southeast Texas school district are having difficulty using their time
effectively for instruction while balancing a multitude of tasks. New work responsibilities
for teachers are contributing to teacher burnout and early attrition. The purpose of this
study was to examine new teachers’ and administrators’ perceptions of novice teacher
practices and their daily use of time. Apple’s theory of intensification was used as the
conceptual framework for this study. A case study design was employed to answer
research questions regarding how procedures and policies affect teachers’ time, teacher
perceptions about prior experiences with managing multiple responsibilities, and how
administrators can best support new teachers at work. Data were collected from 5 novice
teachers and 2 administrators using open-ended researcher-designed questionnaires,
semi-structured interviews, and time diaries. The data were analyzed using thematic
analysis and coding to develop 3 major themes defining the needs and challenges for
beginning teachers: time management, mentorship, and administrative support. A 3-day
professional development project was created for new teachers and administrators to both
educate beginning teachers about prioritizing tasks and effective time management and to
reinforce the need for administrators to participate in induction practices. Providing
induction training would enhance new teacher orientation week without adding to the
regular school year workload of novice teachers. It is hoped that by training novice
teachers and administrators to use teacher time effectively, positive social change could
be accomplished by reducing teacher burnout and increasing new teacher retention,

resulting in improved teaching and learning in the target school district.
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Sectionl: The Problem
Introduction

Time is one of the most valuable resources for new teachers. Managing time at
work, though, is one of the biggest challenges that beginning teachers face. The adoption
of No Child Left Behind (NCLB) legislation (Barrett, 2009; NCLB, 2002) has
dramatically shifted the role of teachers, creating a greater emphasis on standards,
accountability, and the marketization of education (Barrett, 2009). Another result of
NCLB (2002) was increased pressure on teachers to effectively implement curriculum,
prepare students to pass state examinations, and make adequate yearly progress (Barrett,
2009).Added accountability measures from the state create even more tasks teachers must
complete without taking any away (Brante, 2009). This increasing workload is
profoundly affecting novice educators’ commitment to their profession.

This heavy workload is a key reason why teachers are leaving the field of
teaching (Alliata, Benninghoff, & Muller, 2009). Brante (2009) explained that teachers
are given the task of not only teaching the curriculum but also teaching moral character
and making decisions that formerly were the parents’ responsibility. He also noted that
"Teachers are becoming an even greater influence on children’s lives than ever before,
even affecting how their students eat, dress, speak, and think," (Brante, 2009, p. 430).
Increased accountability measures have also steadily increased teachers’ work hours.
These increased responsibilities place a greater burden on teachers, which leads to stress,

burnout, and early attrition.



Definition of the Problem

First-year teachers in elementary schools in XYZ School District (pseudonym) are
entering their new positions unprepared. They are specifically unprepared for the
multitude of skills that teachers are expected to know beyond what they learned in their
teacher preparation programs. In addition to lesson planning and executing effective
instruction for all learners, teachers are also expected to complete various types of tasks,
which demand time and organization, for which they received little training. These tasks
include interacting and communicating with parents, attending various meetings,
responding to numerous email requests from colleagues and administrators, completing
reports, and collecting and analyzing data to make instructional decisions. Additionally,
teachers in the study site are expected to be proficient in technology applications for
which they have received little training and experience prior to being hired. XYZ School
District is a large, mostly suburban community with sizeable school populations and
staffs with close to 100 members. Training for faculty in this study site is usually
provided in large group format and has minimal follow-up sessions. Beginning teachers
become quickly overwhelmed and stressed-out before they have had the chance to
become proficient at their jobs.

There is a sizeable amount of work to be done outside of the instructional time
allotted for each day. Teachers must meet a minimum number of minutes of instruction in
each subject area daily; any additional tasks that are considered non-instructional must be
completed outside of school hours. It seems that the scope of teachers’ responsibilities
has steadily increased. All of these demands placed on new teachers cause them to feel

discouraged, inadequate and overwhelmed about all the work they need to do (Crotwell,
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2011). Heckman (2011) reported that in general about half of all new teachers quit within

5 years. In the 2012-2013 school year the study site had a 13% teacher turnover rate
(XYZ School District website, 2012).

This study examined teachers at XYZ School District, one of the largest public
school districts in its parent state. At the time of the study, XYZ School District
contained about 70 schools, employed over 9,000 teachers, and educated approximately
70,000 students annually (XYZ School District website, 2012). The district has a varied
socioeconomic clientele and is extremely diverse, with 93 languages spoken and over 100
countries represented.

Rationale
Evidence of the Problem at the Local Level

In 2012, XYZ School District implemented a teacher mentor program called
Project Invest (PI) designed to support first-year teachers, offer professional development
training to assist new teachers' transition into their new role in the classroom, and reduce
the attrition rate of the district. This mentor program, however, added additional
workload demands for beginning teachers. It required new teachers to turn in self-
reflections and scripted lessons, conduct observations of other teachers, and meet with a
mentor several times over the course of the year. Despite its intentions of assisting new
teachers, it also adds extra work to an already overwhelmed teacher.

Although universities and colleges do their best to prepare teachers in lesson
design and effective teaching practices, there are not enough opportunities for them to
simulate the real experience of a first-year teacher. Student teaching gives practicing

teachers an opportunity to see these demands firsthand, but it is usually different once the
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teacher is working independently for the first time. According to Brown, a principal at the
study site, “New teachers need help with classroom management and even just knowing
how to pass out and collect papers, classroom organization and preparing in advance,
way before the first day of school” (P. Brown, personal communication, October 5,
2012). Brown further stated that school districts should provide on-the-job training and
professional development training that specifically targets how teachers handle time-
management, organization, and task completion. Beginning teachers have a lot to learn
on the job and even with assistance from support personnel and training they can feel
overwhelmed and unprepared for their job.

This study investigated teachers’ prior knowledge of and experiences with time
management. It was designed to benefit school districts seeking to support their new
teachers and minimize the number of teachers leaving the profession. The teacher
attrition rate at the study site is a serious challenge because the district is working
towards increasing rigor in the curriculum and improving the district’s Texas Education
Agency (TEA) rating. To combat the attrition rate, XYZ School district spends more time
and money on recruitment of new teachers to fill the vacancies of teachers leaving.
However, recruiting and employing inexperienced teachers makes it significantly more
difficult to ensure that the classrooms have highly qualified instructors teaching the class.

The purpose of this study was to analyze beginning teachers’ work experiences,
how they manage their time, and their feelings about the scope of their job in their first
years of teaching. According to Principal Brown “First year teachers are so overwhelmed
with the magnitude of how much they actually do that they don’t know how to juggle it

all” (P. Brown, personal communication, October 5, 2012). This statement underscores



how new teachers become burned out quickly with their numerous responsibilities and
limited time to perform their work. These novice teachers are performing activities such
as learning students’ names and faculty names, navigating the school, learning new
software programs for attendance, and grading, working collaboratively with colleagues,
and just beginning the practice of teaching.

XYZ School district has a plan to assist new teachers with becoming familiar with
policies and procedures, as well as provide training to help them feel more prepared for
their first year in the classroom. First-year teachers in the study site attend a five-day
orientation designed to help them understand the district resources available to faculty. PI
assigns a mentor from each campus who will meet with each new teacher to review
lesson design, classroom management, and performance expectations. However, the day-
to-day business of being a teacher involves much more than instructional practices.
Teachers have several additional responsibilities that cannot be handled during
instructional time and these tasks they often have to learn while on-the-job.

Evidence of the Problem from the Professional Literature

The problem of new teacher attrition is not only a local concern, but also a
problem at the national and international levels, according to literature related to the
topic. Although school districts are in need of more teachers, some areas experience
higher attrition rates than others (Neason, 2014). Reasons cited by teachers leaving the
profession include feeling unsupported by the staff and overworked (Ingersoll, 2012).
The increasing rates of teacher attrition nationally affect the quality of education students

will receive in public school. Manuel and Hughes (2006) stated:



The phenomenon of large-scale early career teacher attrition has serious

implications for the future of the teaching profession; not merely in terms of

supplying well-equipped teachers for every classroom, but also in terms of

building the cultural and intellectual capital of the profession. There is also the

danger of de-professionalisation through the recruitment of ‘fast-tracked’,

accelerated, or underqualified entrants. (p. 6)
Therefore, when teachers leave the profession early, this leaves principals with the task of
hiring more, and likely inexperienced, teachers to fill their positions. With classrooms
full of new teachers, the instruction is likely to be less proficient due to the teachers’
minimized expertise in their subject matter. Manuel and Hughes (2006) claimed that
maintaining highly qualified teachers in the classroom is an integral issue for preparing
students for a globally competitive work force.

