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ABSTRACT

INVESTIGATING THE RELATIONSHIP BETWEEN JOB CRAFTING AND
JOB SATISFACTION AMONG LANGUAGE TEACHERS IN
PRIVATE K-8 SCHOOLS IN SOUTHERN TURKEY

Funda AZNIiK

Master Thesis, Department of English Language Education
Supervisor: Dr. Senem ZAIMOGLU
June 2024, 98 Pages

This study aims to explore the relationship between job crafting and job satisfaction in K8
private schools among English language teachers in southern Turkey.

A total of 114 ELT teachers participated in the study, which utilized a mixed-method
research design that incorporated both quantitative and qualitative approaches. At first, surveys
were used to gather demographic information, utilizing the Job Crafting Scale by Tims and
Bakker (2012), and the Teacher Job Satisfaction Questionnaire by Lester (1997). After the
survey, a series of semi-structured interviews were carried out with a selected group of 10
teachers. The purpose was to further explore their experiences and gain more insightful
information.

The study with the results obtained from quantitative data found that teachers who engaged
in more job-crafting behaviours reported higher levels of job satisfaction regardless of
demographic factors, including age, gender, type of school, employment type, and work
experience. Furthermore, the results were reinforced by qualitative data, which underlined that
teachers who were able to adapt their duties and worked in flexible environments noted higher
levels of job satisfaction. However, successful job crafting was limited by obstacles such as
centralized decision-making processes and standardized lesson plans, especially in chain
private schools.

Overall, the study highlights the significance of creating a supportive environment that
encourages job crafting in order to boost job satisfaction among ELT teachers. It is suggested
that school administrators should actively engage teachers in decision-making processes and

customize professional development programs to address their requirements. Implementing
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these strategic actions can ultimately result in increased teacher satisfaction and improved

educational outcomes for students.

Keywords: K8 private schools, ELT teachers, job crafting, job satisfaction, autonomy,

Southern Turkey.
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TURKIYE’NIN GUNEYINDEKI OZEL K- 8 OKULLARINDAKI DiL
OGRETMENLERININ iS SEKILLENDIRME VE iS$ MEMNUNIYETI
ARASINDAKI ILISKININ INCELENMESI

Funda AZNiK

Yiiksek Lisans Tezi ,ingiliz Dili Egitimi Anabilim Dal
Tez Damsmani: Dr. Ogr. Uyesi Senem ZAIMOGLU
Haziran 2024, 98 Sayfa

Bu galisma, Tiirkiye'nin Giineyindeki K8 6zel okullarinda Ingilizce 6gretmenleri arasinda
is sekillendirme ile is memnuniyeti arasindaki iligkiyi arastirmayi amaglamaktadir. Toplamda
114 ELT Ogretmeni calismaya katilmistir. Calismada hem nicel hem de nitel yaklagimlar
iceren karma yontem arastirma deseni kullamlmustir. Ik olarak, Tims ve Bakker (2012)
tarafindan gelistirilen Is Sekillendirme Olgegi ve Lester (1997) tarafindan gelistirilen
Ogretmen Is Memnuniyeti Anketi kullanilarak demografik bilgileri toplamak igin anketler
uygulanmigstir. Anketlerin ardindan, deneyimlerini daha detayl kesfetmek ve daha i¢cgoriilii
bilgiler elde etmek amaciyla secilen 10 ogretmenle yar1 yapilandirilmis bir dizi goériisme
gerceklestirilmistir.

Nicel verilerden elde edilen sonuclarla yapilan calismada, daha fazla is sekillendirme
davranisinda bulunan 6gretmenlerin, yas, cinsiyet, okul tiirii, istihdam tiirii ve is deneyimi gibi
demografik faktorlerden bagimsiz olarak daha yiiksek i3 memnuniyeti bildirdikleri
bulunmustur. Ayrica, nitel verilerle desteklenen sonuglar, gorevlerini uyarlayabilen ve esnek
ortamlarda calisan 6gretmenlerin daha yiiksek i memnuniyeti diizeylerine sahip olduklarini
vurgulamistir. Ancak, basarili is sekillendirme, 6zellikle zincir 6zel okullarda merkezi karar
alma siirecleri ve standart ders planlari gibi engeller tarafindan sinirlanmistir.

Genel olarak, calisma, ELT Ogretmenleri arasinda is memnuniyetini artirmak igin is
sekillendirmeyi tesvik eden destekleyici bir ortam yaratmanin 6nemini vurgulamaktadir. Okul
yoneticilerinin, 6gretmenleri karar alma siireglerine aktif olarak dahil etmeleri ve mesleki

gelisim programlarini onlarin gereksinimlerine gore Ozellestirmeleri Onerilmektedir. Bu



stratejik eylemleri uygulamak, nihayetinde 6gretmen memnuniyetini artirabilir ve 6grenciler

icin daha iyi egitim sonuglarina yol agabilir.

Anahtar kelimeler: K8 6zel okullar, Ingiliz Dili Egitimi dgretmenleri, is zanaatkarlig1, is

tatmini, 6zerklik, Tiirkiye’nin Giineyi.
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CHAPTER |

1. INTRODUCTION

English language education is a dynamic and constantly evolving field, therefore it has many
requirements for everyone involved in the field of education such as being flexible, staying up
to date, and adaptable. As a result, the field of education has undergone changes in Turkey to
stay current. One of the significant changes was the Anatolian High Schools where most
lessons (Maths, Science, Physics, Biology, etc.) were taught in English (Aksu & Akarsu,1985;
Paykog ,1986). In 1997 the mandatory education was expanded to 8 years and to align with the
standards of the European Union (EU) the starting year of English language education was
lowered to the fourth grade. Due to this, scholars like Biiyiikduman, (2005); Harman, (1999);
Mersinligil, (2002); Zincir, (2006) regarded 1997 changes as an important turning point. In
2013, a new educational model (4 + 4 + 4) was introduced, and this time the starting year for
English was reduced to the second grade. In addition to this, some technical changes such as
integrating technology into teaching and some constructive changes for improving students'
oral skills and competencies, were aimed to modernize and improve the educational system
(Yigitoglu & Akcamete, 2019).

In line with these reforms, the field of English Language Teaching (ELT) has been
continuously evolving globally. The dynamic nature of ELT, coupled with significant
contributions from scholars, has led to innovative teaching methods and practices. For instance,
the introduction of the flipped classroom method by Lage, Platt, and Treglia (2000) aligns with
the reform’s emphasis on integrating technology into education. Furthermore, Tomlinson and
Allan (2000) highlighted the increasing adoption of inclusive practices, while Ellis (2003)
emphasized the widespread usage of task-based learning. Richards and Farrell (2003) also drew
attention to the importance of continuous development for teachers to stay updated and
improve their skills. Additionally, Kumaravadivelu (2006) argued the environment in which
teachers work(socio-political factors ) and the teaching methods the teachers use are related
and this relationship significantly affects the job satisfaction of teachers and their performance.
The aforementioned alterations exemplify the appropriateness and harmony of the
modifications implemented in Turkey, which have successfully kept pace with contemporary

developments.



Recently, in 2019, Bonk and Graham introduced a new educational approach, blended
learning which enabled teachers to combine traditional face-to-face classroom methods with
online digital media. This is a very flexible customization opportunity. Later, Matsuda (2020)
highlighted how important it is to equip students with critical thinking and communication
skills. By using these skills, students can successfully analyse information and make reasoned
judgments, therefore conveying their ideas to each other effectively. This is a great investment
for the student’s future career. All these aforementioned approaches in English Language
Teaching demonstrate the actions being taken by educators toward becoming ready for the
constantly evolving world by 2023. They enhance their job satisfaction by consistently
improving their performance, which ultimately leads to contented students.

Due to the ever-changing landscape of ELT worldwide, including in Turkey, teachers
encounter many new challenges and opportunities in their professional practice, some of which
are difficult to implement. Therefore, Richards and Farrell (2005) highlight the importance of
staying updated with the latest trends for professional development and emphasize the
importance of workshops and training program opportunities. They highlight that a workshop
is a short, focused event designed to provide participants with specific knowledge and skills.
The ongoing trends, such as student-centered and technology-driven approaches, urge teachers
to adapt and grow in their profession to meet the diverse needs of the students and the
requirements of their profession.

Given these new changes, especially in private schools, there are some challenges that
teachers have to encounter that have a great impact on their job satisfaction. They are salary
inequality and excessive workload. Ozdemir (2017) highlights that teachers in private schools
are dissatisfied as a result of lower salaries and limited opportunities for additional paid
activities. They are expected to do many extracurricular activities after school or at the
weekends but are rarely paid. In addition to unpaid extracurricular activities, which makes
everything worse, is the excessive workload; such as having too many teaching hours,
preparing extra worksheets, filling in official papers for the administration as part of their
advisory teacher responsibility, grading the quiz or exam papers, or fulfilling mandatory duties
like supervising students within and outside the classroom, even in the garden or cafeterias.

According to Aydin (2019), teachers in private schools often face additional challenges
apart from the teachers working in public schools, such as effectively communicating with
parents and their never-ending demands and requests. Or responding to the needs of each

student effectively and patiently, and creating an encouraging and fair classroom environment.



Although compared to public schools, usually, the size of the students in private schools is
lower, it is not easy for private school teachers to respond to the unique needs of students or
make each of them fully satisfied at the end of each lesson. He emphasizes that trying to meet
all these kinds of demands sometimes causes significant mental depression and anxiety among
private school teachers. In this case, it is inevitable that teachers’ job satisfaction and their well-
being will be negatively affected. Under these circumstances, teachers sometimes feel stuck or
powerless, and to prevent this, facilitating an environment where teachers can actively
participate in their work and access assistance is essentially necessary. According to Yilmaz
(2020), teachers who are given the freedom to make decisions about their teaching methods
tend to have more work satisfaction and motivation. Teachers must have control and
independence in their teaching.

Despite these challenges mentioned above, private sector schools also offer certain
advantages. For instance, there is a strong culture of continuous professional development, with
in-house training programs and workshops organized by university presses. Within an
atmosphere, teachers consider professional development as an opportunity and a common
requirement of their tasks. Teachers also have the opportunity to take part in extracurricular
activities or clubs, usually according to their interests and skills, which turn out to be a great
investment for their personal and professional development. In addition, most private school
teachers have the privilege to take their students to international summer schools abroad, which
is a chance for their international line of vision and global experience, and it is free of charge
for them. Also, there is usually good communication, cooperation, and exchange of ideas and
knowledge, where experienced teachers share their ideas with the other English teachers or
younger teachers helping the experienced teachers to keep up with the latest technological
applications or innovations. This supportive work environment in private schools brings
harmony and cohesive teaching among private school teachers. Besides, all the resources
needed for teaching such as flashcards, classroom supplies, audio-visual aids, and assessment
tools are all provided by the heads of departments or school administrators. Compared to the
teachers working in public schools, the teachers working in private schools have many
advantages and opportunities as mentioned above, and they enhance their job satisfaction and
most of these things align with some scholars’ ideas. For example, Richards and Farrell (2005),
emphasize the importance of professional development and collaboration among colleagues
for improving job satisfaction. Furthermore, scholars like Bonk and Graham (2019) claim that



a collaborative and innovative atmosphere has many benefits on both teacher’s professional
development and job satisfaction.

Although the advantages of private schools mentioned above are noteworthy, the cognitive
and emotional burden of private school teachers cannot be underestimated and must be
analyzed expertly, and effective strategies should be applied to mitigate and reduce the stress
and anxiety of teachers. From this perspective, the concept of “ Job Crafting” introduced by
Wrzesniewski and Dutton (2001) is an effective strategy. This concept is defined by
Wrzesniewski and Dutton as an intentional act of making changes to the task or relationship
aspects of one's work, including both physical and mental adjustments. This method allows
teachers to adjust, adapt, or integrate their impact and engagement in ways that align with their
skills or strengths, fostering personal satisfaction and a more collaborative work environment.

This is known as collaborative job crafting. Tims, Bakker, Derks, and Van Rhenen (2013)
describe it as the process by which team members work together to enhance structural and
social job resources, as well as to address challenging job demands while minimizing hindering
ones. Job crafting is autonomy and allows teachers to integrate their individual skills into their
teaching practice. Tailor-made changes enable teachers not only to achieve their goals
effectively but also to gain control over their teaching. This autonomy in return results in
meaningful teaching experiences thereby improving teacher well-being and job satisfaction.
Moreover, researchers such as Wrzesniewski, Dutton, Tims, Bakker, Derks, Van Rhenen,
Leana, Appelbaum, and Shevchuk (2009) agree that job crafting results in higher levels of job
satisfaction due to its positive impact on the work environment.

Support from administrators or head teachers is essential for successful job crafting, as they
provide opportunities for exploring new methods, professional growth, and collaboration.
Facilitating an environment where teachers can actively participate and access assistance is
crucial. When job crafting is implemented in any school, whether public or private, it creates a
positive snowball effect. Teachers find new meaning in their work, which enhances their
commitment, job performance, and overall satisfaction. Consequently, teaching becomes a
more rewarding experience, fostering a supportive environment with shared goals and

improving the educational experience for both teachers and students.

1.1. Statement of the Problem
Since language teaching has been evolving continuously, adaptation to up-to-date

approaches and the latest trends is an inevitable requirement for teachers, especially in private



K8 schools. Job crafting has gained a lot of credit and is a good alternative for enhancing
teacher performance, well-being, and job satisfaction. Therefore, it has been crucial to
comprehend how job-crafting influences teachers. There are many kinds of research supporting
this idea. For example, Wrzesniewski and Dutton (2001) claim that job-crafting can lead to
better performance because it can improve mental health and engagement. Also, studies by
Goddard, Hoy, and Hoy (2000) likewise reveal that job satisfaction is closely linked to teacher
motivation, performance, and well-being. All these underscores the importance of job crafting.

Teachers working in private schools have to deal with unique challenges such as excessive
workloads, demands from parents, students, or management, or high academic expectations.
Teachers in private schools are under stress while trying to balance these demands and
expectations. This stress can directly affect the fulfilment of the teachers. It is known that many
teachers in private schools deal with these demands, responsibilities, and burdens via job
crafting. Therefore, understanding how the teachers use job crafting for their job satisfaction is
essential. Although there have been studies in different educational settings about this
relationship, there is a big gap in the research on job crafting for English Language Teaching
(ELT) teachers in private K-8 schools in southern Turkey. This study aims to investigate the
relationship between job crafting and its impact on job satisfaction in private K8 schools in
southern Turkey. Due to its direct impact on teachers' motivation, physical and mental health,
and the quality of education, it is important to fully comprehend its dynamics. By doing so it

is aimed to contribute to the teachers and indirectly to the students by developing strategies.

1.2. Purpose of the Study
The purpose of this study is to investigate the relationship between job crafting and job
satisfaction among language teachers in private K-8 schools in Southern Turkey.

This study will address the following questions:

1. How do teachers perceive their job crafting behaviours in the ELT context?

2. Is there a statistically significant difference between teachers’ job crafting behaviours and
their demographic information such as age, gender, type of school, employment type,
and work experience?

3. How do teachers perceive their job satisfaction in the ELT context?



4. Is there a statistically significant difference between teachers’ job satisfaction and their
demographic information such as age, gender, type of school, employment type, and
work experience?

5. Is there a relationship between ELT teachers’ job crafting behaviors and their job
satisfaction in private K8 schools in the ELT context?

6. What are the perspectives of language teachers about the relationship between job

crafting and job satisfaction in their teaching context?

1.3. Significance of the study

The significance of this study lies in its potential to enhance the educational landscape by
focusing on the relationship between job crafting (JC) and job satisfaction among language
teachers in private K-8 schools in Southern Turkey. Job satisfaction is a crucial factor that
directly impacts the quality of teaching and learning outcomes in the education sector. Research
by Berg, Grant, and Johnson (2008) and Tims, Bakker, and Derks (2012) indicates that job
crafting can positively impact job satisfaction among employees, including teachers. Engaging
in job crafting can enhance teachers' sense of autonomy and control over their work, ultimately
resulting in increased job satisfaction Wrzesniewski and Dutton (2001). By understanding how
job crafting influences job satisfaction among language teachers in private K-8 schools in
Southern Turkey, this study aims to provide valuable insights into their perspectives and
contribute to the existing body of knowledge. This research addresses a notable gap in the
literature by focusing on private school teachers in Southern Turkey, which can inform
strategies and interventions to enhance teacher well-being and improve the overall educational
experience for students in the private sector. The findings of this study can be beneficial for
both teachers and students because ultimately it increases the quality of education in Southern

Turkey.



CHAPTER 2

2. LITERATURE REVIEW

2.1. A Journey through Job Crafting: Historical Foundations and Contemporary
Applications

Job crafting, a concept discussed by Berg et al. (n.d.), has its roots in organizational
psychology and has evolved to encompass various aspects of work design and employee well-
being. Munsterberg (1913), Taylor (1911), and Hawthorne (1920), along with McGregor
(1960) were the most important scholars who studied advancing work design. They
emphasized the necessity for scientific methods, improving the productivity and motivation of
the human element in the workplace. These were very important turning points since they
grounded a base for understanding the importance of job design and its impact on productivity,
and employee wellbeing. By using these steps, Hackman with other scholars (Hackman et al.,
1975) created The Job Characteristics Model (JCM), and they listed five key factors. They
were skill variety, task identity, task significance, autonomy, and feedback. This study in the
1970s contributed to Karasek and Theorell ‘s research on job demands and resources in 1990
and triggered modern discussions, on how employees can adjust their tasks and relationships
at the workplace to increase their job satisfaction and well-being.

Researchers Wrzesniewski and Dutton (2001) expanded Hackman and Oldham’s (1975)
Job Characteristics Model (JCM) and adapted and later coined the term “Job Crafting”. They
stated that when employees proactively shape their tasks and relationships, they experience a
more meaningful and fulfilling work environment. Employees’ proactivity shapes their work

environments to align with their personal and professional values, goals, and strengths better.



Figure 1. Hackman and Oldham 1980 — Jon Characteristics Model (JCM)
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Unlike Hackman and Oldham’s (1975) JCM ‘s five dimensions, Wrzesniewski and Dutton
(2001) listed JC with three key components. Wrzesniewski and Dutton’s three components are
Task Crafting, Relational Crafting, and Cognitive Crafting.

In Task Crafting, employees use their potential and modify the size, nature, or number of
tasks by using JC. Employees can explore new projects because they will have the opportunity
to do new tasks. With their potential, they will either make these tasks more challenging or
more meaningful or even have the freedom to eliminate some of them. For instance, teachers
might implement new teaching methods to attract students’ attention or engage more students.

In Relational Crafting, the focus is on how employees alter the relationships at the
workplace. Again proactively, employees build new relationships with either colleagues or
stakeholders, to strengthen new or current relationships or adapt interpersonal approaches to
enhance collaboration and assistance. For example, a teacher could enhance their skills by
seeking guidance from a seasoned colleague or by building strong relationships with parents
to provide better support for students.

In Cognitive Crafting, the employees change their mindsets and find more meaning or
purpose in their job. They focus only on the positive sides of their jobs and leave fixed mindsets
behind, adopting a growth mindset. By doing so, they see the challenges as a part of their
improvement or as an opportunity rather than being an obstacle or challenge. For example,
with the help of cognitive crafting, with a new perspective, challenges can be seen as

opportunities to develop new skills or try new teaching methods.



Figure 2. A Model of Job Crafting of Wrzesniewski and Dutton (2001)
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After Wrzesniewski and Dutton's (2001) work on JC, a rising interest was shown in this

topic and many scholars started researching different aspects of JC. Just six years later, Bakker

and Demerouti (2007) introduced a model called the Job Demands — Resources (JD- R) model.

This model highlights the balance between job demands (e.g., workload, time pressure) and

job resources (e.g., autonomy, support) which directly has an impact on employee wellbeing

and performance. Later, Tims, Bakker, and Derks (2012) contributed to further developing the

JD- R model, by emphasizing its importance for enhancing work engagement and performance.
Tims, Bakker, and Derks's (2012) study was a follow-up study of Bakker and Demerouti's
(2007) JD-R model and integrated JD-R’s principles to advance the concept.
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Figure 3. JD- R Model Table
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2.2. Job Crafting in Educational Settings

Owing to its profound impact on teachers, institutions, and student outcomes JC has caught
the interest of a lot of scholars, and academics in educational settings. As Wrzesniewski and
Dutton (2001), Tims and Bakker (2010) stated employees use JC to reshape their tasks, roles,
and relationships, adjusting their work to better fit their strengths, passions, and values.
According to Tims et al., this purposeful change provides the opportunity for employers to
reorganize their work experiences while improving job satisfaction, work engagement, and
overall well-being of the teachers (Tims et al., 2012).

Taking these outcomes from different business sectors, Bakker and Demerouti (2017), as
well as Rudolph et al, (2017), conducted research in educational settings, and both underlined
the need for tailoring approaches using JC. They highlighted that these tailored teaching
methods meet the diverse needs of students because they improve the effectiveness of
educators and enable a student-centered learning environment. When the educational setting is
comprehensive, it necessitates adaptability and diversity. That’s why Van Wingerden et al.
(2017) studied deliberate adjustment and adaptability. With their study, they showed that “C
actions are very effective and improve teacher work satisfaction, autonomy, and overall

performance and in this way greatly enhance teaching methods and student outcomes and the
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educational atmosphere. This point had already been studied by Emmer and Stough in 2001,
and they also stated that establishing a positive educational atmosphere is crucial in
encouraging student involvement and facilitating successful learning.

From the beginning in 2001, Wrzesniewski and Berg stated that it is crucial to comprehend
the complex nature of job crafting, it is no different for educational settings Wrzesniewski and
Berg (2001). It is also very important to fully understand and improve JC actions, and for better
outcomes, create a more favorable and flexible learning environment for educators and
students.

That’s why JC has been extensively studied in the field of education and the private sector
because according to Tims and Petrou, JC has the potential to improve teacher well-being and
job satisfaction Tims et al., (2013) and Petrou et al., (2012). Lyons, Schweitzer, and Ng (2015),
studied a component of JC, task crafting, and found that it enhances job satisfaction and
performance, especially in private schools. Brown, (2008) also studied JC strategies and
asserted that it allows private innovative teaching methods to play a significant role in creating
effective learning environments.

Teaching is a demanding job. Teachers have many responsibilities and a lot of workloads,
which is why according to Skaalvik and Skaalvik (2017), JC is a good alternative for teachers
in the private sector since JC gives teachers the freedom to effectively manage their workload
and prioritize their responsibilities, this way they easily handle their responsibilities. Very
recently Slemp, Vella-Brodrick, and Francis (2023) conducted a study and discussed the
benefits of job crafting for teachers in managing and finding fulfillment in their demanding
profession. Their study offers valuable examples of how Australian teachers use JC techniques
and modify their tasks and relationships.

JC can also be used by teachers for their mental and physical well-being because they
directly impact students and also overall learning environment. That’s why Day and Gu (2014)
stated that implementing self-care strategies can support teachers, especially in the private
sector, in maintaining their mental and physical well-being.

Unlike private schools, government schools have unique difficulties when implementing JC
such as the standard curriculum and the government books that have to be followed by every
government school and teacher rigidly. Because of this limitation, the teachers may have
difficulty in meeting the needs of their students or adapting them according to the unique needs
of their classes. The size of the classes in government classes is another challenge, especially

while building relationships, which is an important aspect of a good teaching environment. It
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is not easy to make a good rapport or manage the classes in fully-sized classes. Government
schools are very organized settings and have limitations coming from outside sources, but in
his study, M.T. Ford (2021) highlights the importance of shaping their own experiences and
using their skills and strengths even when they are working in such organized and rigid
environments for teachers. Compared to private schools challenges, government school
teachers face different challenges, such as bureaucratic rules, bigger class sizes, and not having
enough resources, or chances for professional growth, compared to their colleagues working
in private schools. No matter what kind of school they are working in, proactive teachers will
take responsibility for their teaching, find more meaning in their jobs, and find ways to make

changes within the limits.

2.3. Job Satisfaction

Job satisfaction is a field that is subject to countless sectors and has many definitions.
According to Locke (1976) and Hackman and Oldham (1976), it is a state of pleasure that arises
as a result of one’s job experience, which is impacted by specific aspects of the job. In the
realm of education, job satisfaction is very crucial because it significantly influences their
motivation, involvement, and dedication to the act of teaching whether in the public or private
sector, and cannot be overstated.

According to many scholars, including Hakanen et al. (2006), Hsieh and Huang (2018), and
Skaalvik and Skaalvik (2017), satisfied educators are likely to enhance the positive educational
setting, remain in their roles, apply more diligence, and achieve better performance and
outcomes. Since job satisfaction enhances teaching quality and eventually results in better
student outcomes, comprehending dealing with the factors that contribute to job satisfaction is
vital. Judge and Bono (2001) highlight another aspect of job satisfaction, the individual
variances, and its significance. These variations influence levels of work happiness, so Judge
and Bono (2001) emphasize the need for customized strategies to enhance job satisfaction
among instructors. Schools must customize themselves too since if increased and overall
effectiveness in teaching is targeted, a more rewarding and supporting work environment must
be prepared, and priority should be given to the improvement of job characteristics and
understanding the varied demands of teachers.

The level of work satisfaction among teachers directly affects the school's general
environment and teaching methods, which in turn affects the well-being of teachers and

student's academic performance so scholars conducted studies on this topic. A study conducted
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by Klassen and Chiu (2010) proved a direct correlation between teacher job satisfaction and
student involvement and accomplishment. Similarly, Hultell and Gustavsson (2011)
discovered that instructors who are content with their work encounter reduced levels of burnout
and demonstrate enhanced job performance.

There have been studies, especially in the private educational sector. Biiylikgdze (2020)
specifically focused on societal-level factors such as social utility, perceptions of value, and
the effect of educational policies and pointed out the significance of work satisfaction among
private school teachers in Turkey. The previous claim mentioned above is consistent with the
results of the Teaching and Learning International Survey (TALIS) 2018 cycle. TALIS
underlines the importance of improving teachers' work happiness, especially in the private
sector, to enhance educational achievements Lin, Parker, and Horowitz (2020).

If these findings are given adequate importance and become subject to discussions,
specifically within the framework of the private sector in English Language Teaching (ELT)
in Turkey, gaining a valuable understanding of the various difficulties and opportunities for
improving job satisfaction among private school teachers is inevitable. This, in turn, will

contribute to a more efficient educational system.

2.4. Job Crafting and Job Satisfaction in Educational Settings

As Ingersoll and Strong (2011) asserted satisfied teachers have a significant impact on
student’s academic development, so in educational settings, the correlation between teacher
satisfaction and student results is very crucial. Also, Kyriacou (2001) stressed that teacher
satisfaction has a direct effect on the setting up of an advantageous learning environment,
which in turn greatly affects students' welfare and academic advancement. Good and engaging
conditions for their students to learn are observed to have been cultivated by the teachers who
have a sense of fulfilment in their work environment.

JC, initially presented by Wrzesniewski and Dutton (2001), enables educators to freely
customize their responsibilities to align with their abilities, interests, and passions, therefore
maximizing their work satisfaction and general well-being is very applicable, in educational
settings. Rudolph et al. (2017) found that participating in job crafting activities significantly
enhances job satisfaction and individual happiness and well-being among employees,
especially teachers. This means that instructors feel higher levels of satisfaction when they
adapt their responsibilities to align with their preferences. This in return, as educators affects

their efficiency and of course student results, too.
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According to Demerouti and Bakker (2020), proactive teachers use and actively engage in
JC, when they want to try new challenges and experience new teaching techniques or
approaches. Consequently, they are rewarded with improved performance and outcomes for
their students because by doing so, they are more involved in their work. Furthermore, the level
of JS has been linked with JC and organizational support and has been investigated in many
studies. Ingusci et al. (2016) noted that in the field of education, JC has an impact on JS, and
organizational support is in the facilitator mode. In short, when teachers’ JC efforts are
supported by their organizations, their level of JS is greater. Similarly, like Ingusci et al. (2016),
Ghitulescu (2007), explored how individual job crafting can enhance JS and organizational
commitment among employees, especially teachers. It is clear and supported by previous
studies that when teachers implement JC strategies, teachers working whether in public or
private schools, can shape their work experiences.

In conclusion, there is a multifaceted connection between JC and JS, and they are
intertwined. For creating a positive and engaging educational setting, it is essential to promote
teacher autonomy and support their individual preferences. In return, boosted teacher

satisfaction and better student outcomes may be achieved.
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CHAPTER 3

3. METHODOLOGY

This chapter introduces a detailed description of the research design, setting, participants,
participants’ demographics, instruments and reliability, the scales, data collection procedure,

and ethical issues, and data collection and analysis.