Definitions

The following terms are used in this study and defined below.

Attrition. Attrition is defined in this study as teachers leaving the profession due
to internal factors such as low morale, stress and burnout, or external factors such as
excessive paperwork, long hours and pressure from high-stakes testing (Ingersoll, 2006).

Beginning teacher. In this study, it refers to a teacher who has zero to one year of
teaching experience. Beginning teachers in Helms-Lorenz, Slof, Vermue, and Canrinus’
study (2011) were defined as teachers who recently obtained their qualification and who
had less than three years’ experience in the teaching profession. New teacher and novice

teacher are other terms used synonymously for beginning teacher in this study.
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Burnout. A person’s feelings of physical and psychological exhaustion, and lack
of motivation to continue in the field, usually due to prolonged stress or heavy workload
(Davidson, 2009).

Deskilling. Refers to instances when district personnel or administration
micromanage teachers’ duties and add several types of teacher monitoring systems
(Wong, 2006). Examples include requiring common formative assessments, data
collection processes, and implementing other ways of taking control away from the
teacher.

Induction. The process where new teachers are trained, mentored, and supported
in their first year of teaching (Guarino, Santibanez, & Daley, 2006).

Intensification. The term work intensification is related to Apple’s (1986) Theory
of Intensification. Intensification is the perceived intensity felt by teachers and schools to
cover more material within a school year, with an inadequate amount of time. It refers to
the disconnect between planning and execution in teachers’ work, which increases stress
and workload (Ballet & Kelchtermans, 2009).

Multitasking. This term is defined as completing more than one task at the same
time (Brante, 2009).

Self-efficacy. In this study, the term is used to define a person's beliefs about his
or her ability to carry out a particular course of action (Helms-Lorenz, Slof, Vermue, &
Canrinus, 2011).

Synchronous work. Refers to how the teachers’ personal or cultural background

or past experiences affect their work (Brante, 2009).
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Workload creep. In this study it is defined as the addition of new responsibilities
to the existing ones that teachers’ have, while none of the previous tasks are removed
from the teacher workload (Buchanan, 2009).

Significance

Maintaining highly qualified teachers in the classroom is vital for school
administrators aiming to produce successful graduates from their programs. School
districts go to great lengths to recruit new teachers. “Attracting and retaining competent
teachers is a key concern when it comes to managing the supply and demand for
teachers,” (Alliata et al., 2009, p. 574). In order to attract new teachers, many school
districts offer competitive pay rates, mentor programs, and bonus pay for high-need
subject areas. Retaining experienced, highly trained, and effective teachers has never
been more imperative than it is today (Alliata et al., 2009). Today’s teachers are
preparing students to compete at a global level for jobs. If teachers’ priorities are shifted
away from instruction and towards completing administrative tasks, the result could be
students who are underprepared and uncompetitive in the job market. In addition,
beginning teachers’ passion for teaching could diminish greatly due to the increased
workload and changing expectations for their practice (Ballet & Kelchtermanns, 2009).
The loss of enthusiasm for their work due to these additional tasks creates an avenue for
significantly increased teacher attrition.

Determining effective strategies for supporting new teachers is an important task
for school administrators in the study site. Improving the job performance of teachers
should improve learning outcomes for students. Administrators desire educators who can

promote student success, continue professional growth, and increase the district’s



9

accountability rating. A study determining how novice teachers are using their time could

assist administrators in the design of supports that would help them be more effective

instructors, increase learning for students and increase teachers’ satisfaction with their

job. The purpose of this study was to determine how beginning teachers use their time at

work and reveal ways in which policy makers can reduce early teacher attrition.
Guiding/Research Questions

A common theme found among the literature is teachers exiting the profession
due to experiencing high levels of stress and symptoms of burnout. There are numerous
studies about why teachers leave the profession early. Some reasons cited in the literature
for why teachers resign are stress, heavy workload, frustration from top-down policies,
and excessive discipline issues. Teachers’ work has steadily increased with paperwork
stemming from accountability measures and curriculum demands. The time teachers
spend actually teaching has decreased and the time spent doing paperwork has increased
despite raised expectations for learning outcomes for students. Part of the reason for this
shift has been because of additional legal requirements of NCLB (2002). Due to these
requirements, teachers are held to an increased level of accountability for student success,
despite being expected to perform more work in less time.

Although there are several studies about the reasons teachers experience burnout,
there has been limited research focusing on the intensification of teacher workload, and
how they cope with it. A qualitative case study examining first and second year teachers’
preparation for and current practice of time management could provide school leaders
with a better understanding of how to prevent teachers from leaving their practice

prematurely. Determining how teachers are spending their time at work, may provide
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valuable insight into the direction that current policies are leading teachers, and
ultimately leading schools.

There are three questions, which guided this study to examine how beginning
teachers manage their time at work. The following questions guided my research:

1. How do current procedures and policies affect beginning teachers in being

proficient at balancing teaching and time management?

2. What prior experiences with managing multiple responsibilities should teachers

have to be successful in their first year?

3. How can school administrators best support beginning teachers at using their

time primarily for teaching?

Review of the Literature

The focus of this study emerged as beginning teachers at my campus in the school
district were voicing concerns that the job they were hired for is not what they originally
believed it would be. These novice teachers expected that being a teacher meant just that,
teaching. With limited time, and an increasing number of tasks to complete, new teachers
are suffering job-related stress and burnout. “Time to teachers, is one of the most
valuable resources, which in the current teaching profession is limited,” (Crotwell, 2011,
p. 11). Teachers are doing more work with less time allotted to them.

This section contains the research that relates to beginning teachers’ experiences
with teaching and time management. Also examined is the contribution of increased
pressure on teachers’ time, and how it affects the rates of teacher attrition. The literature
was acquired by examining journal articles, books, and educational websites. Searches

were conducted using Walden University’s library databases such as ERIC, Education
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Research Complete, SAGE, and ProQuest. Keywords used in the search for relevant
literature included: time management, beginning teachers, teacher induction, teacher
mentoring, teacher retention, time use, intensification, and administrative support.
Boolean search terms included beginning teachers and time management, novice teachers
and workload, new teachers or novice teachers and stress, and new teachers and attrition.
The search was narrowed to within a 5-year period.
Conceptual Frameworks

The conceptual framework for this study is Apple’s Theory of Intensification
(1986) which Apple proposed as a result of a shift in the expectations placed on teachers
due to increased workload and less time to accomplish the work (Ballet & Kelchtermans,
2008). Teachers are now the executers of other peoples’ decisions such as administrators
and district personnel, whom are far removed from the classroom (Ballet &
Kelchtermans, 2008). Apple stated that the intensification of the teacher workload is a
result of increased accountability measures related to state testing and policy changes at
all levels. Teachers have a rigorous curriculum that demands every instructional minute
be used to its fullest. In addition, teachers become overwhelmed with emails from parents
and administration, demands for collecting data about their students’ progress and
reporting on the data, and creating engaging, innovative lesson plans using technology.
Therefore, they have limited time to complete these additional tasks except on their own
time. Apple (1986) discussed that teachers’ limited time created mounting pressure and
found that it restricted teachers’ abilities in the classroom as well.

Beginning teachers in the school district are experiencing this intensification,

while at the same time they have little or no prior experience with, or training for,
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handling these demands. Almost half of American teachers are becoming discouraged
and almost a quarter of new teachers leave in the first five years, according to the US
News and World Report (Crotwell, 2011). This is a serious concern for administrators of
school districts who want to retain creative and effective teachers with a passion for
teaching.

Experiential Learning Theory (Kolb, 1986) also informs the body of literature for
this study. Kolb’s theories were based upon previous studies done by Dewey (1897) and
Lewin (1935) to develop a cyclical theory composed of four stages of learning. Kolb
believed, “learning is the process whereby knowledge is created by the transformation of
experience” (Kolb, 1984, p. 38). According to Kolb (1984) a person may begin at any
one stage, but he or she moves from doing something, then reflecting upon their
experiences, forming an abstract understanding, and then experimentation. New teachers
cycle through these four stages as they learn through experience on the job. Until
beginning teachers have experienced the mounting pressure and the lack of time to
complete their work, they do not yet have an idea of how to do their job effectively.

Relatively few studies (Crotwell, 2011; Vannest, Soares, Harrison, Brown, &
Parker, 2009) have been conducted to determine how time management affects beginning
teachers’ experiences in the classroom. Numerous studies (Gaulton, 2008; Ingersoll,
2003; Sugden, 2010; Ullrich, 2010; Wong, 2006) have cited that increased
responsibilities, reduced time, and limited prior experience leads to teacher frustration

and increased rates of teacher attrition.
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Reasons for Early Attrition

Time management. Lambert, McCarthy, and O’Donnell, (2008) noted that
people become teachers because they want to make a difference. However, when they are
faced with challenging students, long work-hours, and stress, it makes them want to leave
the field early. For example, Hansen and Sullivan (2003) stated that the various facets of
teachers work such as meetings, paperwork, email, and discipline issues are other
problems that cause stress and make teaching more difficult.

When teachers fail in managing their time and workload effectively this too can
lead to teacher turnover (Crotwell, 2011) such as the trend described by Wong (2006) of
prepackaged curriculum replacing teacher creativity and increased pressure to implement
these changes. Beginning teachers are finding themselves trying to keep pace with
curriculum and policy changes as well as their day-to-day responsibilities, which lead to
stress and burnout. Buchanan’s (2009) study found that “Teaching appears to be subject
to ‘workload creep’ wherein new responsibilities are periodically added to existing ones,
but few responsibilities are removed from the profession” (p. 3). This accumulation of
work, added to the novice teacher who is still learning the practice of teaching, adds to
feelings of ineptitude and lack of confidence to do the work effectively.

Burnout is defined as “a distinctive kind of job-related stress that inhibits the
person’s capacity to function effectively because the body’s resources for resisting stress
have become exhausted” (Davidson, 2009, p. 47). Davidson (2009) conducted a
qualitative study that identified challenges within the middle school that produced stress
for middle school teachers. The results indicated that the main sources of stress were

excessive paperwork, unfair workloads, and extra tasks brought on by NCLB (2002).
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Mistrust of teachers. Another term, deskilling, has been mentioned in recent
studies as well. “Many researchers have identified a process they call 'deskilling', which
they use to describe the daily experience of teachers who have been gradually losing
control of their own labor within 'low-trust' workplaces” (Wong, 2009). “Deskilling”
refers to districts micromanaging teachers’ duties and adding several types of teacher
monitoring systems such as common formative assessments, data collection processes,
and other ways of taking control away from the teacher.

Fitzgerald (2008) conducted a study on the intrusion of the state into the
educational setting in the New Zealand school system. According to Fitzgerald, mistrust
began with the public scrutiny of school performance. Subsequently the state began to see
schools as a problem, which could be corrected by intervening in their daily activities.
Fitzgerald explained, “There has been a gradual yet insistent erosion of trust in teachers
and their professional knowledge, autonomy and expertise” (p. 113). Administrators not
demonstrating trust in their teachers is another reason that early attrition is occurring.

Lack of support. Many teachers are quitting teaching due to working in a poor
school climate, lack of administrative support, low salary, high stakes accountability, and
lack of teacher preparation (Heckman, 2011). Heckman’s study (2011) examined the
reasons that teachers leave and looked at strategies that school administrators can
implement to prevent teacher attrition. Guarino et al. (2006) suggested that factors such
as whether teachers have a mentor or go through an induction program, and the amount
of administrative support influenced whether teachers choose to stay in teaching or leave.

In a qualitative study of beginning teachers, Wider (2012) found that induction

programs could have a significant and positive effect. However, in this study in a South
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Carolina school district, the mentor program did not have an effect on retaining teachers.
Wider noted that, despite an increase nationwide of induction programs to prevent
teacher attrition, teacher retention rates have not improved.

An Australian study conducted by Hudson (2012) investigated the mentoring and
induction practices and their effect on teacher retention. Most participants in the study
indicated that despite mentoring and induction assistance, their greatest difficulties were
balancing work and life, providing adequate coverage of the curriculum, and behavior
management. These issues made some teachers want to quit and find something less
stressful.

In a national study of agricultural educators, Franklin and Molina (2012)
determined that only 15% of preservice agricultural teachers actually choose to remain in
teaching after their student teaching experience. Of those teachers that stay, many of
them leave after their first year. Franklin and Molina found that participants cited lack of
induction support led to teacher attrition. They stated that several agriculture teachers
only received instructional and work management support from other colleagues who
were just as busy and overwhelmed as they were.

Work intensification. In Ballet and Kelchtermans’ (2009) exploratory case
study, teachers indicated that there are numerous sources of intensification in schools.
They stated that although the exact source of particular demands can be ambiguous at
times, they nevertheless feel compelled to execute them promptly. For example, teachers
cited meaningless administrative duties as a contributor to the feeling of intensification at
work (Ballet & Kelchtermans, 2009). Administrative duties include paperwork related to

student grading, emails, phone calls, and meetings.
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Workload intensification is a term becoming more and more common in
education literature. Sugden’s (2010) phenomenological study of intensification for
Canadian teachers discussed the increase of non-teaching roles. Sugden pointed out that
“because of increasing workload, many teachers are faced with basically four choices:
taking on the additional responsibilities, teaching part-time, choosing to resign from the
profession, or retiring early” (p. 3). This intensification is adding new levels of stress to
already over-burdened teachers.

Gaulton (2008) described the intensification of the school environment in Britain
as being similar to schools worldwide. The study depicted the experiences of teachers
everywhere feeling additional pressure due to the expectation to incorporate technology
into their classrooms and the globalization of the economy. Gaulton (2008) stated:

The contemporary world is one in which young people are less and less inclined

to be simply at the receiving end of a delivered curriculum. Yet, for governments,

the solution seems to lie in greater containment, stricter testing regimes, and ever
increasing pressure on teachers to “raise standards,” leading to what is described

as “intensification.” (p. 40)

Students are accustomed to being engaged with the curriculum through technology,
which challenges educators to maintain rigor and creativity. These pressures may add to
the intensification of teaching. Keogh, Garvis, Pendergast, and Diamond (2012) studied
16 first-year teachers and their strategies for coping with the intensification of teaching.
Participants in this study discussed society’s higher expectations for teachers but lower
respect for teachers overall. They also cited the increased accountability pressure they

experience, constant change in teaching pedagogy and curriculum demands, as well as
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the increased demand for technology training and diversity of student needs in the
classroom.

Multitasking. Teacher work has increased in complexity and intensity. Brante
(2009) studied teachers’ use of multitasking to accommodate the work increase. Brante
termed “synchronous work,” to determine how the change in the work demands of
teachers affects their work satisfaction. Brante described how the pace of the workplace
has changed and a more fluid organization is driving the frantic pace of activity in
schools today. “[It] seems to make people feel disoriented and gives them the sense that
everything is meaningless, worthless, and useless” (Brante, 2009, p. 430). Brante
described the intermittent work of teachers, and stated that time issues can be a hindrance
on teachers’ work or it could provide opportunities for improved student success.

Jones (2012) found that beginning teachers have difficulty juggling the
responsibilities of learning how to balance engaging learning with the demands of lesson
planning, fire drills, grading, and administrative tasks involved with budget and
accountability. Jones described feeling overwhelmed, burdened, stressed and on the verge
of burnout in his first year teaching. Jones stated, “With so much to think about and plan
for, how can a rookie teacher be expected to succeed?” (p. 75).