3.1. Research Design

This study aims to investigate the relationship between job crafting and job satisfaction
among English Language Teachers in Southern Turkey’s private K8 schools. For

analyzing the numerical data collected through JCS and TJSC and reaching a bigger
population quantitative research, but for analyzing the participants’ interviews for reflecting
the participant’s perspectives and interpolations qualitative research, a mixed method research
design is used. As Creswell and Plano Clark stated, a mixed-method approach not only
provides a comprehensive understanding but also allows for a deeper exploration Creswell and
Plano Clark (2017). Since this is a study in educational research, understanding human
behaviour and experience is crucial Morse, Niehaus, and Wolfe (2016). This study facilitates
a comprehensive exploration of job crafting and job satisfaction among English Language

Teachers.

3.2. Setting and participants

The research samples 114 English language teachers who voluntarily took part in this study
and participants 88 females, and 26 male teachers are all working at various private schools
(kindergarten, primary, and secondary schools) in Mersin, in Southern Turkey.

For this research, seven independent variables were utilized to examine the relationship
between JC and TJS among private English language teachers. These variables were gender,
age, teaching experience, school type, teaching level, employment type, and major at
university. The participants were categorized into seven groups based on their age. 12
participants were between 21-25, 20 of them were between 26-30, 34 of them were between
31-35, 18 of them between 36-40, 17 of them were between 41-45,13 of them were between
46+. According to the results, the participants in the study were mostly young, with the largest
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age group being between 31-35 years old, followed by the 26-30 age group, indicating a
predominance of younger individuals.

The teaching experience was divided into five categories. The majority of participants had
6-15 years of experience, with the 6-10-year bracket being the most common. Significant
numbers of participants fell into the 1-5-year and 16-20-year categories, while those with 21+
years of experience were the smallest group. In detail, there were 26 participants with 1-5 years
of experience, 30 with 6-10 years, 26 with 11-15 years, 21 with 16-20 years, and 11 with 21 or
more years of experience.

The participants' university graduation was categorized into four groups. The majority, 82
participants, graduated from public (state) schools. Private schools accounted for 5 participants,
state universities for 2 participants, and foundation universities for 11 participants. Participants'
current-teaching levels were classified into three groups. There were 23 participants teaching
at the kindergarten level, accounting for 20.2% of the total. Primary school teachers constituted
32 participants, or 28.1%, while the majority, 59 participants, or 51.8%, were teaching at the
secondary school level. Participants' employment types were categorized into two groups. The
majority, 101 participants, or 88.6%, were employed full-time, while 13 participants or 11.4%
were substitute teachers. Participants' majors in university were classified into four groups. The
majority, 67 participants, or 58.8%, majored in Foreign Language Teaching. Philology was the
major for 21 participants or 18.4%, while 15 participants, or 13.2% majored in Translation and
Interpreting.

For the qualitative part of the study; 3 male — 7 female teachers volunteered to take part in
interviews. All the interviews were done face to face by arranged meetings — and appointments.
All the participants signed their consent forms before the interviews and all the interviews were

recorded and then decoded by “Turboscribe”.
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Table 1. Demographic Information of Participants
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Variable Characteristic N %
Gender Female 88 77.2
Male 26 22.8
Age 21-25 12 10.5
26-30 20 17.5
31-35 34 29.8
36-40 18 15.8
41-45 17 14.9
46+ 13 11.5
Teaching experience 1-5yr 26 22.8
6-10 yr 30 26.3
11-15 yr 26 22.8
16-20 yr 21 18.4
21+ 11 9.6
University School type Public (state) school 108 82
Private school 7 5
State university 3 2
Foundation university 14 11
Teaching level Kindergarten 23 20.2
Primary School 32 28.1
Secondary School 59 51.8
Employment Type Full 101 88.6
Substitute 13 11.4
Major in University Foreign language teaching 67 58.8
Philology 21 18.4
Translation and interpreting 15 13.2
Department of Linguistics 11 9.6

Note: N=114

3.4. Instruments and Reliability

In this study, the evaluation was done with two scales. For JC, the Job Crafting Scale (JCS)

by (Tims et al.,, 2012), was used. It consisted of 21 comprehensive questions and was

distributed into four sections. The purpose of this scale is to asses employees’ behaviours. Each
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item is rated on a 5- 5-point Likert Scale and allows participants to indicate to what extent they
engage in job crafting behaviors.

In addition to JCS, the Teacher Job Satisfaction Questionnaire (TJSQ) (Lester, 1997) was
used. Unlike (JCS), (TJSQ) wasn’t distributed into sections, it consisted of 66 statements and
allowed us to evaluate the language teachers’ job satisfaction factors. Similar to the JCS, the
TJSQ items are rated on a 5-point Likert scale, allowing participants to express their agreement
or disagreement.

The assessments were conducted online using “Google Forms . The JCS allows a minimum
score of 21 up to a maximum score of 105 points. On the other hand, the TJSQ scores range
from a minimum of 66 to 330 points. Each scale provided a comprehensive overview of the
factors related to JC behaviours and the factors that influence language teachers’ job

satisfaction.

3.5. Job Crafting Scale

To assess JC behaviours, JCS developed by Tims et al. (2012), was utilized among volunteer
participants. Before utilizing, permission was requested from the developers. The scale
consisted of 21 items aiming to measure the proactive behaviors related to JC. Participants
rated each item on a 5- 5-point Likert Scale ranging from ‘“Never “to

“Always “. The scale is distributed into four subscales; increasing structural job resources,
decreasing hindering job demands, increasing social job resources, and increasing challenging

job demands. Table 2 illustrates the details of the sub-themes and item distribution.

Table 2. JCS Subscale Dimension

Variable Subdimensions Item No.

JCQ Increasing structural job resources (ISJR) 1.2.34.5
Decreasing hindering job demands (DHJD) 6.7.8.9.10.11
Increasing social job resources (ISJR) 12.13.14.15.16

Increasing challenging job demands (ICJD) 17.18.19.20.21

The JCS consists of four subscales, and each subscale is designed to assess different aspects
of JC behaviours. Subscale 1, Increasing Structural Job Resources (ISJR), addresses behaviours
that can improve the accessibility of structural resources in the workplace, such as developing
skills and pursuing growth opportunities. This subscale consists of 5 items (Items 1-5). The
second subscale Decreasing Hindering Job Demands (DHJD) consists of 6 items (Items 6-11)
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and focuses on strategies that can eliminate or decrease obstacles in the workplace. The third
subscale, ISJR, includes 6 items (Items 12-16). This subscale analyses behaviours related to
requesting assistance and help from colleagues and supervisors. This involves seeking input
and direction. The final subscale, Increasing Challenging Job Demands (ICJD), consists of 4
items (Items 17-21) and emphasizes proactive behaviors that ask for new challenges and
opportunities for personal and professional growth in the workplace. Table 3 displays the
reliability coefficient (Cronbach's alpha) for assessing internal consistency across the four

dimensions.

Table 3. Reliability Analysis of JCS

Subscales Number of items Cronbach Alpha
Increasing structural job resources 5 .66
Decreasing hindering job demands 6 .76
Increasing Social job resources 5 .81
Increasing challenging job demands 5 .86
JC total 21 79

Table 3 illustrates the reliability analysis of the Job Crafting Scale (JCS) of this study. The
Cronbach's alpha coefficients for these subscales are 0.66, 0.76, 0.81, and 0.86, respectively.
Additionally, the overall Cronbach's alpha for the JCS is 0.79, indicating good internal
consistency. According to Cronbach (1951), a reliability coefficient of 0.70 or higher is
considered acceptable, suggesting that the JCS is valid and has good internal consistency for

use in this study.

3.6. Teacher Job Satisfaction Questionnaire (TJSQ)

In this study, The Teacher Job Satisfaction Questionnaire (TJSQ) developed by Lester
(1997) was used and before utilization, permission to use the TJISQ was obtained from the
developer and is included in Appendix 4. This scale assesses job satisfaction factors among
English language teachers. The questionnaire consists of only 66 statements, no subscales and
they are rated on a 5-point Likert scale, covering various aspects of job satisfaction.

The reliability analysis of the Teacher Job Satisfaction Questionnaire (TJSQ) used in this
study is presented in Table 4. Unlike JCS, the TJSQ was not separated into dimensions,
therefore The Cronbach’s Alfa analysis was conducted on the survey as a whole (Items 1-66 ).

The Cronbach'’s alpha coefficient for the TJSQ is 0.90, indicating high internal consistency.
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According to the guidelines, a reliability coefficient of 0.70 or higher is considered acceptable,
suggesting that the TJSQ is a reliable instrument for measuring job satisfaction among English
language teachers in this study.

Table 4. Reliability Analysis of TISQ
Variable ‘ Items ‘ Cronbach Alpha
TISQ ‘ 1-66 ‘ 90

3.7. Data Collection Procedure and Ethical Issues

At the beginning of the research, the necessary approval from the Research Ethics Board at
Cag University was obtained to ensure that ethical considerations were taken into account.
After receiving authorization from Cag University and the Mersin Directorate of National
Education, we were able to establish a collaboration with English language teachers working
in Private schools in Mersin, in Southern Turkey. Teachers were given the option to withdraw
from the study at any time. Participants' identities were kept confidential throughout the study,
ensuring privacy and anonymity. In addition, participants expressed their willingness to
participate in the study. Before the interviews, all participants willingly agreed to take part in
the research and completed a consent form. (Appendix C) A user-friendly online survey was
designed using Google Forms, which included the Job Crafting Scale (JCS), the Teacher Job
Satisfaction Questionnaire (TJSQ) (Appendix D ), and a questionnaire to gather demographic
information. The survey link was then shared with teachers through school WhatsApp groups
or direct e-mails to the Head of the Departments or with the help of a few University Press
firms, ensuring easy access for participants. Since all the participants were English teachers,
all the interviews were conducted in English and recorded, and then decoded by an app

“Turboscribe”.

3.8. Data Collection and Analysis

An online survey was prepared before initiating the data collection process for the English
language teachers in private K- 8 schools in Southern Turkey. JCS and TJSQ were used to
assess job crafting and job satisfaction behaviours. In addition to these scales, a piece of
demographic information about age, gender, type of school, employment type, and work
experience was collected through a questionnaire. After the deadline of the survey, the Google
Form was closed and the results were extracted from the spreadsheets. The collected data was
transferred to Microsoft Office Excel and prepared for Statistical Package for the Social
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Sciences (SPSS) for analysis. All the verbal expressions were changed into numerical
expressions, and as the data didn’t contain any missing values, a total of 114 surveys using
SPSS were examined. Before proceeding with parametric analysis (Milliken & Johnson, 2009),
the gathered data was assessed through histogram and Shapiro-Wilk analyses to confirm
whether there was a normal distribution or not. The views of private K-8 teachers about the
relationship between JC and JS were analyzed by using descriptive statistics, including
frequency, mean value, and standard deviation. To understand if there was a statistically
significant difference in JC and JS demographic factors were used and an independent t-test
and ANOVA were implemented for this purpose. (Howell, 2016; Field, 2013). To explore the
relationship between JC and JS among language teachers, and if there was a correlation
between these two variables, an analysis was conducted. Based on the normality analysis, the
data exhibited a normal distribution and this means that parametric analyses can be applied.
(Cohen et al., 2013; Hair et al., 2019)

To get deeper insights into the views of language teachers about job crafting and job
satisfaction, and to enhance the quantitative scale results, semi-structured interviews were
conducted with a subset of 10 teachers. The interviews were transcribed verbatim by the
application “Turbo Scribe” using content analysis. All the teachers’ responses were
systematically examined and carefully categorized to uncover themes and patterns in the data.
As Elo and Kyngis, (2008 )stated, when a study is enriched by qualitative data, and the
quantitative data scale results gain depth and clarity, it provides valuable insights for future
research and practice in the field of English Language Teaching. That’s why both qualitative
and quantitative research were implemented for this study.
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This research aims to thoroughly investigate the correlation between JC and JS among

private K-8 language teachers by using both quantitative and qualitative methodologies. By

doing so, the research seeks to get a comprehensive and detailed comprehension of the impact

of JC behaviours on teacher JS in an ELT environment.

4.1. Findings Regarding the First Question

To investigate the first research question "How do teachers perceive their job crafting

behaviours in the context of English Language Teaching (ELT)?" The data collected from the

JCQ was collected by using descriptive statistics. With the help of the descriptive statistical

analysis, we were able to see the mean value, standard deviation, and frequency of replies for

each question on the different sections of the JCS. Table 5 below illustrates the findings.

Table 5. JCS and Subscales Descriptive Statistics

Job Crafting Scale (N=114, M= 3.8874, SD=.476)

ISJR (N=114, M=4.42,
SD=.503)

1.1 try to develop my
capabilities

2. I try to develop myself
professionally

3. I try to learn new things
at work

4.1 make sure that I use
my capacities to the
fullest

5.1 decide on my own
how I do things

DHJD (N=114, M=3.40,
SD=.820)

6.1 make sure that my
work is mentally less
intense

7.1 try to ensure that my
work is emotionally
less intense

8.1 manage my work so
that I try to minimize
contact with people
whose problems
affect me emotionally

9. I organize my work so
as to minimize contact
with people whose
expectations are
unrealistic

Never Rarely Sometimes Often Always M SD
F P F P F P F P F P
-- -- 4 35 32 28.1 78 68.4 4.65 .548
-- 1 99 11 9.6 31 27.2 71 62.3 4.51 707
-- -- 10 8.8 29 254 75 65.8 4.57 .651
-- 1.9 12 10.5 33 28.9 68 59.6 4.47 719
544 544 33 28.9 25 21.9 46 40.4 3.89 1.124
15 13.2 13 114 40 35.1 27 23.7 19 16.7 3.19 1.233
15 13.2 8 7 33 28.9 33 28.9 25 219 3.39 1.273
8 7 13 114 23 20.2 42 36.8 28 24.6 3.61 1.180
87 9 179 27 23.7 33 28.9 37 325 3.72 1.201



23

10. I try to ensure that [ do 9 44 14 44 42 289 31 219 18 40.4 331 1.122
not have to make
many difficult
decisions at work

11. T organize my work in 16 14 17 14.9 32 28.1 28 24.6 21 18.4 3.18 1.294

such a way to make
sure that I do not have
to concentrate for too
long a period at once
ISJR (N=114, M=3.92,

SD=.846)

12. T ask my supervisor to 3 26 13 11.4 25 219 26 22.8 47 41.2 3.89 1.150
coach me

13.1 ask whether my 6 53 14 12.3 20 17.5 33 289 41 36.0 3.78 1.210

supervisor is satisfied
with my work

14.1 look to my 653 12 10.5 17 14.9 33 28.9 46 40.4 3.89 1.203
supervisor for
inspiration

15.1 ask others for 435 8 7 31 272 32 28.1 39 342 3.82 1.091
feedback on my job
performance

16.1 ask colleagues for 2 1.8 2 1.8 23 20.2 30 26.3 57 50 4.21 .945
advice

ICJD (N=114, M=3.81,
SD=.878)

17. When an interesting 1 09 5 44 33 289 4035.1 35 30.7 3.90 921
project comes along, [
offer myself
proactively as project
co-worker

18.If there are new 1 09 6 53 19 16.7 42 36.8 46 40.4 4.11 925

developments, 1 am
one of'the first to learn
about them and try
them out
19. When there is not 3 26 10 8.8 24 21.1 33 289 44 38.6 3.92 1.090
much to do at work, 1
see it as a chance to
start new projects
20.1 regularly take on 13114 18 15.8 16 14 25 21.9 42 36.8 3.57 1.414
extra tasks  even
though 1 do not
receive extra salary
for them
21. T try to make my work 5 44 12 10.5 35 30.7 38333 2421.1 3.56 1.073
more challenging by
examining the
underlying
relationships between
aspects of my job

As it is demonstrated in Table 5 above, within the increasing structural job resources (ISJR)
subdivision of the JCS, item 1, “I try to develop my capabilities”, shows the highest mean
score (M=4.65, SD=.548) suggesting that a substantial number of teachers (68.4%) reported
actively participating in activities to enhance their skills. This implies that educators are
proactive in pursuing chances for personal and professional development, which can result in
increased job satisfaction and performance. But item 5, “/ decide on my own how | do things ”,

signifies the lowest mean value (M=3.89, SD=1.124) suggesting that a smaller percentage of
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teachers (40.4%) reported having the freedom to make decisions about how they carry out their
work. This implies that although teachers appreciate having the freedom to make their own
choices, there might be certain restrictions or limitations in their work setting that affect their
capacity to exercise independent decisions.