New Teacher Assimilation

First-year teachers experience a variety of new situations at work, for which they
may need support from colleagues. Connelly (2012) conducted a study about the
experiences of new elementary teachers’ assimilation into a new school environment. The
study reported that teachers leave because they have limited time and resources, and

minimal administrative support to assimilate to their job. Teacher attrition patterns show
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that if a teacher can persevere throughout her first five years, she will likely make a
career of teaching (Liu, 2006). Howard (2008) conducted a study to determine how
mentoring affected new teachers and whether it reduced burnout in new teachers. The
study found that retaining qualified teachers was difficult for school systems across the
nation due to teacher burnout. In the pretest-posttest experimental research design,
Howard found that mentoring significantly decreased the burnout levels of new teachers,
while teachers who received no mentoring showed a significant increase. This
demonstrates the need for induction programs to support beginning teachers. Howard
stated that teachers struggle to meet the competing demands of accountability ratings, as
well as fulfilling the roles of parent, counselor, nurse, and teacher.

School administrators often unintentionally “haze” new teachers according to Fry
(2010). Fry noted that institutional practices and policies tend to lean toward favoring
veteran teachers in regards to room assignments, furniture, assignment of special needs
students and older, ragged textbooks. This leads teachers to feel unappreciated and de-
valued.

Work-Related Stress

In a study examining teachers’ job satisfaction related to stress, Watson, Harper,
Ratliff, and Singleton (2010) found that teachers’ perceived stress and holistic wellness
positively correlated with their level of job satisfaction. Therefore, research shows that
teachers who experience job related stress tend to have less job satisfaction and that can
leave to teacher burnout and attrition. Work stress, according to Watson et al. is also
found to be related to increased teacher absenteeism, burnout, and symptoms of

depression, anxiety, and psychological distress.
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Worthy (2005) stated that because of the excessive expectations placed on
teachers, they are experiencing job-related stress that detracts from optimal job
performance and leads to teachers leaving the profession prematurely. Teachers today are
working longer hours, they are taking more work home, and they are neglecting their own
personal needs, such as time with family (Ullrich, 2010). The increased amount of work
required at school can be overwhelming to a novice teacher and leads to stress, early
burnout, and changing careers.

Aris (2009) found in a study of primary teachers and early childhood educators,
that the incidences of Burnout Syndrome were becoming more and more common.
Burnout Syndrome, described by New York psychologist Herbert Freudenberger (1974)
is a set of physical and psychological symptoms experienced by educators, such as a
perceived state of exhaustion, from working long hours at high stress levels. Aris stated,
“In a few short years, a new teacher full of hopes can become frustrated and perplexed
about the role he or she should take on” (p. 832). Teachers feeling worn out and
overworked may leave the profession prematurely. Districts experience difficulty
retaining secondary science teachers due to the isolation they feel at work. In Pirkle’s
(2011) research on science teacher retention, she found that science teachers quit because
of increased accountability measures, higher demands for laboratory safety and learning
guidelines, and feeling a lack of involvement with the other faculty.

Special education teachers also report feeling symptoms of burnout due to
excessive paperwork and non-teaching tasks required. Vannest et al. (2009) found that
special education teachers only teach for a little part of their workday. This is due to the

large amount of paperwork that is required as part of special education laws for
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accountability. They articulated goals of increasing their amount of time teaching and
decreasing the amount of paperwork.

Slaughter’s phenomenological study (2011) with seven former teachers regarding
their experiences on the job found their reasons for leaving were cited as low morale, job
related stress, and burnout. Other factors for burnout in similar studies were the amount
of paperwork and other roles aside from teaching (Ingersoll, 2006). Ingersoll’s (2006)
study investigated ways Maslow’s Hierarchy of Needs played into teachers’
dissatisfaction with their career. The study found that when teachers’ primary needs are
not being met at their workplace, they become disheartened and unmotivated, and
eventually they leave the profession.

Teacher Self-Efficacy

Blackburn and Robinson (2008) admitted that teachers leaving the field early is
becoming a growing problem. Their study was a descriptive-correlational study on
teachers’ self-efficacy and how it related to their remaining in or leaving the profession,
and their overall job satisfaction. Teachers’ self-efficacy, according to Blackburn and
Robinson is “the teacher’s belief in his or her own capability to organize and execute
courses of action required to successfully accomplish a specific teaching task in a
particular context” (p. 2). This study and other studies cited within it suggest that
teachers, who demonstrate a higher self-efficacy, tend to remain in the profession, and
those with lower self-efficacy leave early. Experiences of frustration, incompetence, and
failure, were cited as reasons teachers may have a lower self-efficacy.

In their longitudinal study of beginning teachers Lam and Yan (2011), identified

four typologies that define the motivations for entering the profession and factors for
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either staying or leaving. The two categories for motivation were idealistic and
pragmatic. Idealistic teachers have an intrinsic motivation and find teaching students
meaningful. Pragmatic teachers cite the external motivations of salary, holidays, and
status. The factors for choosing whether to remain in the field were teachers finding the
school environment either suitable or unsuitable. Reasons teachers felt their school
environment was unsuitable were heavy workloads, tedious administrative work, and
managerial pressures.

Other research regarding self-efficacy and its impact on novice teacher
performance indicates that beginning teachers’ experiences of induction can help improve
their self-efficacy. Helms-Lorenz et al. (2011) studied beginning teachers in The
Netherlands to find out about the relationship between perceived stress and self-efficacy.
The results of their study indicated that stress causes, such as feeling overworked and
unsupported, had a direct correlation to stress outcomes, such as disillusionment and
dissatisfaction with teaching. “The premise behind our proposed conceptual model is that
the context in which beginning teachers work, affects their psychological processes and,
thus, their perceived stress and perceived self-efficacy” (Borman & Dowling, 2008, p.
368). Therefore, teachers who felt unsupported at work reported lower self-efficacies.

Ritchie, Tobin, Hudson, Wolff-Michael, and Mergard (2011) studied how new
teachers responded emotionally to their experiences at work. The researchers found that,
“For a new teacher, the reason why satisfaction in teaching is a positive emotional
experience is because this would align with the teacher’s expectations associated with
successful teaching,” (p. 748). However, Richie et al. stated that when a teacher

experiences negative emotions on the job, such as anger or fear and sadness, they may
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feel that teaching is not the career for them because it doesn’t align with what they
perceived the profession to be like.
Balancing Work and Personal Life

Sonnentag and Zijlstra (2006) found that with increasing demands at work and
longer work hours, teachers need time away from work for relaxation. Their research
explained that when one has a very demanding career, recovery time spent away is
crucial for continued success and satisfaction at work. New teachers often take work
home such as papers to grade or lessons to plan and therefore they are not getting that
critical rest time to unwind from work responsibilities. Add to that their family
responsibilities and it is easy to understand how new teachers may burnout quickly and
want to leave teaching.

A teachers’ health and well-being may also be affected when they are working in
high-stress professions. A study conducted by Cladellas and Costello (2011) analyzed the
effect that time management and hours at work had on perceived health and stress
symptoms. Their findings indicated that teachers who have a lighter work schedule and
thus can balance their work life and personal life have less perceived health and stress
symptoms.

In a British study, Morgan, Ludlow, Kitching, O’Leary, and Clarke (2010) studied
what types of experiences cause teachers to remain in a profession, which is considered
stressful and difficult. Morgan et al. found that factors such as teacher self-efficacy and
commitment could deter them from being a teacher. The major influence that supported
teachers’ commitment to teaching were the positive emotional feelings teachers’ had

when students were successful in class, or they perceived their work as being helpful or
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making a difference. Negative experiences, such as job stressors can affect a teachers’
perceived satisfaction at work.

Strayton (2009) investigated the renewal processes of teachers used to combat
work intensification and burnout. Strayton proposed that teachers who do not engage in
renewal processes could disengage in their work and student learning outcomes could
suffer. Strayton stated that finding ways to sustain teachers’ well-being and commitment
to teaching is imperative to reverse the trend of teacher stress and burnout.

Summary of Review of the Literature

This body of literature validates the need for an investigation into how teachers
are using their time at school and how administrators may better support them to do their
work and to prevent teacher stress and early attrition. Clearly, there is a trend of workload
intensification occurring locally and abroad in the education field. Causes for this
intensification stem from policies related to NCLB (2002) but also from pressure for
graduates competing for jobs on a wide reaching level. Novice teachers are entering their
profession already feeling pressure and feeling overwhelmed with the scope and capacity
of what being a teacher means. The lack of trust demonstrated through policies put forth
from school administration leaves teachers feeling unappreciated, resentful, and
unmotivated to continue in the profession.

Implications

Understanding the problems related to beginning teachers’ use of time will help

teacher preparation programs and school district administrators implement effective

induction programs aimed at retaining teachers in the profession. Determining which
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activities take up beginning teachers’ time at work may assist policy makers in the district
with providing supports that promote teaching and learning outcomes.

Research into this area may also implicate a need for change in the district’s
expectations for teachers’ workload and time. For example, if the study demonstrates that
teachers’ workload is interfering with student learning, this problem could be addressed
by implementing a workshop for administrators and teachers to discuss ways to reduce
tasks, which remove time from the teachers’ instructional day. This professional
development workshop could demonstrate ways administrators may reduce the amount of
unnecessary or redundant work tasks. In addition, including a component in the workshop
discussing time management, prioritizing tasks and collaboration could assist teachers of
various experience levels with handling their work more efficiently.

The proposed project is a workshop for teachers and administrators to address
areas where new teachers need support. This workshop would be professional
development training for teachers and administrators in the study site. The presentation
would be focused on a power point presentation, which outlines the findings of the study
and includes important content correlated with the literature that will address the findings
of the study, such as time management strategies and ways in which administrators may
support new teachers.

The project would take place over the course of three days to allow for focus on
the needs of beginning teachers, and an opportunity to share the findings of the study
with administrators and recommend strategies to improve teacher induction practices. .
Each day’s training would last three hours and would be presented at the district Learning

Annex. All beginning teachers and administrators in the study site would be invited to
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participate in the training. The presentation would allow for interaction and dialogue
between teachers and administrators focused on the findings of the study. Evaluation of
the plan would include follow-up sessions with the participants in monthly “learning
community” groups which could provide ongoing opportunities to “check-in” and ensure
learning transfer for both teachers and administration in a more relaxed and collegial
setting.

Summary

Despite first-year teachers entering the profession with passion and excitement in
the beginning of their career, the burdens of learning the practice, a heavy workload, and
the expectation to meet the same demands as veteran teachers, leads to burnout and
teacher attrition. The problem is that new teachers’ time is limited and the scope of their
job continues to grow, without anything being removed. There is more work for teachers
to do, than ever before.

Section 1 outlined the local problem to be studied, which is beginning teachers’
experience with teaching and time management. It described the rationale, special terms
used in this study, significance of the problem, guiding research questions and a thorough
review of the current literature related to the problem. The implications of the study were
also discussed.

Section 2 outlines the research design for this doctoral project study. The research
design to study the problem was determined based on the research questions, and which
methods would best address those questions. Data determining what activities comprise

new teachers' time at work and the impact of induction supports on teacher perspectives
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was gathered using data from various sources (Lodico et al., 2010). Section 2 also
summarizes the data collection criteria and tools, participants, and data analysis methods.

Section 3 describes my proposed project (Appendix A) and the evaluation plan.
This project was designed to address how beginning teachers can manage issues of time,
such as balancing teaching with other administrative tasks that are part of their job. The
goals of the project are outlined in Section 3.

Section 4 describes my reflections on my research and the proposed project to
address the findings. The research methods, including the strengths and weaknesses are
discussed, as well as implications for further research. In addition, it includes ways in
which this project study affected me as a researcher, practitioner, scholar, and project

developer.
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Section 2: The Methodology

Introduction

This study used a qualitative case study design to examine the experiences and
perceptions of first- and second-year public school teachers and how they balanced
teaching and other job duties. Case study is one of the most common qualitative
approaches, and is used to document an individual's or group's experience within a
limited setting (Lodico et al., 2010).1 selected this method because it was especially
appropriate for documenting and analyzing beginning teachers' experiences and
perceptions, and how they manage their day-to-day responsibilities, as suggested by
Hancock and Algozzine (2011).

The findings of this study will directly influence the policy and procedures of the
study site and Project Invest (PI). A case study was the most appropriate research design
for this project due to the nature of the research questions being explored. Yin (2009)
described three criteria, which guide the selection of a research design: a) the research
question, (b) the research focus, and c¢) the extent of researcher control. The research
questions explore the perceptions of beginning teachers on how they manage their time,
and what areas of support they experience or lack in the workplace.

A program evaluation design was also considered to investigate the problem.
Evaluating the PI program in the study site would have provided the local school
administrators with valuable data about how to support novice teachers more effectively.
However, exploring this phenomenon through the lens of the PI constraints may not have
fully highlighted the stressors and work issues that lead to early teacher attrition, since

only first-year teachers are included in PI. Therefore, since teachers within their first
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three years of teaching are leaving the profession, it would benefit PI to mentor teachers
through the first three years in order to be most effective. Using a program evaluation
design would have narrowed the scope of information obtained and been unsuccessful at
answering the guided research questions for this study, which are focused on how
teachers use their time and what supports they need to be better at their job.

A case study design was chosen for this project study. There are advantages to
using case study research over other methods of research design, such as the program
evaluation design. Case studies allow the researcher to gather data that create a
comprehensive picture of what is occurring in the research setting over time. One
disadvantage of conducting a case study is just that, it takes time. Another disadvantage is
that the results of the study do not lend themselves to generalization; however, they can
be used to inform future studies about the topic (Hancock & Algozzine, 2011).

Participants

Beginning teachers are the best source from which the guided questions can be
answered. They are considered the “key participants in the situation whose knowledge
and opinions may provide important insights regarding the research questions” (Hancock
& Algozzine, 2011, p. 44). A purposeful convenience sample of the population of first
and second year teachers working in the study site was used to observe the central
phenomenon, as suggested by Creswell (2012), and to collect data. The participants that I
invited were 15 first and second year teachers and six administrators from various
schools in XYZ School District. The recruitment process began with my contacting the
human resources department of XYZ School District and requesting a list of possible

participants who met the criteria of being a first or second year teacher in elementary,
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middle school, or high school. I requested teachers’ names, work email addresses, and
campus locations for contact purposes. Additionally, I requested contact information for
six principals. My intention was to interview two administrators to gain insight into the
perspectives of personnel outside of the classroom. The reason for using only a small
sample for the study is to develop a deeper inquiry into the problem.
Gaining Access to Participants

I had direct access to the study site due to being a faculty member in XYZ School
District. Prior to beginning recruitment, I had already discussed the possibility of this
project with district personnel, including the director of PI. Although [ am a member of
the district faculty, I did not personally know any of the participants in this study, which
assisted me with remaining an unbiased, impartial researcher of this problem. I
introduced myself to potential participants as a colleague and as a researcher so as to
make them more comfortable, in hopes that they would be forthcoming with responses
and honest throughout the study. To establish a researcher-participant working
relationship, I had a conversation by phone with each participant after consents were
returned via mail or email. During this conversation, I introduced myself, explained my
role as the researcher, reminded the participant about the purpose of the research, and
explained that their cooperation was appreciated. The phone conversation also permitted
participants to ask questions about the study and get to know me before the study began.
Before beginning this research, I gained approval through the Institutional Review
Boards (IRBs) of the study site and Walden University. The IRB approval number for

this study was 11-19-13-0263307.
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Scheduling of interviews was done via email and/or telephone. My preference
was to conduct the interviews at the teachers’ campuses, but I also explained that we
could conduct the interview in another place, if the participants were more comfortable
with this. All participants chose to conduct the interviews in their classrooms. Interviews
were scheduled via email or telephone at a date and time convenient to each participant.
The questionnaires and time diaries were emailed to participants once their consents were
obtained. Participants were asked to return the completed questionnaires via email within
one week. I also requested that the time diaries be returned by the second week.

Ethical Protection of Participants

I presented participants with an invitation letter (Appendix B) which explained
the purpose of the research and delineated their rights during the study, including the
protection of their identity. Each participant was also presented with an informed consent
form (Appendix C) that explained the purpose of the research and that participation was
voluntary. The advantages and disadvantages of participation were delineated on this
form. Protections from harm were delineated on this form as well. All participants were
asked to sign informed consent forms prior to any data collection. The consent forms
explained to participants that their privacy and confidentiality would be protected
because participants' names will be replaced with pseudonyms in the study report, and
that they could leave the study for any reason. All data collected were kept locked in a
secure cabinet at my home office. This study began in December of 2013.