Second, according to Table 5 above, within the decreasing hindering job demands (DHJD)
subcategory of the JCS, item 9 which indicates “I organize my work to minimize contact with
people whose expectations are unrealistic”, reveals the highest mean value (M=3.72,
SD=1.201). This suggests that a majority of teachers (32.5%) reported engaging in this
behavior "Often." This indicates that teachers proactively take charge of their work
environment and reduce stress and frustration caused by unrealistic demands. Item 11 states,
“I organize my work in such a way to make sure that I do not have to concentrate for too long
a period at once” and has the lowest mean score. (M=3.18, SD=1.294. This means that the
individual organizes their work in a manner that avoids extended periods of concentration. This
reveals with the (18.4%) percentage a lesser proportion of teachers reported regularly
participating in this behaviour. This also suggests that although instructors are skilled in
handling some areas of their profession, such as workload, there is a demand for improvement
in their capacity to maintain concentration for long periods.

The study's findings suggest that English teachers in the ELT context are actively using
strategies to reduce the mental and emotional requirements and challenges of their work, as
shown by the results of the Decreasing Hindering Job Demands (DHJD) subscale of the JCQ.

The subcategory of increasing social job resources (InSJR) in the JCQ was linked to another
data result. Based on the information presented in Table 5, item 16 with the highest mean score
(M=4.21, SD=.945) was "I ask colleagues for advice." This suggests that a substantial number
of teachers (50%) regularly requested their colleagues for advice. In other words, it reveals that
teachers value their colleagues' knowledge and perspectives t and actively request their advice
to improve the way they teach and make choices.

In contrast, item 13 (M=3.78, SD=1.210), which asserted “I ask whether my supervisor is
satisfied with my work,” had the lowest mean value in this category. The item with the lowest
mean score showed that the majority of teachers (36%) often asked their supervisors for
critiques on how they had been performing at work. It suggests that teachers value getting
feedback from their peers more than specifically requesting it from their supervisors.

In closing, when the last subcategory of increasing challenging job demands ( ICJD) was
analyzed within the JC the highest mean value was achieved with item 18 (M=4.11, SD=.925).
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It stated, "If there are new developments, | am one of the first to learn about them and try them
out," as shown in Table 5. This item got the highest mean score, indicating that a significant
proportion of teachers (40.4%) showed an active role in keeping themselves up-to-date and
adapting to recent developments in their field. We can conclude that teachers are eager to
embrace new opportunities and are committed to staying up-to-date with the latest
developments and advancements in ELT.

The lowest mean value was found with item 21, “I try to make my work more challenging
by examining the underlying relationships between aspects of my job” indicating that a smaller
percentage of teachers (21.1%) expressed a proactive approach in enhancing their work by
investigating the interrelationships among various aspects of their job. This implies that while
educators are open to adopting new advancements, they may be less motivated to actively
explore methods of enhancing the difficulty level of their current tasks.

Based on the analytical results presented in Table 5, English teachers exhibit a strong
inclination toward developing their capabilities, as indicated by a high mean score for the item
focusing on skill enhancement. However, there is a lower tendency to decide on their own how
they do things.

In terms of decreasing hindering job demands (DHJD), teachers demonstrate an effort to
manage stress by actively organizing their work to minimize contact with unrealistic
expectations. However, there is room for improvement in sustaining concentration for extended
periods.

Regarding increasing social job resources (ISJR), teachers seek advice from colleagues
more frequently than they seek feedback from supervisors, highlighting the importance of peer
support in their work environment.

Lastly, in the subcategory of Increasing Challenging Job Demands (ICJD), teachers
demonstrate a proactive approach to learning about and adapting to new developments.
However, they show less enthusiasm in making their work more challenging by exploring the
underlying relationships between aspects of their job.

4.2. Findings Regarding the Second Research Question

To address the second research question “Is there a statistically significant difference
between teachers’ job crafting behaviors and their demographic information such as age,
gender, type of school, work type, and work experience”, independent sample t-test and one-

way ANOVA analyses were performed on the data obtained from the JCS based on the
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mentioned participants' characteristics (e.g., age, gender, type of school, tenure, and work
experience). Moreover, through the independent t-test and ANOVA analyses, the F value and
p-value (p=.05) were observed to see if the data carried statistical significance. Firstly, the
teachers’ responses to the subcategories of JCS along with the survey as a whole (e.g., JCS-
Total) were analyzed via one-way ANOVA based on the attribute of age to assess if the

findings carried a statistically significant difference. Table 6 below illustrates the findings.

Table 6. One-Way ANOVA Analysis on JCS According to Age

Variable Age N Mean SD F P
2125 12 4.4833 39505
ncreasing 3050 5 PR
S“r‘;z;‘gf:els‘)b 36-40 18 4.6444 33204 1.699 0.14
4145 17 4.5529 42737
46+ 13 4.3385 0.6239
2125 12 3.5417 88798
Decteasing 5050 5 To0s  Jeds
h"(‘i‘ienrlﬁﬁils"b 36-40 18 3.3704 80350 0.5827 0.71
4145 17 3.1176 97675
46+ 13 3.3589 0.8683
2125 12 41833 08519
Increasing 5730 5 el 71940
jgscﬁri‘:s’ 36-40 18 3.5556 1.03482 12438 0.29
4145 17 4.0588 78665
46+ 13 4.0308 0.621
2125 12 3.0167 1.12317
Increasing 3750 5 To0s  eon
Chag:;’i‘;’dgsl"b 36-40 18 3.6556 03508 L1179 0.36
4145 17 4.2000 64031
46+ 13 3.7385 1.1147
2125 12 4.0313 57396
2630 20 3.7996 48434
31-35 34 3.8917 43730
TICQTOTAL 300 38 oo Prohes 0.5904 0.71
4145 17 3.9824 36107
46+ 13 3.8666 0.5955

Note: N=114, statistical significance at p=0.05

Based on the empirical data, obtained from the one-way ANOVA analysis on the Job
Crafting Scale (JCS) scores according to different age groups indicates that there are no
statistically significant differences in job crafting behaviours among English teachers across
various age brackets.

Specifically, the analysis found no significant differences in scores for Increasing Structural
Job Resources (F=1.699, p=0.14), Decreasing Hindering Job Demands (F=0.5827, p=0.71),
Increasing Social Job Resources (F=1.2438, p=0.29), Increasing Challenging Job Demands
(F=1.1179, p=0.36), and the overall TICQ scores (F=0.5904, p=0.71).
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These results suggest that age does not play a significant role in influencing how English
teachers engage in job-crafting behaviours, as measured by the JCS. Despite differences in
mean scores across age groups, these differences were not large enough to be considered
statistically significant.

Further exploration through additional analyses or qualitative research could provide more
insights into why age does not seem to impact job-crafting behaviours among English teachers.
Factors such as career stage, personal preferences, and external circumstances may play a more
significant role in shaping how teachers approach job crafting. Additional research could help
uncover these nuances and provide a more comprehensive understanding of job crafting
behaviours in the context of English teaching. Table 7 below delineates the findings for the
independent sample t-test.

Table 7. Independent Sample T-Test Analysis on JCS According to Gender

Variable Gender N M SD t P

Increasing structural job resources  Female 88 4.40 0.50 575 0.567
Male 26 447 0.51 573

Decreasing hindering job demands Female 88 331 0.86 2.634 0.034
Male 26 3.70 0.58 2.144

Increasing social job resources Female 88 3.95 0.84 -.632 0.520
Male 26  3.82 0.88 -.646

Increasing challenging job Female 88  3.86 0.89 -1.018 0.321

demands Male 26 3.66 0.85 -.966

TIC total Female 88 3.88 0.48 310 0.755
Male 26 391 0.48 313

Note: N=114, statistical significance at p=0.05

As portrayed in Table 7 above, the JCS total and its subdivisions were analyzed via an
independent sample t-test to appraise if there was a significant difference in relation to the
component of gender. The results show that only the subcategory of DHJD (p=0.034) carried
a significant difference while the other components of the JCS did not possess any significant
difference: This suggests that there are differences in how male and female English teachers
perceive and manage hindering job demands. However, there were no significant differences
found in the other subcategories (ISJR, InSJR, ICJD) or the total score of the Job Crafting Scale
(JCS) based on gender.

Thirdly, the JCS responses, both overall and within its subcategories, underwent a one-way
ANOVA analysis to determine if the teachers’ work experience exhibited a statistically
significant difference (p=0.05). The results of the one-way ANOVA analysis are outlined in
Table 8 below.
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Table 8. One-Way ANOVA on JCS According to Work Experience

Variable Experience N Mean SD F P

1-5 years 26 4.5000 .38884
6-10 years 30 4.3733 .52452

1SJS 11- 15 years 26 4.3154 .55476 791 .533
16- 20 years 21 4.4286 .56315
21+ 11 4.5818 44231
1-5 years 26 3.4872 .96024
6-10 years 30 3.3833 .64942

DHJID 11- 15 years 26 3.4487 .69565 358 .838
16- 20 years 21 3.2222 1.00738
21+ 11 3.4697 .85251
1-5 years 26 3.8769 .91228
6-10 years 30 3.9733 .83992

ISIR 11- 15 years 26 3.8846 .82399 435 183
16- 20 years 21 3.7905 .92190
21+ 11 4.1818 .66606
1-5 years 26 3.7923 91123
6-10 years 30 3.7800 .96182

ICJD 11- 15 years 26 3.7231 79413 1.762 142
16- 20 years 21 3.6571 .89475
21+ 11 4.4545 49873
1-5 years 26 3.9141 .46685
6-10 years 30 3.8775 46937

TICQ-TOTAL 11- 15 years 26 3.8429 AT7765 1.378 246
16- 20 years 21 3.7746 .50248
21+ 11 4.1720 41710

Note: N=114, statistical significance at p=0.05

It is evident in Table 8 above that the teachers’ work experiences did not possess a
statistically significant difference with the JCS. The findings indicate neither the subcategories,
(1) 1SJS (F=.791, p=0.533), (2) DHJD (F=.358, p=0.838), (3) ISJR (F=.435, p=0.783), (4)
ICJD (F=1.762, p=0.142), or the TICQ (F=1.378, p=0.246) have shown to carry significance.

The analysis presented in Table 8 shows that there is no statistically significant difference
in the Job Crafting Scale (JCS) total score or its subcategories based on teachers' work
experience. Particularly, there were no significant differences observed in the subcategories of
increasing structural job resources (ISJR), decreasing hindering job demands (DHJD),
increasing social job resources (INSJR), increasing challenging job demands (ICJD), and the
total JCS score based on the length of teachers' work experience.

Irrespective of their years of experience, the findings indicate that teachers’ views and
behaviours related to JC remain consistent. There can be various factors that impact how
teachers approach JC such as job environment, organizational culture, etc., so having a deep
understanding of these factors can offer valuable insights for organizations looking to improve

their teachers' job satisfaction and performance.
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Table 9. One-Way ANOVA on JCS According to Teaching Level

Variable School Level N Mean b F p

Kindergarten 23 4.3130 .61148

1SJS Primary School 32 4.3813 41693 1.056 351
Secondary School 59 4.4814 49844
Kindergarten 23 3.4493 .94606

DHJD Primary School 32 3.3177 .66311 231 794
Secondary School 59 3.4266 .85392
Kindergarten 23 4.2609 .69396

ISIR Primary School 32 4.0688 .84793 4.597 .012
Secondary School 59 3.7017 .84964
Kindergarten 23 3.7739 .84489

ICID Primary School 32 3.7563 .86619 163 .850
Secondary School 59 3.8576 .90900
Kindergarten 23 3.9493 52534

TJCQ-TOTAL Primary School 32 3.8810 .44005 .249 780
Secondary School 59 3.8668 48017

Note: N=114, statistical significance at p=0.05

Based on the data shown in Table 9, a one-way ANOVA analysis was conducted to
investigate if there was a significant difference between JCS and the teaching level
characteristic. The results showed that among all four subcategories, the only subcategory that
had a significant difference was ISJR (F=4.597, p=0.012).

There was a significant difference in the subcategory of Increasing Structural Job Resources
(ISJR) among teachers from different teaching levels (F=4.597, p=0.012) according to the one-
way ANOVA analysis.

To determine where the difference truly came from, additional analysis using the Tukey
HSD test was implemented. The Post -hoc analysis revealed that a significant difference was
found between Kindergarten and Secondary School teachers (p=0.0178), suggesting variations
in perceptions and behaviors related to job crafting in ISJIR. However, no significant difference
in ISJR scores between Kindergarten and Primary School teachers (p=0.6689), and between
Primary School and Secondary School teachers (p=0.1080). These findings indicate that
teachers from different teaching levels have varying approaches to job crafting, but these
differences do not apply consistently to all subcategories. Several factors, including individual
characteristics, job environment, and organizational culture, may also contribute to these
differences, in addition to teaching experience. Gaining an understanding of these factors can
provide valuable insights for organizations looking to enhance teachers' job satisfaction and
performance.