Data Collection
Creswell (2012) outlined five interrelated steps that a researcher should follow in

qualitative data collection. Those steps are:



31

1. Decide whom the participants should be and which site will be studied, then
begin a sampling method that is appropriate for your study and your research
questions.

2. Gain access to the participants and obtain written permissions.

3. Think about what types of information will best answer the research
questions.

4. Design data collection protocols or instruments.

5. Conduct the data collection with consideration of ethical issues, which may
happen. (p. 178)

Using research protocols ensures that the researcher maintains a structure for
interviews and observations and provides a detailed record to analyze later (Creswell,
2012). The data collected answered the research questions for the study by addressing the
experiences of new teachers and how they use their time at work. The methods of data
collection that I used were open-ended questionnaires, interviews with participants and
administrators, and time diaries. These types of data are primary sources of data
collection common to qualitative research (Creswell, 2012). I emailed the open-ended
questionnaires to each teacher participant first with a request to have them returned
within one week. After review of each participant’s responses, the interview protocols
were adjusted depending on their responses to the questions. The interviews were
conducted within the second and third weeks. I interviewed each of the five teachers and
two administrators for no longer than one hour each, so as to develop a deeper inquiry
into the problem in the study site. The teacher participants logged in their time diaries for

one full week and submitted them via mail or email in the third week.
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To ensure the reliability and validity of subsequent research findings, I maintained
a chain of evidence as recommended by Yin (2009, p. 122) by saving and documenting
all data collected. I maintained a physical and electronic copy of all interview transcripts
and field notes and scanned time diaries for this study. The chain of evidence assists with
demonstrating the trustworthiness of the research. The data were collected and will be
maintained on a computer hard-drive, external flash drive, and in a locked file cabinet for
a five-year period (Walden IRB Application, 2010).

Data Tracking

Data tracking began with creating a checklist in the research log for each
participant. It included the date of initial contact, receipt of consent form, date the
questionnaire and time diary were emailed, and dates the transcription was sent and
received back after member checks. Following the steps outlined in the IRB data
collection process helped me stay on track.

One principle put forth by Yin (2009) is to create a system to organize the data
collected. This includes determining a filing system and a user-friendly system for
retrieving data for analysis. In addition, personal notations were recorded on interview
transcripts, scanned into a computer file, and saved electronically. Interviews were
transcribed into a Microsoft Word document for detailed analysis. Maintaining a
reflective journal assisted me with recording personal notations, observations, or insights
into the guiding questions and the data collected throughout the study. Cataloguing the
data in the database also helped me explore relationships and patterns in the data.

Large, manila envelopes for each participant helped me keep each individual’s

consent form, questionnaire, transcript, time diary, and field notes organized and
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confidential. Data collected electronically were stored on my password-protected
computer in my home office. Data were stored in an electronic folder created for data
analysis and transcripts.

Using multiple sources of evidence provided me with a wealth of information
from which understanding and meaning were derived. I strengthened the validity of the
study, by including more than one beginning teacher’s perceptions of their use of time
and teaching. In addition, administrators’ perceptions were analyzed to determine how
beginning teachers in the study site were managing their time.

Open-Ended Questionnaires

The use of open-ended questionnaires is helpful to collect data to support theories
found in the literature (Creswell, 2012). The choice to use open-ended questionnaires was
so that “the participants can best voice their experiences unconstrained by any
perspectives of the researcher or past research findings,” (Creswell, 2012, p. 218). The
questionnaire protocol is outlined in Appendix D. Once the participants had given
permission, they completed the questionnaire and returned it during data collection. The
information gleaned from the questionnaires guided the interview focus. Using open-
ended questionnaires provided data that answered questions about what new teachers
perceive to be obstacles affecting their time at work, what prior experiences they believe
have or would have helped them do their jobs more efficiently, and what kinds of
supports they feel they need at work.

Semi-structured Interviews
I used a teacher interview protocol (Appendix E) and an administrator interview

protocol (Appendix F) to assist me with conducting the semi-structured interviews with
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each participant. The protocol included the purpose of the study, a place to record the
date and background information on the interviewee, and the preliminary questions to be
used in the interview (Siegel, 2012). Lodico et al. (2010) stated that the interview
structure should be flexible, allowing for additional questions depending on the response
to the previous question. Individual participants' questionnaire responses guided the
selection of interview questions and more questions were added as the interview
progressed. The questions allowed participants to describe their perceptions about their
experiences with teaching and time management. During the interview, the teachers were
encouraged to reflect on their experiences and answer freely. The interviews focused on
the perceptions of beginning teachers in relation to factors which aide them at performing
their duties and the perceived barriers to being successful in their practice. Follow up
questions were asked to clarify understanding of the teachers’ experiences and allow for
elaboration on what teachers need in order to be successful at work.

Each interview was digitally recorded and then transcribed directly afterward.
Member checks were conducted with each participant to review the transcripts, and
changes, if requested, would have been made to the transcription. No participants
requested changes to the transcriptions.

Time Diaries

During the course of data collection, each participant maintained a time diary for
one week. In the diary, they logged tasks they performed during their workday and how
much time they spent on each task. The time diary protocol is outlined in Appendix G.
Yin (2009) stated that the use of diaries is an excellent way to corroborate the evidence

collected in a study. These diaries provided me with a closer, detailed look at the teaching
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versus non-teaching tasks that teachers do and permitted me to ascribe numerical values
to the time they spent on the different aspects of their work. Time diaries were a tool that
provided quantitative data to support the responses to the interviews and questionnaires.
The Role of the Researcher

My current role in the study site is a fifth grade teacher. I have no working or
personal relationship with any of the participants in the study. Although I work within the
study site, [ wanted to conduct this study about the experiences of new teachers and their
use of time at school, to understand on a deeper level. In order to maintain objectivity and
be aware of my own personal biases, I reflected upon my own feelings and identified my
own beliefs about the topic of the study. I recognized that I needed to remain open
minded about the data collected and remain objective regarding the data analysis.

Data Analysis

Data are interpreted and summarized as an ongoing reflective process, in case
study research (Hancock & Algozzine, 2011). I examined the data with the research
questions in mind at all times. “Each new piece of information should be examined in
light of these fundamental questions,” (Hancock & Algozzine, 2011, p. 62). As the data
collection was ongoing, new information gathered enhanced my understanding of the
problem and developed my analysis of the data. According to Creswell (1998) in an
exploratory case study, data analysis should be conducted using detailed description,
categorical analysis, interpretation, finding patterns in the data to establish a pattern, and

the development of natural generalizations or conclusions.
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Manual Analysis

I chose to analyze the data by hand rather than using a software program.
Creswell (2012) recommends hand analysis when the database is small and when the
researcher wants to work closely with the data. According to Yin (2014) most case
studies are difficult to fully analyze using computer assisted tools, and therefore rely
heavily on the researcher to use iterative thinking and personal analysis to understand
what the data means. Therefore, I chose to construct my own databases to organize the
data, and then developed codes based on my initial observations of the data. All data
collected were entered into the electronic database I created. Data were organized and
sorted, and coded thematically and categorically. I entered all data into tables created in
Microsoft Word. First, I completed an initial reading of each piece of data, as
recommended by Creswell (2012), just to get a sense of the information as a whole. I
wrote notes on each document about my initial summary.

To organize the participant data and record emerging understandings of the
questionnaires and time diaries, I used tables created in Microsoft Word. The first table
organized the questionnaire responses side by side and allowed me to use the constant
comparative method (Strauss & Corbin, 1990). The second table organized the codes
from the time diaries and described how many minutes each participant spent on each
type of activity in the week. This helped determine the percentage of time teachers spent
on various types of activities. The third table recorded the number of hours each person
worked in a day as recorded on the time diary. To analyze interview responses, each

interview was transcribed, summarized, and analyzed for themes and patterns. Then
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examining the data with the research questions in mind, I began by reviewing the data as
a whole to get a sense of what themes or patterns may emerge.
Coding

As I read the interviews, questionnaire responses, and time diaries, I color coded
words or phrases based on the category identified. I read identifying themes such as
ordinary themes, unexpected themes, hard to classify themes that did not fit into just one
category, and major themes. The differentiation of color made grouping ideas and
analysis easier for reporting purposes. After all data were entered into the tables, I used
color codes to identify emerging themes and patterns. I looked for themes such as barriers
to teaching, time-robbers, support structures provided, time management methods, and
support structures needed. I grouped findings according to similarities. Lastly, I
summarized the overall themes and ideas emerging to determine the ways beginning
teachers use their time, what barriers exist, time management methods they use, and
supports they experience at work.
Accuracy and Credibility of the Findings

Considering my own biases as a researcher was integral to validating the findings
in the study. Creswell (2012) recommended identifying the researchers’ role in the
research and being self-reflective of how he or she interprets the findings. Therefore,
triangulation of data helped demonstrate validity of the data collected. Triangulation is
the process of finding similarities among the evidence from various sources such as
different participants, or different methods of data collection (Creswell, 2012). I used
member checks to validate the credibility of the data reported and ensure an accurate

accounting of the interview data recorded. In this case, the use of different types of data
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collected, and various sources such as teachers and administrators ensured accuracy and
credibility and promoted trustworthiness of the findings.

Discrepant or differing cases found in the data are information or themes that
seem to contradict the overall findings of the researcher. All discrepant data were
included in the findings so that the true overall picture of the case was represented. This
information will provide stakeholders an honest accounting of how beginning teachers
are using their time and ultimately will guide their possible decision-making process in
the future.

In qualitative design, the researcher is not required to demonstrate external
validity because the findings are not intended for generalizability (Merriam, 2009). The
research findings are applicable only to similar persons in similar situations; therefore,
the techniques for validating and establishing trustworthiness of the findings are
appropriate in this study.

Assumptions, Limitations and Scope of the Study
Assumptions
1. Participants were forthcoming with their information during interviews and on
questionnaires.
2. Participants’ perceptions and responses were representative of beginning teachers
across the district.
3. Participants accurately maintained their time diaries to reflect the actual work

done.
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Limitations

Limitations are the factors in a study that could affect the outcomes and are not
within the researcher's control, such as unexpected occurrences (Hancock & Algozzine,
2011). In this case study, the research sample was limited to beginning elementary
teachers in their first or second year teaching and elementary administrators in one school
district. Also, the data collection period was limited to four weeks and was analyzed by
only one person. Consequently, there are risks to the credibility, validity, transferability,
and trustworthiness of the findings. Methods to address these concerns were addressed in
the section titled Accuracy and Credibility of the Findings.
Scope of the Study

The time use of first and second year teachers in the study site is the scope of this
single case study. It also includes the perceptions of administrators regarding the
experiences of beginning teachers. There were no attempts to describe teaching practices,
learning activities, course objectives, or learning outcomes.

Findings

The participants for this study were three first-year teachers, two second-year
teachers, and two administrators in the study site. Four out of five teacher participants
attended the mandatory five-day professional development required by PI for all new
hires. Karen said she was only required to attend a two-day training. All of the teachers
and administrators participating in the study work in the elementary setting within the

study site. Table 1 displays the participants’ profiles.
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Table 1

Participant Profiles of Experience, Gender, and Current Position

Participant Teaching Gender Current

Pseudonym Experience Position

Melissa 0 years Female Pre-Kinder

Joan 0 years Female Kindergarten

Karen 1 year Female 3"Grade
Sharon 1 years Female Kindergarten

Tom 0 years Male 4™ Grade

Linda 20 years Female Assistant Principal

Sarah 8 years Female Assistant Principal

Melissa is currently a first-year teacher. She teaches two pre-kindergarten classes.
Previously, Melissa was a resource aid for five years. She was assigned a mentor before
the first day of school during the new teacher orientation. Melissa meets with her mentor
once every other month to discuss her progress, questions, or problems she experiences at
work. She usually works 11-12 hours per day.

Joan is currently a first-year teacher. She was originally certified to teach in
another state and is completing alternative certification to teach in Texas. She teaches
kindergarten. She was assigned a mentor before the first day of school, however within a
few weeks she said she became overwhelmed with the hours they spent meeting. She was
assigned two new mentors. She meets with her mentors weekly to receive assistance with

questions about paperwork or methods to assist her students. She often comes to work
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early and leaves late, spending about 45-50 hours a week at work. She commented that
for the first several weeks of school she left work around 7 o’clock each night. She said
she was quickly becoming burned out.

Karen is currently a second year teacher. She teaches third grade math and
science. In her first year teaching in this district, she had a mentor whom she met with
weekly for reflection and assistance with lesson planning and classroom management
concerns. This year she no longer has a mentor, although she believes it would have been
beneficial. She spends about 10-12 hours a day at work.

Sharon is currently a second year teacher and she teaches kindergarten. Her first
year teaching was not within the study site. She left her previous school due to what she
perceived to be a disorganized school system. Although it is her first year within the
study site, she does not have a mentor and states that she seeks the support of her
colleagues when she needs help. She works about 8-9 hours a day but feels as though she
should be spending more time at work or taking more work home.

Tom is currently a first-year teacher. He formerly worked was as a social worker
in another country and is completing alternative certification. He teaches fourth grade
math and science. Tom has a mentor and he meets with her once a week for assistance
with lesson planning and classroom management. He said he often leans on his teaching
partner and other fourth grade teammates for help. He goes to them with questions about
paperwork and administrative tasks, or lesson preparation questions. He stated he feels as
though he uses his time wisely, but is always working to be more efficient. He works

about 10-12 hours a day and takes home papers to grade each week.
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Linda is currently an Assistant Principal (AP) working in the study site. She was
formerly a principal and moved to the district from another state 5 years ago. She taught
fourth grade at one campus, then served two years as an AP at a second campus, and now
works at a new campus. This year there are four first and second year teachers working at
her school. She feels it is important for all new teachers to be proactive and seek help
when they need it.

Sarah is currently an AP working in the study site. She taught fourth grade for 3
years at another campus and was promoted to AP last spring. She now works at a new
campus. There is only one new teacher at her campus this year. Sarah believes that no
teacher can be completely prepared to do their job until they actually enter the classroom
and get some experience.

Finding Themes

The process of analysis required lengthy, tedious work. Once the data were
collected, they were entered into the various databases in order to be analyzed and coded
thematically and categorically. Initially I would read the entire piece of data one time and
record my first observations and analyses.

In order to determine emerging patterns or themes, I first examined the
questionnaire responses of the participants. I entered the responses into a database that
allowed me to view each participant’s data side by side. Then I reviewed the data set for
repeating words, phrases, or ideas and highlighted those using different colors. As
patterns emerged, I tried to put similar ideas or codes into a broader category.

The interviews were audio taped and immediately transcribed into a Microsoft

Word document, and saved electronically on my computer. After member checks were
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complete, they were printed and each transcript was read through several times along
with the researcher field notes. Again, I reviewed the transcripts, highlighting repeating
words and phrases in the same colors as the questionnaires and grouped similar themes
into a broader category.

After looking at the data on the time diaries, I totaled the number of hours or
minutes spent on each task, such as teaching students, lesson planning, administrative
duties, grading papers, and other various codes. I also noted the frequency of each code
recorded on the time diary. Then I entered the hours and minutes as well as the frequency
for each code into the database. Then I totaled the number of hours each participant
worked per day, as indicated on the time diaries, and entered that data into another
database for comparison between participants. Additionally I used the recorded hours
spent on each activity to determine what percentage of time was spent on the various
activities in one week. This data provided a quantitative component to inform my
analysis regarding the actual amount of time spent on each activity at work.