There were no significant differences found in the subcategories of Increasing Structural
Job Satisfaction (ISJS), Decreasing Hindering Job Demands (DHJD), Increasing Challenging
Job Demands (ICJD), or the overall score of the Job Crafting Scale (JCS) based on teaching
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level. The statistical parameters for these subcategories did not show any significant results
(1SJS: F=1.056, p=0.351; DHJD: F=0.231, p=0.794; ICJD: F=0.163, p=0.850; TJCQ: F=0.249,
p=0.780). Other factors, such as personal preferences, job requirements, and organizational
support, may play a larger role in influencing the job-crafting activities of teachers in these
specific subcategories, rather than just their teaching level. In addition, a one-way analysis of
variance (ANOVA) was performed to determine if there was any significant difference in JCS
(Job Crafting Scale) responses among instructors based on their employment type. The results

of this study are displayed in Table 10.

Table 10. One-Way ANOVA on JCS According to Employment Type

Variable School Level N Mean Sb F P
S5 Qe 13 46000 20000 1911 170
DRI Sngute 13 3o9ds oo 21 =
ISIR E;‘E;{L“ti ' T ares 83007 034 855
ICID gﬁgsmumtz l103l ig?gi gggg 783 378
TCQTOTAL  Gincite 13 3oaes 0760 271 =

Note: N=114, statistical significance at p=0.05

The datain Table 10 displays the results of a one-way ANOVA analysis that sought to assess
if there was any statistically significant distinction between JCS and the component of teachers'
employment type. The analysis showed that there were no significant differences in the JCS
total or its subcategories: 1SJS, DHJD, ISJR, and ICJD.

Table 10 provides the results of the one-way ANOVA analysis, which suggests that there is
no significant difference between the Job Crafting Scale (JCS) and the component of teachers'
employment type. The results are consistent across all aspects of the JCS including the total
score (F=.227, p=0.635), and its subcategories: increasing structural job resources (F=.034,
p=0.855), decreasing hindering job demands (F=0.242, p=0.623), increasing social job
resources(F=1.911, p=0.170), and increasing challenging job demands (F=.783, p=0.378)

The findings indicate that teachers, regardless of their employment type, demonstrate
comparable levels of job-crafting behaviors. This implies that factors other than employment
type, such as job role, work environment, or personal preferences, may play a more significant

role in influencing how teachers perceive and engage in job-crafting behaviors.
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4.3. Findings Regarding the Third Research Question

In order to answer the third research question, “How do teachers perceive their job
satisfaction in ELT context?”, descriptive statistical analysis was conducted on the responses
acquired from The Teachers Job Satisfaction Questionnaire (TJSQ; N=114, M=3.26,
SD=.434). Moreover, since the survey consisted of 66 items and these items were answered on
a five-point Likert Scale of 1=Strongly Disagree and 5=Strongly Agree, it was decided by the
researcher to select the top ten agreed and the ten least agreed items to appraise the perceptions
of the participants. Thus, Table 11 below displays the top ten most agreed items according to

mean value while delineating the least ten disagreed statements concerning the mean score.

Table 11. TJSQ Descriptive Statistics

Teachers Job Satisfaction Questionnaire (N=114, M=3.26, SD=.434)

Top 10 Items According to Mean Value Strongly Disagree Neutral Agree Strongly M’ SD
disagree agree
F P F P F P F P F P
34. 1 am responsible for planning my daily -- 1 09 8 7 21 84 73.7 4.65 .652
lessons 18.4
64. 1 get along well with my students. 3 26 -- 5 44 21 85 746 4.62 .803
18.4
19. Teaching provides me the opportunity to 109 -- 8 7.0 31 74 649 455 705
help my students learn. 272
22. My students respect me as a teacher. 326 3 26 4 35 25 79 693 453 895
21.9
3. Teaching provides an opportunity to use a -- 1 09 8 7 44 61 53.5 445 .666
variety of skills. 38.6
38. I do have responsibility for my teaching 8 7 -- 6 53 23 77 67.5 441 1.096
20.2
1. Teaching provides me with an opportunity to - 3 26 7 6.1 47 57 50 439 723
advance professionally. 41.2
42. Teaching encourages me to be creative. 1 09 1 09 13 114 41 36 58 509 435 .787
15. I get along well with my colleagues. 2 1.8 1 09 14 123 38 59 51.8 432 .857
333
25. Teaching is very interesting work. 109 5 44 15 132 33 60 52.6 428 917
28.9
Least 10 Items According to Mean Value Strongly Disagree Neutral Agree Strongly M’ SD
disagree Agree
52. I am not responsible for my actions 73 64 17 149 8 7 7 6.1 9 79 179 1.279
24. My immediate supervisor does not back me 60 52.6 20 17.5 20 17.5 7 6.1 7 6.1 196 1.229
up.
48. 1 dislike the people with whom I work. 59 51.8 22193 17 149 7 6.1 9 79 199 1.279
6. No one tells me that I am a good teacher. 62 544 16 14 19 16.7 6 53 11 9.6 202 1.344
56. My immediate supervisor makes me feel 58 509 23202 14123 1088 9 79 2.03 1.307
uncomfortable.
63. I am not interested in the policies of my 51 447 33289 14123 7 6.1 9179 2.04 1.240
school
30. Teaching does not provide me the chance to 53 46.5 28 24.6 16 14 9179 8 7 2.04 1251

develop new methods.

43. My immediate supervisor is not willing to 48 42.1 32 28.1 16 14 9179 9179 2.11 1.260
listen to suggestions.

47. I receive too many meaningless instructions 53 46.5 24 21.1 18 158 9 79 10 8.8 2.11 1315
from my immediate supervisor.

66. My colleagues seem unreasonable to me. 44 386 31272 22193 8 17 9 79 2.18  1.245
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Based on the data presented in Table 11, the most agreed-upon statement among the English
language teachers in the study was item 34, which states "1 am responsible for planning my
daily lessons," with 86.25% of respondents agreeing (M=4.65, SD=.652). This indicates that a
large majority of private school teachers in the study agreed that they are responsible for
planning their daily lessons, suggesting a high level of autonomy in their teaching practices.

The second most agreed-upon statement was item 64, "l get along well with my students,"
with 85.62% of respondents agreeing (M=4.62, SD=.803). This suggests that a significant
majority of teachers in the study felt they had positive relationships with their students, which
is known to contribute to a supportive learning environment and student success.

Finally, the third most agreed-upon statement was item 19, "Teaching provides me the
opportunity to help my students learn,” with 84.38% of respondents agreeing (M=4.55,
SD=.705). This indicates that a large majority of teachers in the study found teaching to be a
rewarding profession that allows them to make a positive impact on their students' learning.

In conclusion, the results in Table 11 indicate that a significant proportion of the English
language instructors in the research have a positive opinion about their profession as educators.
They feel personally responsible for their lesson preparation, maintain strong connections with
their students, and consider teaching to be a fulfilling profession.

According to the data in Table 11, the English language instructors in the questionnaire
disagreed the most with statement 52, which claims "I am not responsible for my actions."”
Only 11.88% of the participants disagreed with this statement (M=1.79, SD=1.279). The data
reveals that a large proportion of instructors in the research expressed disagreement with the
statement, and took responsibility of their actions.

Only 14.38% of the participants disagreed with item 24, "My immediate supervisor does not
back me up," making it the second most disagreed-upon statement. The mean score for this
statement was 1.96, with a standard deviation of 1.229. (M=1.96, SD=1.229) These results
reveal that most instructors in the questionnaire had a high level of support from their
immediate supervisors. This support is first of all very important for feeling commitment to the
organization and then for their job satisfaction.

The statement that received the third highest level of disagreement was item 48, which states
"I dislike the people with whom | work." Only 15.62% of the respondents disagreed with this
statement, with a mean score of 1.99 and a standard deviation of 1.279. This indicates that a
significant majority of teachers in the study did not dislike their colleagues, which is also

crucial for a positive work environment.
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Overall, these findings suggest that a high percentage of English language teachers in the
study have a strong sense of personal responsibility, feel supported by their supervisors, and
have positive relationships with their colleagues, all of which are important factors for job

satisfaction.

4.4. Findings Regarding the Fourth Research Question

To address the fourth research question “Is there a statistically significant difference
between teachers’ job satisfaction and their demographic information such as age, gender, type
of school, employment type, and work experience?” data from the TJSQ, considering the
participant’s mentioned characteristics underwent both independent t-test and one-way
ANOVA analyses. What is more, these analyses aimed to determine statistical significance as
indicated by the p-values with a significance level set at p=.05.

First, the TJSQ was observed with an independent t-test analysis to appraise if the
component of gender carried a statistically significant difference. Table 13 below portrays the
results of this analysis.

Gender

Table 12. Independent T-Test Analysis on TJSQ According to Gender
Gender N Mean SD t p

Variable

TJSQ male 26 334 50294 1.160 .078
female 88 3.23 41123

Note: N=114, statistical significance at p=0.05

As it was mentioned earlier, an independent t-test analysis was performed on the responses
from the TJSQ to investigate if the attribute of gender carried statistical significance. What is
more, as it can be observed in Table 12 above, the results indicate that the component of gender
is not statistically significant (t=1.160, p=0.078). The analysis compared the mean scores of
job satisfaction between male (N=26) and female (N=88) teachers.

The results indicate that there was no statistically significant difference in job satisfaction
between male and female teachers (t=1.160, p=0.078). This suggests that, based on the TJSQ
responses, gender is not a significant factor in influencing job satisfaction among the

participants.



34

Although the p-value of 0.078 is higher than the conventional significance level of 0.05,
which means the result lacks statistical significance, it is worth noting that the p-value is
relatively close to the threshold value. Further investigation with a larger sample size or
different analytical approaches could shed light on any possible patterns or effects.

Based on the findings of this study, it can be concluded that gender does not have a
significant impact on job satisfaction among English language teachers. This conclusion is
drawn from the analysis of data collected using the TJSQ.

Age
The factor of age was examined using a one-way ANOVA test to determine its statistical

significance in the TJSQ. Table 13 below displays the findings of this analysis.

Table 13. One-Way ANOVA Analysis on TJSQ According to Age

Age N Mean  SD F p
21-25 12 331 .31877 0.9130 0.48
26-30 20 3.12 .23817

31-35 34 3.21 .38490

36-40 18 3.36 .52130

41-45 17 3.34 .55583

46+ 13 3.30 0.5611

Note: N=114, statistical significance at p=0.05

The analysis of the Teacher Job Satisfaction Questionnaire (TJSQ) responses across
different age groups indicates that age does not have a significant impact on job satisfaction
among English teachers.

The analysis encompassed six distinct age brackets, ranging from 21 to 25, 26 to 30, 31 to
35, 36 to 40, 41 to 45, and 46 years and older. Within these groups, the mean scores for job
satisfaction varied slightly, ranging from 3.1205 to 3.3678, with standard deviations ranging
from 0.23817 to 0.5611.

Despite these slight variations in mean scores, the F-value for the ANOVA was calculated
to be 0.9130, with a corresponding p-value of 0.48. Given that the p-value exceeds the typical
significance level of 0.05, it can be inferred that the observed differences in job satisfaction
scores across different age groups are not statistically significant.

These findings suggest that factors other than age may have a more substantial impact on
job satisfaction among English teachers. Possible factors could include the work environment,

teaching load, professional development opportunities, and individual preferences or values.
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Further research may be needed to explore these factors and their influence on job satisfaction

in more depth.

Work Experience
An analysis was conducted on the TJSQ to assess the statistical significance of the influence
of teachers' work experience on the variable using a one-way ANOVA. The findings of this

analysis are shown in Table 14.

Table 14. One-Way ANOVA Analysis on TJSQ According to Work Experience

Experience N Mean SD F p
1-5 years 26 3.23 .26941 1.643 .169
6-10 years 30 3.13 .20760

11- 15 years 26 3.27 45139

16- 20 years 21 3.34 .58349

21+ 11 3.48 .71493

Note: N=114, statistical significance at p=0.05

Based on the findings presented in Table 14, it can be concluded that work experience does
not have a statistically significant impact, and Table 14 indicates that there was no significant
variation in job satisfaction among teachers with different levels of work experience
(F=1.643,p=0.169). According to the TJSQ responses, it seems that the participants' job
satisfaction is not significantly affected by their work experience.

The highest mean job satisfaction score was reported by participants with 21 or more years
of experience (M=3.4862), followed by those with 16-20 years of experience (M=3.3434),
based on the analysis of the mean scores. Whereas participants with 6-10 years of experience
reported the lowest mean job satisfaction score (M=3.1338).

Although the p-value of 0.169 is higher than the conventional significance level of 0.05,
suggesting that the result lacks statistical significance, it is worth noting that the p-value is
relatively close to the threshold. Further exploration with a larger sample size or different
analytical approaches may shed light on potential trends or effects.

In conclusion, the analysis suggests that, based on the TJSQ responses, work experience
does not have a statistically significant impact on job satisfaction among English language

teachers in this study.

Teaching Level
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Next, a one-way ANOVA was performed on the TJSQ to evaluate the statistical importance
of the impact of teaching level on the variable. The results of this analysis are displayed in
Table 15 below.

Table 15. One-Way ANOVA Analysis on TJSQ According to Teaching Level

Teaching Level N Mean SD F p
Kindergarten 23 3.26 41593 465 .629
Primary School 32 3.32 48193

Secondary School 59 3.22 41743

Note: N=114, statistical significance at p=0.05

As previously mentioned, a one-way analysis of variance was executed on the TJSQ
responses to explore the potential statistical importance of the teaching level. Additionally, the
outcomes illustrated in Table 15 above reveal that teaching level lacks statistical significance,
with F=.465 and p=0.629.

The one-way ANOVA analysis was conducted to examine the influence of teaching level
(kindergarten, primary school, and secondary school) on job satisfaction among English
language teachers, as measured by the Teacher Job Satisfaction Questionnaire (TJSQ). The
analysis compared the mean scores of job satisfaction among different teaching levels.

The results from Table 15 indicate that there was no statistically significant difference in
job satisfaction based on teaching level (F=0.465, p=0.629). This suggests that, according to
the TJSQ responses, teaching level does not have a significant impact on job satisfaction among
the participants.

Looking at the mean scores, it can be observed that the highest mean job satisfaction score
was reported by participants teaching at primary schools (M=3.3215), followed by those
teaching at kindergarten (M=3.2681) and secondary schools (M=3.2293). However, these
differences in mean scores were not statistically significant.

The p-value of 0.629 is higher than the conventional significance level of 0.05, indicating
that the result is not statistically significant. This suggests that there is no evidence to suggest
that teaching level influences job satisfaction among English language teachers in this study,
based on the TJSQ responses.

In conclusion, the analysis suggests that teaching level does not play a significant role in
determining job satisfaction among English language teachers in this study, as measured by
the TJSQ.

Major at University
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Fifth, it was considered vital to explore whether the attribute of teachers’ majors at
university had a statistically significant impact on the responses of the TSJQ. Hence, a one-

way ANOVA was conducted on the responses and the results are displayed in Table 17 below.

Table 16. One-Way ANOVA Analysis on TJSQ According to Major in University

Major at University N Mean SD F p
Foreign language teaching 67 3.28 48995 379 .768
Philology 21 3.28 47732

Translation and interpreting 15 3.20 .19550

Department of Linguistics 11 3.15 11679

Note: N=114, statistical significance at p=0.05

As stated earlier, a one-way analysis of variance was conducted on the TJSQ responses to
examine the potential statistical significance of the majors of teachers in the university.
Furthermore, the results depicted in Table 16 above indicate that the majors of the teachers do
not show statistical significance with F=.379 and p=0.768.

The one-way ANOVA analysis was performed to investigate whether the majors of English
language teachers in university (foreign language teaching, philology, translation and
interpreting, department of linguistics) had a statistically significant impact on their job
satisfaction, as measured by the Teacher Job Satisfaction Questionnaire (TJSQ). The analysis
compared the mean scores of job satisfaction among different majors.

The results from Table 16 indicate that there was no statistically significant difference in
job satisfaction based on the majors of teachers in university (F=0.379, p=0.768). This suggests
that, according to the TJSQ responses, the major studied in university does not have a
significant influence on job satisfaction among the participants.

Examining the mean scores, it can be observed that the highest mean job satisfaction score
was reported by participants majoring in foreign language teaching (M=3.2867), followed by
those majoring in philology (M=3.2828), translation and interpreting (M=3.2081), and
department of linguistics (M=3.1556). However, these differences in mean scores were not
statistically significant.

The p-value of 0.768 is much higher than the conventional significance level of 0.05,
indicating that the result is not statistically significant. This suggests that there is no evidence
to suggest that the major studied in university significantly influences job satisfaction among

English language teachers in this study, based on the TJSQ responses.
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Employment Type

Finally, it was deemed imperative to investigate whether the employment status of the
teachers exerted a statistically significant influence on the responses of the TSJQ.
Consequently, a one-way ANOVA was executed on the responses, and the findings are

presented in Table 17 below.

Table 17. One-Way ANOVA Analysis on TJSQ According to Employment Type

Employment Type N Mean SD F p
Full Time 101 3.27 .45386
Substitute 13 3.20 22971 303 583

Note: N=114, statistical significance at p=0.05

As previously indicated, a one-way analysis of variance was carried out on the TJSQ
responses to scrutinize the prospective statistical significance of employment type. Moreover,
the findings delineated in Table 17 above suggest that the employment type of the teachers
does not manifest statistical significance with F=.303 and p=0.583.

The one-way ANOVA analysis was conducted to explore whether the employment type of
English language teachers (full-time or substitute) had a statistically significant impact on their
job satisfaction, as measured by the Teacher Job Satisfaction Questionnaire (TJSQ). The
analysis compared the mean scores of job satisfaction between full-time and substitute
teachers.

The results from Table 17 indicate that there was no statistically significant difference in
job satisfaction based on the employment type of teachers (F=0.303, p=0.583). This suggests
that, according to the TJSQ responses, employment type does not have a significant influence
on job satisfaction among the participants.

Examining the mean scores, it can be observed that the mean job satisfaction score was
slightly higher for full-time teachers (M=3.2711) compared to substitute teachers (M=3.2005).
However, this difference in mean scores was not statistically significant.

The p-value of 0.583 is much higher than the conventional significance level of 0.05,
indicating that the result is not statistically significant. This suggests that there is no evidence
to suggest that employment type significantly influences job satisfaction among English
language teachers in this study, based on the TJSQ responses.

In conclusion, the analysis suggests that the employment type of teachers (full-time or
substitute) does not play a significant role in determining job satisfaction among English
language teachers in this study, as measured by the TJSQ.
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Findings Regarding the Fifth Research Question

To address the fifth research inquiry posited as "Is there a correlation between ELT teachers’
job crafting behaviours and their job satisfaction in private K8 schools within an ELT
context?", a Pearson's correlation analysis was executed utilizing the responses from the TJISQ
and JCS. What is more, Pearson's correlation coefficient measures the strength and direction
of the linear relationship between two continuous variables. Interpretations range from perfect
positive correlation (r = 1) to perfect negative correlation (r = -1) with values close to 0
implying no linear relationship. Pearson's correlation coefficient is widely used due to its
simplicity and ability to measure the strength and direction of a linear relationship between two
continuous variables (Pearson, 1895). Hence, the results of Pearson’s r correlation analysis are

delineated in Table 18 provided below.

Table 18. Pearson’s Correlation Analysis Between Teacher’s Job Crafting Behavior (TJC)
and Teacher’s Job Satisfaction (TJS)

Variable TJISQ TJCQ

TJSQ Pearson Correlation 1 499
Sig. (2-tailed) .000
N 114 114

JCS Pearson Correlation 499 1
Sig. (2-tailed) .000
N 114 114

Note: Correlation is significant at the 0.01 level (2-tailed).

As previously mentioned, a Pearson's correlation analysis was conducted to examine the
linear relationship between ELT teachers' job crafting behaviors and their job satisfaction in
private K8 schools within an ELT context. The analysis revealed a statistically significant
moderately positive correlation (r = 0.499, p < 0.01) between the two variables. When ELT
teachers are actively involved in job crafting behaviours like resource-seeking, relationship-
building, and task modifications to match their preferences, they often experience an increase
in job satisfaction. The statistical significance level (p < 0.01) suggests a strong and accurate
correlation between job crafting behaviours and job satisfaction in this specific context. The
findings highlight the importance of promoting job crafting as a potential strategy to enhance
job satisfaction among ELT teachers, leading to a more positive and satisfying work
experience. Following the study conducted by Schober, Boer, and Schwarte (2018), it was

found that there exists a slight positive connection between the variables being analysed, with
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a correlation coefficient of 0.499. The statistical significance of this finding (p < 0.01) indicates
a strong and reliable association between the variables. The findings offer valuable insights for
improving the overall work experience of English Language Teaching (ELT) instructors.

Findings Regarding the Sixth Research Question

This section focuses on the sixth research question, which explores the perspectives of K8
language teachers about the connection between job crafting and job satisfaction in their
teaching context. A qualitative research methodology to gain insights into English teachers'
perceptions of the effect of job crafting on job satisfaction is used. Semi-structured interview
questions were chosen for this purpose. Interviews were conducted with 10 teachers from
different service regions and demographic backgrounds throughout the process. It is shown in
Table 19;

Table 19. Demographic Information of the Participants for the Qualitative Data

Participants Gender Years of Experience Currently working Department
P1 Female 6 Primary

P2 Male 7 Primary

P3 Female 13 Kindergarten
P4 Female 8 Secondary
P5 Female 17 Secondary
P6 Female 26 Kindergarten
P7 Male 22 Secondary
P8 Female 16 Secondary
P9 Male 16 Secondary
P10 Female 8 Secondary

Through semi-structured interviews with 10 language teachers, two main themes were
identified as following “Customization and Personalization in Teaching “and * Job Satisfaction

and Professional Development”.
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Figure 4 Main themes identified for Research Question 6 (The perspectives of language
teachers about the relationship between job crafting and job satisfaction in their teaching
context )

After transcribing the interviews using “Turbo Scribe,” key terms such as "abilities,"

"integration," "control,” "teaching,” "job crafting,” "music,” "drama,” "TPR methods," "body

language,” "flexibility," "student happiness,” "comfortable," and "job satisfaction™ were noted.

These keywords guided the identification of the first main category as “Customization and
Personalization in Teaching.” This theme embodies the practice of educators customizing their
teaching methods and materials to address the specific needs and interests of their students,
incorporating various elements into lessons, and maintaining flexibility in approach. For
example, one participant mentioned, "Using my abilities and integrating my abilities in my
classes or having the control of my own teaching,” highlighting the importance of ownership

and purpose

Similarly, the prevalence of keywords such as "skills,” "abilities,"” "integration,"

"satisfaction,” "teaching,” "personal interests,” "happiness,” "confidence," "integration
challenges,” "student fears,” "clear goals,” "reflections,” and "SMART model" led to the
identification of the second main category as “Professional Fulfilment.” This theme
encompasses the sense of purpose and fulfilment educators experience, the relationship
between personal interests and career fulfilment, the challenges encountered in job crafting,

and the advice for language teachers to enhance their professional satisfaction.
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Figure 5. Subthemes Identified for Research Question 6 (The perspectives of language

teachers about the relationship between job crafting and job satisfaction in their teaching

context )

First Category

In their teaching context, English language teachers' views regarding the relationship

between job crafting and job satisfaction are divided into two main categories, and the first

main category is divided into three subcategories. They are “Ownership and Purpose,’

b

“Flexibility and Adaptability,” and “Integration of Personal Interests.”

Distributions regarding Customization and Personalization in Teaching are given in Table

20.

Table 20. Customization and Adaptability Subthemes

Description

Keywords

Ownership and

Taking the ownership of

Abilities, Integrate,

Purpose teaching methods and materials, aligning them Control teaching, Job
(N =4) with their teaching goals and objectives. Crafting
Adaptation, Adapting flexibility in teaching methods and Music, Drama, TPR
Flexibility, and integrating personal interests, music, drama, methods, body language,
Integration and TPR methods, including body language. Flexibility
(N=8)

Connection to Job
Satisfaction
(N=7)

Integrating personal interests into teaching to
enhance student happiness, comfort, and overall

job satisfaction

Student happiness,
comfortable, Teaching,

Job satisfaction
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Customization and Personalization in Teaching

In line with the first sub-theme Ownership and Purpose; Participants emphasize the
importance of aligning their teaching methods and materials with their personal strengths,
values, and teaching goals to enhance job satisfaction and student learning experiences. For
instance, P (1) highlights the value of integrating personal abilities into teaching by stating,

"Using my abilities and integrating my abilities in my classes or having the control of my
own teaching."

Similarly, P (10) underscores the significance of shaping lessons to meet student's needs

and the social aspect of language teaching, emphasizing that,

"As language teachers, we teach a language, you know. So, it is a social activity for me
rather than a school subject... We need to feel free to shape our lessons according to their

needs."

Participants highlight the need to tailor teaching techniques and activities to their
preferences and students' requirements, often including personal interests and new ways in
accordance with another sub-theme, Flexibility, and Adaptability. For example, P (2)

emphasizes the advantages of teaching outside the regular classroom:

"1 did my lesson in the garden because | and my students like to be in the garden... They
saw the places. They touched the places and they can make the sentences. So | feel relaxed.

They feel relaxed.”

Additionally, P(3) reflects on using interactive storytelling and games to create a fun and

effective learning environment, noting,

"Instead of just using worksheets, | can tell stories with puppets in the garden. This

makes learning more fun and helps kids learn more words and understand stories better."

In line with the sub-theme Integration of Personal Interests participants integrate personal
interests into their teaching to increase engagement and satisfaction for both themselves and
their students and express themselves. For instance, P (2) mentions using music and drama in

teaching to enhance engagement:
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"l usually use music and drama with TPR methods... | use my body language and | want

them to do also."

Similarly, P(8) discusses integrating technology to make lessons more engaging:

"If I teach vocab, | want to integrate my new words into technology by using GIFs or
pictures or some presentation or games... The students like gaming."

Second Category

Professional Fulfilment

In their teaching context, English language teachers' perceptions regarding “Job Satisfaction
and Professional Fulfilment” are divided into four subcategories. They are “Sense of Purpose
and Fulfilment,” “Relationship to Career Fulfilment,” “Challenges in Job Crafting,” and
“Advice for Language Teachers.” Distributions regarding Job Satisfaction and Professional

Fulfilment are given in Table 21.

Table 21. Professional Fulfilment Subthemes

Description Keywords
Sense of Purpose HOW jo.b crafting leac{s to a sense of purpose, Skills, abilities,
and satisfaction, and relaxation among teachers. . . . .

integration, satisfaction,

Fulfilment teaching
N =9)
Relationship to The positive impact of integrating personal interests Personal interests,
Career Fulfillment and skills into teaching on teachers' happiness and skills, happiness,
(N =6) confidence confidence
Challenges in Job The difficulties faced by teachers when implementing  Integration challenges,
Crafting job crafting, including student fears and confidence Student fears,
N=7) issues confidence
Advice for Recommendations for effective job crafting, such as Clear goals, reflections,
Language Teachers setting specific, measurable, achievable, relevant, and SMART model, job
(N =10) time-bound (SMART) goals crafting

In line with the sub-theme; Sense of Purpose and Fulfilment participants express a sense
of fulfilment from seeing their students succeed and knowing they have made a positive impact

on their lives. For example, P(6) finds joy in watching students grow and succeed:

"It's satisfying to see children progress both academically and non-academically. We

are the students' role models"
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Similarly, P(10) shares satisfaction from former students expressing gratitude for their

English skills:

"My old graduated students call me and tell me that they have a high level of English

skills thanks to my efforts.”

Participants underlined the importance of job designing for obtaining professional happiness
by allowing them to educate in ways that are suitable to their unique preferences and talents,
in line with the subtheme Relationship to Career Fulfilment. P(4) comments on how work

satisfaction is increased by the opportunity to personalize instruction:

"If teachers are given the freedom in their job, they feel more liberated and happier. A
teacher who knows their students well can tailor the lessons according to those students. For
example, as | mentioned with Model United Nations, students became more active and happy
which also motivated me more in my job. I think there is a positive relationship between them."

Likewise, P(10) discusses how job crafting affects work satisfaction:

"Actually, when | see that my students become more interested in the lesson when |
change the lesson plan according to their needs and in a more enjoyable way, | feel satisfied.
Otherwise, we as teachers have to work as robots who are controlled by other people. But
when | am able to add my own perspective, my own touching in my lessons, then | feel that |

am a teacher. Therefore, I consider job crafting as a crucial issue in teaching English.”

In line with the sub-theme "Challenges in Job Crafting," participants face challenges while
adjusting their teaching methods, such as resistance from peers or problems striking a balance
between a curriculum that must be followed and individualized approaches. P(4) outlines the

issue of balancing ready-made programs with innovative additions:

"Our programs come ready-made from the central office and we are required to follow
them. But they don't prevent us from thinking freely... We also make our own additions with
our creativity."