To develop emerging themes and patterns from the data analysis, all data were
read several times. The codes analyzed were teaching students, lesson planning, parent
communication, administrative work, grading, email, meetings, student behavior, work
duties, and conferences. Some participants included additional codes of their own such as
lunch, travel, mentee meetings, and Response to Intervention (RTI) paperwork. This
process summarized and categorized the responses to the questionnaires, the comments
made by participants during the interviews, and the time diary notations. The interview
transcripts provided the basis for the codes and notations were made about how

beginning teachers are using their time, support structures that are helpful, barriers to



being effective, time management, and time robbers. The following categories were
identified below:
1. Classroom Work
2. Administrative Work
3. Mentee Work
4. Extracurricular Duties
5. Time Robbers
7. Desired Administrative Support
8. Organization and Time management Methods
9. Teacher Preparation
10. Mentor Support
After the patterns emerged within the coding, the related themes were grouped
under a broader category. Thus, several themes were created and used to identify how
beginning teachers are using their time at work, as well as the related issues. Table 2

displays the categories and themes created and used in this study.
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Identified Categories and Themes of How Beginning Teachers Use Time at Work

Categories

Themes

Classroom Work

Lesson planning
Emailing

Parent conferences
Grading

Teaching

Administrative Work

Meetings/ training
Paperwork

Mentee Work

Meetings
Observations
Paperwork

Extracurricular Duties

Before/after school duties
Committees
After school clubs/activities

Time Robbers

Paperwork
Meetings
Grading
Student testing

From analysis of the interviews, categories and themes emerged that align with

the themes in the literature review in Section 1. The findings of the research are presented

to correlate with the research questions, which guided this study. The categories and

themes related to the research are discussed below.

Themes on Research Question 1

Research Question (RQ) 1 in this study asks: How do current procedures and

policies affect beginning teachers in being proficient at balancing teaching and time
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management? Questionnaire questions (QQs) 1, 2, 3, and 8 and Interview Questions
(IQs) 1, 2, 3, 7, and 8 addressed Research Question 1:

QQ 1.How do you feel about how you use your time at work?

QQ 2. What kinds of activities do you feel rob you of time at work?

QQ 3. What duties do you perform at work in addition to teaching?

QQ 8. Are there any barriers you perceive at your work that prevent you from
being successful as a new teacher?

IQ 1.Could you please describe your experiences of how you use your time on a
typical day at work?

IQ 2. In what ways do you manage your time and work? (Crotwell, 2011)

IQ 3. How has your experience affected or influenced your workload and time in
this profession (Crotwell, 2011)?

IQ 7. If you had a longer planning time, how would this influence or affect your
workload (Crotwell, 2011)?

IQ 8.How do current procedures and policies affect you in being proficient at
balancing teaching and time management?

Activities that beginning teachers perceive as time robbers. Four out of five
teachers identified at least one or more activity at work that they feel robs them of time to
perform their job. Three teachers indicated that paperwork such as stuffing student
folders with graded papers and school notices either takes time from teaching or requires
the beginning teacher to complete them before or after school. Two teachers described
RTI paperwork and filling out other administrative forms as time robbers as well. Other

activities such as committees, meetings, and trainings were described as activities that rob
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teacher’s time. The average number of hours participants spent on duties other than
teaching are displayed in the following table.

Table 3

Average Number of Hours Participants Spent on Duties other than Teaching

Duties Hours per Week

Committee duties 1
Grading papers 3
Checking email 11
Meetings 6
Miscellaneous work duties 13
Paperwork 2

Duties performed in addition to teaching. All five beginning teachers described
several duties that they perform at work, in addition to teaching. All teachers indicated
that they participate in morning arrival and afternoon dismissal duties each day or week.
Some teachers have a rotating schedule with their grade level team in which they perform
a different duty each week or each day. All participants described having a number of
committee duties such as yearbook, newsletter, or technology committees, which require
additional planned meetings and occasionally create more tasks for the teacher to do on
his or her own time. Four beginning teachers listed lesson planning or lesson preparation
activities as additional duties to be performed outside of instructional time. Table 4
displays the duties performed in addition to teaching and the frequency at which they

occurred, as they indicated in their time diaries.
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Table 4

Duties Performed in Addition to Teaching

Teacher Responses Frequency
Committees 5
Emailing 2
Lesson planning/preparation 5
Arrival/dismissal duty 5
Lunch/recess duty 5
Meetings/professional development 4
Paperwork 5
Parent communication 3
Grading and reporting 2
Weekly student folders 2
Posting student work 1

How beginning teachers manage their time. Each teacher describes a workday
that includes several tasks besides teaching. All five teachers made remarks about how
there is not enough time in the day to perform all the work they have. The following are
some descriptions of the work beginning teachers do and how they manage their time.

Melissa arrives at work at 6:30a.m. and typically leaves around 5:30p.m. She

describes using check-off lists to keep track of the work she needs to do. She stated:
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I use the computer, first and foremost, when I get here. Then I set up calendar,

ideas for the lesson plans for the day, and do morning duty out in the hallway. I’d

say it’s mostly preparatory [tasks] for the day of work.

When asked what she does between dismissal and 5:30p.m. when she leaves, she stated,
“I’m amazed at the meetings required. I do the multicultural committee, the Heart of
XYZ committee, and team meetings which encompasses kinder this year, more so
because it’s my first year.” Having routines established, following time frames on the
lesson plans, and checking the clock are ways in which Melissa explained how she stays
on track.

Joan feels like she uses her time very well despite her perception that there is not
enough time to finish her work each day. She arrives at 6:30a.m. and leaves around
5:30p.m. She said:

I feel like I'm always doing something, like I never have time off. And even for

my 15 minute lunch period I’'m doing something. Especially because I am doing

Intervention Support Team (IST) paperwork for four kids and that is a lot of

paperwork! But besides that, I feel like I utilize my time really well.

Karen described having only a little time during the day to check email or do
work besides teaching. She uses her planning time and lunch time to make copies or
prepare for lessons. She explained how she struggles with time management:

I feel like in school they didn’t teach a lot of that aspect. And when you actually

get into the real world of teaching you kind of realize, oh well this is something

that I didn’t really have a lot of practice with! I feel this being my second year
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though; I’'m a little better than I was last year so hopefully it will incrementally

get better as I go through the process.

She also described feeling overwhelmed and rushed, at work.

I think it’s just that there’s so much to do and you can never be ahead or on track.

So, it’s like a constant circle where I feel like I'm always trying to keep my head

just above water so that I’'m in compliance with everything.

Sharon stated that she feels she could be more organized. She feels as though she
gets distracted talking to other teachers during her planning period and she does not
utilize any strategies for managing her time. She arrives at work at 7:30a.m. and typically
leaves at 4:00p.m. She said:

When I leave, I leave. I don’t really work on things at home. I feel like work is

where I need to get it done and sometimes I leave with nothing finished so I have

to come in early and start working on it then. Then, I get distracted with talking to
other teachers.
Sharon said that she stays on track by using her calendar, and she tries to start tasks right
after they are assigned or else she will forget about them.

Tom describes his time management as a “work in progress”. He described his
typical day, which includes lesson planning, teaching, administrative tasks, emails, and
meetings. In the open-ended questionnaire, he stated that he uses his time as productively
as he would like. When asked how he manages his time he explained, “I just need to
develop some kind of pattern, some kind of plan. That’s what I need to do for myself. I

need to develop some kind of routine that will allow me to use my time more efficiently.”
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The teachers that participated in this study indicated in their time diaries the
number of hours they work each week. The average number of hours for the teacher
participants in this study was 52 hours a week. The participants’ time diary hours are
displayed in the table below. The average percentage of time participants spent teaching
students was 53% of the week. Six percent of participants’ time was spent in meetings,
15% was spent doing lesson planning and preparation, and 12% was spent doing
administrative and work duties outside of instruction.

Table 5

Participants” Number of Hours Worked in One Week

Name Day 1 Day 2 Day 3 Day 4 Day 5
Melissa 13.5 12 11 11 11
Joan 11.5 11.5 9.5 11.5 10.5
Karen 11 12 10 9 10.5
Sharon 8.5 8.5 10.5 0-absent 8.5
Tom 11.5 10 10.5 10.5 10

Administrators’ views on how beginning teachers manage their time. From
her administrative point of view, Linda, believes beginning teachers have difficulty
juggling the various tasks that are required of them. Both administrators mentioned in
their interviews that new teachers are unaware when they are hired as to the magnitude of

what they will be expected to do when they begin their practice in teaching. Linda stated:
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I don’t think they get the timelines, the deadlines, how much it builds and if you
let it go it just mounts and becomes unrealistic. That seems to be a challenge for
them, to kind of get a rhythm going of how it all works because it’s their first
time.
Linda also believes that the focus of all teachers, whether they are new or not, should be
instruction. She said that meeting the needs of the students and preparing for that first
should be the priority of how they spend their time at school. She said:

One of the things I’ve shared with new teachers is never to assume that

tomorrow’s going to be, you’re never going to have more time because someth