Similarly, P(1) discusses how student fears and dislikes impact class effectiveness:
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"While I'm writing my drama before the classes, planning my lessons, I always thought
that, okay, it's going to work perfectly but in the classes, of course, some of my students have

some fears of it like they don't like drama and they feel less confident."

In line with the last sub-theme; Advice for Language Teachers, participants provide
suggestions for boosting satisfaction at work via job crafting, emphasizing the value of
professional development, student-centered methods, and ongoing learning. For example, P(3)
stimulates instructors to reflect on their teaching approach and be open to professional

development:

"To increase job satisfaction through job crafting, language teachers can start by
reflecting on their teaching style... Lifelong learning is essential, so teachers should stay open

to professional development opportunities."

Moreover, P(10) emphasizes balancing adherence to guidelines with creating an engaging

learning environment:

"Of course, we have to obey the rules, we have to follow some lesson plans... They
should try their best, do their best to both teach them the objectives and create an authentic

learning environment."

These insights underscore the multifaceted nature of effective teaching, the importance of
continuous adaptation and creativity, and the need for a supportive and flexible teaching
environment to enhance both teacher satisfaction and student engagement.

All in all, in line with the main and subthemes, teachers in private schools guarantee that
they are by their pedagogical objectives by taking responsibility for their lessons, and lesson
planning related to their teaching practice via job crafting. Teachers in private schools bring a
unique and flexible approach to the classroom by incorporating their interests, such as a passion
for music, dramatic abilities, and TPR techniques including expressive body language,
especially in kindergarten and primary schools. This autonomy and integration provided by job
crafting result in the teacher’s and their student’s happiness, and job satisfaction. By pursuing

their passions, teachers in private schools experience a more positive impact on their well-
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being and confidence, and this reduces their stress and anxiety and they embrace a sense of
fulfilment. Yet, the teachers encounter some challenges such as student anxiety or confidence.
These feelings may arise in the language lessons with students and the teachers have to handle
them. The teachers in private schools create effective job descriptions by using the SMART
framework (specific, measurable, achievable, relevant, and time-bound) because crafting
effective job descriptions enables them to overcome obstacles and make their efforts

meaningful and motivating.
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CHAPTER 5

5. DISCUSSION AND CONCLUSION

5.1. Discussion
The objective of this study was to examine and understand the relationship between job
crafting behaviours and job satisfaction in English Language Teaching (ELT) among teachers

in private K-8 schools through the use of qualitative and quantitative methods.

5.2. Teachers’ Perceptions of Job Crafting Behaviours in ELT Context

The Job Crafting Scale (JCS) conducted in this study provided valuable insights into English
language teachers' perspectives on job crafting in the ELT context. In accordance with the
findings, private school teachers emphasized professional development, individual task
management, coping with job demands, and social support were emphasized as key factors.
Based on this, it can be interpreted that many private school teachers have a strong desire to
enhance their skills through professional development for various factors. One factor is by
many private school teachers, it is seen as a crucial opportunity for their professional growth
and development. Secondly, many private school teachers consider professional development
as an important factor in improving teaching quality by integrating new teaching strategies and
methodologies. Teaching quality has a positive relationship with effective and better student
outcomes by scholars’ findings such as Singh and Billingsley (1998), it is better understood
why many private school teachers prioritize professional development. In addition, ongoing
learning and growth are considered to enhance job satisfaction and motivation. Teachers who
participate in professional development activities experience greater fulfilment and motivation
in their roles as they increase their new viewpoints and utilize them in the classroom.
(Desimone, 2009)

However, for the second key factor managing task management, many private school
teachers pointed out a restriction rather than autonomy especially while choosing their teaching
methods. This limitation of independence can be related to organizational or administrative
factors; such as rules, policies, or expectations set by the school or educational institutions. All
these factors result in negative feelings. For example, most private school teachers feel that
rigid policies, and procedures prevent them from choosing and utilizing teaching methods.

Also, not being involved in critical decision-making processes, such as curriculum design
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classroom strategies, or insufficient professional development opportunities that enable the
teachers with the skills and confidence needed to independently make decisions in their
teaching practice, causes them to think that they are excluded from crucial discussions or are
not supported by their schools. This finding is consistent with Johnson (2013), who underlined
that when teachers are excluded from collaborative decision-making processes and lack
professional development opportunities, they often feel uninformed and even inadequate.

Teachers in the private schools within the DHJD (Decreasing Hindering Job Demands)
subcategory revealed that they reduce stress effectively by organizing their work to minimize
contact with unrealistic objectives of their profession related to many different factors varying
from students, parents, or school administration. This can be interpreted like this, to balance
the stress and their workload and set realistic goals, private school teachers use proactive
strategies and often adjust their tasks. Private school teachers have many reasons to adjust their
tasks. One of them is the cause of stress and pressure due to unrealistic job demands. It is not
always possible to achieve or can be done at ease. Bakker and Demerouti (2007) also
highlighted teachers experience stress and burnout because they often encounter unrealistic job
demands. Another reason why teachers prefer job crafting in terms of DHJD is that they want
to use their innate ability, strengths, and interests to reach their goals and focus on achievable
goals rather than unrealistic ones in their teaching. This customization allows them to align
their daily responsibilities, and enhance their job satisfaction and performance. This finding is
supported by the study of Skaalvik and Skaalvik (2017), who noted that teachers should be
granted the freedom to adapt their tasks and responsibilities, which would improve their
capacity to handle stress and pressure effectively.

Teachers in private schools in line with the Increasing Challenging Job Demands (ICJD)
,face challenges in maintaining their focus due to the nature of their profession and its
demanding roles. It can be defined as long hours and extracurricular activities after school or
at the weekend. Based on the findings of this study, private school teachers experience mental
and physical exhaustion while dealing with many tasks and meeting various expectations. This
study pointed out that teachers’ cognitive resilience must be strengthened. Kaplan and Berman
(2010) also supported this finding by their study which noted the importance of promoting
cognitive resilience. To help teacher handle stress and maintain a positive outlook in their work,
stress management workshops or mindfulness training can be used as effective methods for
boosting resilience, creating a supportive learning environment and working with committed

motivated teaching staff.
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In addition, with respect to the aspect of Increasing Social Job Resources (ISJR)nearly half
of the private school teachers who participated in this study asked for advice or support from
their colleagues rather than feedback from their superiors such as heads of departments and
coordinators. In line with this finding, it can be interpreted that teachers’ first consultant person
is not their heads of departments, coordinators, or supervisors to request guidance or help.
There may be several factors contributing to this preference. First of all, because of sharing
similar experiences and challenges, colleagues might be considered as the more approachable
helpful, and trusted source of support. Furthermore, teachers in private schools may be
demoralized from seeking feedback from their superiors (heads of departments, coordinators)
due to an apparent absence of authority or distance between them and their superiors. This
finding is in accordance with Hattie's (2012) argument that hierarchical structures in
educational environments occasionally prevent the process of obtaining feedback from
administrators. Consequently, nearly half of the teachers frequently depend on peer support as
professional support. Furthermore, teachers consider their colleagues as more accessible for
practical and immediate solutions due to their direct involvement in the daily teaching
environment. Research, such as that pointed out by Kilduff and Tsai (2003), reveals that
teachers frequently acquire and improve their professional skills through relationships with
their peers, rather than solely depending on formal experts. It is certain that there is a
communication gap and several strategies such as training programs, feedback sessions, or
open communication promotions can be alternatives to achieve these challenges. In this way,
collaboration can be fostered and a team spirit can be nurtured that will improve the private
school’s overall support system.

In conclusion, the administrators or the superiors who are in charge of making decisions in
private schools should reconsider their policies, especially regarding teacher autonomy. The
significance of collaboration between schools and teachers was highlighted by Dou, Devos,
and Valcke (2017) for overcoming administrative barriers. Another step for collaboration and
overcoming administrative obstacles should be involving teachers in decision-making
processes, such as curriculum design, assessment methods, textbook selection, and classroom
strategies. Nguyen's (2022) study also emphasizes the importance of allocating time and
resources for teacher professional growth, leading to improvements in teacher effectiveness

and student academic performance.
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5.3. Demographic Influences on Job Crafting Behaviours among ELT Teachers

This study investigated how demographic factors, including age, gender, work experience,
and employment type, influence job crafting behaviours in the ELT context. The findings
demonstrate that demographic factors do not have any impact on job-crafting behaviours. Since
this study is implemented only in private schools, this can be attributed to several reasons
specific to the private school environment. For example, according to Freeney & Fellenz
(2013), in private schools due to high-performance expectations and heavy workloads, job
crafting is a natural expected reaction for teachers. Private school teachers consider continuous
adaptation and improvement of teaching methods as a requirement of their responsibility in
private schools. Another distinctive factor of private schools promoting job crafting is the
collaborative planning and professional development culture. Hattie’s study in 2015 highlights
that job crafting is a regular aspect of the teaching process in private schools. Since there is a
collaborative planning and professional development culture, teachers share their best practices
and do their lesson plans collaboratively. Autonomy is another distinctive feature of private
schools which is provided by school administrators for their teachers. Wang, Li, & Chen (2020)
highlight that private schools provide autonomy-supportive environments which encourage
proactive behaviours. As meeting high standards and achieving positive student outcomes is
seen as a natural part of their task, teachers in private schools have intrinsic motivation to
engage in job crafting. Cheng, Yen, & Tsai’s (2014) study reveals that this intrinsic motivation
of teachers and job crafting engagement improves their overall well-being and job satisfaction.

It was found that teachers in private schools engage in job crafting at various teaching levels,
utilizing different strategies based on their autonomy and resource availability. This means that
private school teachers in various educational settings and teaching levels may have different
levels of independence and resource requirements. For example, higher education teachers’
priority is their flexibility is choosing teaching materials and designing the curriculum, whereas
primary school teachers’ priority iS more standardized educational programs. All these
differences have an impact on how private school teachers adjust their roles to align with their
individual abilities and job expectations. This is consistent with Freeney & Fellenz’s study
(2013) which noted that proactive behaviors like job crafting are fostered in environments that
prioritize autonomy. However, not only the way how the teachers in private schools at various
levels engage in job crafting but also job requirements vary widely across teaching levels. For
example, diverse job crafting strategies are employed by higher education educators to

effectively manage the complex administrative duties and academic responsibilities they are
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responsible for. This is supported by Cheng, Yen, and Tsai (2014), who emphasized that
teachers develop their roles to be consistent with their personal capabilities, which enhances
their job satisfaction and overall well-being. In contrast, primary school teachers in private
schools focus on promoting the growth of relationships with others within structured job
requirements to enhance their effectiveness and satisfaction.

Moreover, these findings demonstrate the significance of providing teachers with the
resources and autonomy necessary for successfully carrying out their responsibilities is
emphasized by these results. As a result, support strategies that meet the specific needs of
teachers at different levels of education should be developed by schools. A significant effect
can be achieved through personalized guidance. For example, a variety of instructional
resources and professional development opportunities can be provided by schools, specifically
designed for each teaching level. In addition, a collaborative environment that allows teachers
to share and present their most effective practices promotes a supportive culture. This approach
is supported by Tims et al. (2012) and Wrzesniewski and Dutton (2001), who assert that
autonomy and a supportive environment improve job satisfaction and performance.

It is certainly essential to understand the individual abilities of teachers and the environment
surrounding them at schools to create a nurturing environment. This concept must be
understood carefully otherwise, it will not be possible for private school teachers to reach their
full potential or the highest level of their performance. Teachers can maximize their capacity
when they have the freedom to tailor their roles to match their unique strengths, interests, goals,
and values. So as well as providing the teachers in private schools with freedom and also
supportive environment to maximize their potential is necessary. All these intervened factors
trigger each other, and result in enhanced job satisfaction and performance, motivated and
proficient teaching staff, and improved student outcomes.

Although job crafting behaviours are not influenced by demographic factors like age,
gender, work experience, and employment type, it is influenced by the level of teaching.
Therefore private school administrators or decision-makers should be meeting the specific
needs of teachers at different levels while customizing their strategies, especially the ones
related to support. This has the potential to create a positive atmosphere that encourages
independence, teamwork, and personal development, resulting in increased job fulfillment and

academic achievements.
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5.4. Teachers’ Perceptions of Job Satisfaction in ELT Context

The Teachers’ Job Satisfaction Questionnaire (TJSQ) indicates that teachers’ overall
satisfaction is moderate, neither very high nor very low. This provides a comprehensive view
of how language teachers perceive their job satisfaction. Based on the findings, it can be
interpreted that having the freedom to prepare lesson plans independently, positive
relationships with students, and the ability to facilitate student learning are key factors in
teacher satisfaction. This means that the private school teachers in this study value the freedom
to personalize their lesson plans to respond to the unique needs of each student which enables
them not only to have a more fulfilling teaching experience but also stronger bonds with
students. This is beneficial in many aspects such as the success and improvement of their
students, a deep sense of professional contentment, etc...

There are several important factors related to this finding. First of all, teachers in private
schools can respond to the unique needs and interests of their students more effectively with
the freedom to prepare their own lesson plans. Allowing teachers to have autonomy in
preparing their lesson plans is essential for their success in implementing teaching methods, as
it encourages them to be creative and innovative. This is supported by the study of Salazar-
Ayala, Greenier, and Lammerer (2021), who emphasized that teachers' feelings of competence
and connection are strengthened by autonomy and supportive relationships. As a result, they
experience increased engagement and satisfaction in their teaching duties on a daily basis.
Another factor pointed out by most private school teachers is the autonomy to choose the
materials and activities. When teachers are given the freedom to design their lessons, they
choose the most relevant and captivating teaching materials and design their lessons to the
unique learning styles and preferences of their students and experience full student
engagement, and effective and enjoyable learning experience not only for themselves but also
for their students. This finding is supported by the study of Hattie (2015) who emphasized the
importance of using relevant materials to promote effective engagement, which is crucial for
achieving success in teaching and learning.

Furthermore, the findings reveal that a positive relationship between students is an important
factor in teachers’ job satisfaction. A strong bond between teachers and their students is the
key to a supportive and respectful classroom environment. A supportive and respectful
classroom environment leads to better student engagement and more enjoyable lessons. This
finding is supported by Hattie (2009), who highlighted that positive student-teacher

relationships significantly impact student engagement and teacher satisfaction. In another
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study, Pianta, Hamre, and Allen (2012) also emphasized the importance of understanding
student needs to provide effective support. In line with this, teachers in this study claimed that
a positive relationship between their students helps them understand their student's needs,
strengths, or weaknesses and this leads them to prepare more personalized support and
guidance.

Additionally, positive student-teacher relationships contribute to better academic outcomes.
When students feel understood and supported by their teachers, they are more likely to be
motivated and perform better academically. This, in turn, boosts teacher satisfaction as they
see the positive impact of their efforts. This finding is consistent with the research of Roorda,
Koomen, Spilt, and Oort (2011), who found that positive relationships with teachers are
strongly associated with student motivation and academic success. These findings comply with
Salazar-Ayala, Greenier, and Lammerer (2021), who emphasize that teacher autonomy and
supportive relationships elevate the requirements of autonomy, capability, and relatedness,
making teachers more engaged and satisfied with their daily academic activities.

Moreover, another key factor in private school teachers ‘satisfaction is facilitating student
learning. It is one of the most important factors for teachers’ professional fulfilment because
when teachers witness that their students are improving, and thriving and they are the most
important contributor to this process, this gives them a profound sense of purpose and
accomplishment. This finding is supported by Hargreaves and Fullan (2012), who highlighted
the same factor by emphasizing that teachers find meaning in their roles in fostering student
success. In private schools when teachers experience the success of their students or
improvement or freely take part in their teaching process, they feel great satisfaction in their
jobs, because they feel validated in their efforts and skills. This result also finds support with
the study of Day and Gu (2010) who underlined that experiencing professional validation
through student achievements reinforces teachers' sense of professional identity and dedication.

However, the private school teachers in this study revealed that lack of personal
responsibility and inadequate feedback or guidance from the heads of departments or
coordinators are the factors of their dissatisfaction. This means that when teachers in this study
feel that they lack personal responsibility, they feel undervalued and disconnected from their
roles, which is very critical because it leads to decreased motivation and dissatisfaction. This
is consistent with the findings of Ingersoll (2003), who highlighted that lack of autonomy and
support can lead to teacher burnout and dissatisfaction. This lack of responsibility can stem

from rigid school administrative staff or strategies that do not allow teachers to take initiative
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or make meaningful contributions to their work. Additionally, the private school teachers in
this study highlighted the importance of guidance and feedback from their superiors. In such
situations, teachers may experience feelings of uncertainty and lack of support regarding their
professional development and performance. This is backed up by the study of Hattie and
Timperley (2007), who underlined the importance of constructive feedback in the development
and satisfaction of teachers. Teachers in this study are of the opinion that constructive feedback
and guidance are necessary for their personal growth and development. Without this, they feel
isolated and frustrated, and this affects their job satisfaction.

Addressing these issues must be a priority for private school administrators or decision-
makers to foster a sense of personal responsibility, they should create supportive work
environments, provide efficient support, and in addition set clear and sustainable objectives.
The study conducted by Johnson, Kraft, and Papay (2012) revealed that supportive work
environments and clear goals significantly improve teacher satisfaction and performance.
Furthermore, another point that has to be prioritized by private school administrators or
decision-makers is establishing an atmosphere of collaboration because a collaborative
environment increases the motivation and satisfaction of teachers. Also, the results of this study
showed that teachers’ relationships with their colleagues are of the greatest significance and
contribute to their sense of purpose and belonging in the workplace. Agarwal, Kumar, and Ali
(2023) emphasized in their study that a positive workplace culture improves teamwork, raises
morale, increases productivity and efficiency, and enhances retention of the workforce. It can
be concluded that by focusing on these key areas, schools will achieve better academic results

in the long term by investing in teachers' enthusiasm, dedication, and happiness.

5.5. Demographic Factors and Their Impact on Job Satisfaction among ELT Teachers

The Teachers’ Job Satisfaction Questionnaire provided an understanding of the factors that
influence teachers’ experiences. Although no significant differences in job satisfaction based
on gender, age groups, work experience, teaching level, subject area, or employment type were
found in this study, some related points must be taken into consideration.

Based on the data from this study, it can be concluded that job satisfaction levels among
male and female teachers are quite similar, regardless of their gender. However, there are
cultural variations and they can have a significant impact on gender expectations and roles that
can affect teachers’ job satisfaction. Teachers emphasize this impact because educational

settings are shaped by social and cultural norms, and it affects how male or female teachers are
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perceived, this is a critical issue and cannot be underestimated. This critical issue is consistent
with Ingersoll (2003), who emphasized how cultural and social norms greatly influence the
level of teacher satisfaction. Another issue that female teachers can encounter in certain
cultures is the biases or extra pressures put only on females. This should be considered by
school administrators or decision-makers while developing policies and practices for teacher
job satisfaction. They should respect all the cultural factors, and evaluate a larger context and
unique factors while creating a welcoming working atmosphere for their teachers regardless of
their gender.

Although there was no significant difference in job satisfaction across different age groups
in this study, depending on the specific circumstances job satisfaction of older and younger
teachers can be affected in various ways. It can be concluded from the teachers’ suggestions in
this study that, when a supportive environment is established, they take advantage of the
strengths of both experienced and new teachers. This aligns with Dou, Devos, and Valcke
(2017), who stated creating a supportive work environment is crucial for boosting job
satisfaction among teachers of all ages. Therefore, school administrators or decision-makers
should make the most of this richness and create an atmosphere that fosters collaboration and
the exchange of ideas. This will be advantageous for both experienced and younger teachers.
Mentoring programs can be an alternative for fostering knowledge exchange and professional
growth. Experienced teachers can be paired with younger teachers, and by this way
experienced teachers can share their knowledge and valuable experiences they had saved
throughout their teaching process, on the other hand, the younger teachers can bring their fresh
and creative ideas such as the usage of technology or applications along with enthusiasm. This
will be valuable guidance and support and will create a vibrant and productive teaching
environment, enriched by a dynamic and diverse culture.

Furthermore, there was no significant difference in job satisfaction regardless of teaching
level, university subject areas, or employment type. Based on the findings, it is evident that
factors such as administrative support, school culture, workload, and job autonomy have an
important effect on determining teachers' level of job satisfaction. In their study, Klassen and
Chiu (2010) highlighted the importance of administrative support and a positive school culture
in influencing job satisfaction. Since these factors greatly influence the work experience of
teachers, administrative support; such as necessary resources and guidance should be taken as
a precaution to help teachers. This support will enhance the teachers’ job performance, too.

This attempt should be backed up with a strong school culture. When teachers work in a strong



S7

school culture, they feel that they are embraced by a community, and they are connected to this
team. In such environments, teachers feel that they are appreciated, find meaning in their
profession and they will be backed up by this community. Furthermore, another issue that is
underlined in this study is the workload of teachers in private schools which affects their job
satisfaction. School administrators or decision-makers should maintain reasonable workloads
to avoid burnout and reduce the stress of teachers. This is supported by a study by Chowhan
and Pike (2023). They found that an overwhelming workload can significantly reduce job
satisfaction due to the stress and burnout it causes.

In conclusion, it is apparent from the results that the lack of significant differences in job
satisfaction across various demographic groups in this study could be attributed to the unique
and supportive environment of private schools. The various factors that contribute to job
satisfaction among teachers should be listed as the availability of resources, support systems,
a positive professional culture, efficient administrative practices, and strong community
support. These elements, work together and create a uniformity and consistently high level of
satisfaction among teachers in private schools regardless of their demographic differences. This
can be aligned with the findings of Hargreaves and Fullan (2012), who emphasized that
supportive environments and adequate resources contribute to higher job satisfaction

uniformly.

5.6. The Correlation Between Job Crafting Behaviours and Job Satisfaction of Teachers
in ELT Context

According to the findings in "The Correlation Between Job Crafting Behaviours and Job
Satisfaction in the ELT Context", teachers highlighted several important aspects in terms of
job crafting and job satisfaction. First of all, it can be interpreted from the findings that teachers
value job crafting because it allows them to highlight their areas of expertise, experience a
sense of freedom, and customize their work. This finding aligns with the study of Slemp and
Vella-Brodrick (2013), who discovered that job crafting has a positive impact on employees'
well-being. This is because it allows the teachers to customize their job responsibilities to better
align with their strengths and interests. Having the flexibility to align their work with their
passions enhances job motivation for teachers working in private schools because it gives them
greater control over their work. In addition, job crafting enhances performance by allowing
teachers to efficiently use their strengths and interests. Since the teachers’ contributions are

valued and acknowledged, teachers in private schools experience a greater sense of belonging
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within their schools. Thus, it is evident that promoting job crafting in educational institutions
is crucial in enhancing the motivation, performance, and overall job contentment of teachers.

Secondly, teachers have many opportunities to explore areas that can match their individual
interests or skills through job crafting. It can be interpreted that job crafting is essential in
teachers’ engagement and satisfaction in their professional roles. For example, teachers in
private schools whose individual interest is technology can integrate technology models to
include innovative digital tools that align with their teaching philosophy. This finds support in
the study conducted by Berg, Dutton, and Wrzesniewski (2013), who emphasized that job
crafting allows individuals to shape their job roles to better fit their strengths and interests,
leading to greater job satisfaction and professional development.

In addition, job crafting has a variety of positive effects not only for teachers but also for
students and their schools as well, therefore, schools and school administrators should promote
job crafting. For example, school administrators can reduce or even stop the rates of turnover
by prioritizing job crafting because teachers who craft their jobs feel satisfied so they keep
working in their schools. In this way, the private schools will continue with their skilled and
motivated teaching staff and will not be struggling with turnover. Allowing the teachers to
shape their job responsibilities is beneficial for all stakeholders involved. This partnership
fosters growth, guidance, and achievement which means a better and more harmonized school
environment. According to Demerouti's research in 2014, it was found that allowing teachers
to shape their jobs within educational settings can result in a more motivated and adaptable
workforce. Therefore, the fact that supportive and encouraging work environments make
teachers thrive and support their happiness and job satisfaction, the school administrators
should focus on this satisfaction, otherwise, they will encounter a major problem for private
schools, retaining teachers.

According to the findings, whenever private school teachers feel valued and
appreciated and are given the autonomy to shape their work, they experience a deep sense of
fulfillment and purpose. It can be interpreted as; creating a supportive work environment is
crucial for creating motivated and efficient teaching staff because an encouraging environment
at work enhances the teachers’ motivation and dedication. This result is supported by the study
of Maltby and Hall (2022), who found that work environments that offer important job
resources like feedback, autonomy, and growth opportunities greatly improve teacher

resilience and satisfaction. This sense of fulfilment is so intense that, it becomes advantageous
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for their school’s reputation and makes their school appealing for both their students and their
parents.

Job satisfaction can be affected by factors such as professional commitment and effective
workload management, this finds support in a recent study by Janib, Rasdi, and
Zaremohzzabieh (2022). This finding in this study must be interpreted carefully by private
school administrators or decision-makers. Supportive work environments have the potential to
influence these variables and job satisfaction, therefore, private schools should prioritize the
creation of supportive environments to improve teacher satisfaction and performance. One of
the things that this study highlighted about job satisfaction was the importance of having a fair
amount of work and being able to access professional development opportunities to maintain
job satisfaction. Creating supportive environments that respond to these needs can greatly help
teachers effectively manage their responsibilities and stay devoted to their profession.

In conclusion, implementing job crafting in private schools has a significant effect on
teacher satisfaction, performance, and the overall culture of collaboration. This, in return,
benefits both educators and students in a variety of ways.

5.7. ELT Teachers’ Views on the Relationship Between Job Crafting and Job
Satisfaction

The qualitative data results obtained from the interviews conducted with 10 teachers are
consistent with the quantitative data, and provide detailed and descriptive information that
strengthens the findings. Based on the findings, there are multiple variables that private school
teachers consider integrating job-crafting strategies into their practices.

Among these variables, the first crucial one is independence in lesson plans and teaching
materials. Based on the findings, it can be concluded that autonomy gives a deep sense of
purpose, ownership, and satisfaction to most teachers who participated in this study, therefore,
most of them prioritize the opportunity to adapt their lesson planning and teaching methods.
While doing this adaptation, they add their personal dimension by including their interests, like
music, drama, technology, creative techniques, and Total Physical Response (TPR) methods.
It means they redesign their work experiences to better match their teaching styles and interests.
This result is supported by the study conducted by Tims et al. (2013), who stated that
purposeful change can help employees reorganize their work experiences.

Furthermore, teachers in private schools in this study use autonomy and freedom by using

different teaching places apart from typical classes, such as libraries, gardens, and club rooms.
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Based on this finding, it can be inferred that alternative teaching environments have a positive
effect, enhance teaching quality provide effective lessons, and lower stress levels for both
teachers and students. This finding is supported by the research of Johnson et al. (2014) who
noted that teaching in different environments has a positive impact on reducing stress levels
and increasing engagement for both teachers and students. Teachers feel more relaxed in these
environments, therefore their connections and interactions with their students improve.
Additionally, in private schools, there are some extracurricular activities or clubs such as
Junior Model United Nations (JMUN) or Destination Imagination (DI). Job crafting can be
implemented by engaging with extracurricular activities or clubs, which allows the teachers to
support adaptability and creativity in their students. Most of the teachers think that these
activities do not increase their workload although they are usually done after school or at the
weekends, instead, they believe these activities enhance the overall quality of their teaching.
Based on the findings, most students in private schools consider their language teachers as
their idols, both the students and their parents admire their teachers because they value their
language teachers’ efforts to teach a language and also consider them exceptional educators
since they create a positive feeling, even love, for foreign languages in their children. All these
positive and encouraging factors contribute to the job satisfaction and professional fulfillment
of private school teachers since they feel a strong sense of appreciation from a community they
are always in a relationship with. Ingersoll and Strong (2011) support this finding who noted
that teachers who are content with their work have a notable influence on the academic growth
of their students. All in all, it is evident that when teachers have the autonomy to redesign their
lessons it has many benefits, and, all educational institutions should prioritize this approach.
Nevertheless, teachers in private schools encounter some challenges while implementing
some job crafting practices related to various factors. Based on the findings, these various
factors can vary from the books to parental pressure or being excluded from some critical
decisions. The teachers in this study make some frequent changes to the books which are
sometimes very boring or monotonous for students, but while they are doing these
modifications they are under parental pressure because some parents want the teachers to
follow the books strictly page by page. In addition to this, the teachers in this study especially
those working in chain schools find it challenging to finish the curriculum within a time frame
to the strict lesson plans or curricula enforced by upper management. Moreover, one of the
factors that teachers in private schools have to struggle with is the decisions of the upper

management or head of departments without underestimating the teacher’s input. This is a very
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critical issue since teachers in private schools may feel isolated, and not valued and this can
cause discontent. Blasé and Blasé (2000) also highlight the same point stating that isolating
teachers from important processes can lead to feelings of demotivation and frustration and
compromise their professional autonomy.

In addition, another challenge that private school teachers encounter is the modified lesson
plans. Teachers make some adjustments and want to try some new techniques on their lesson
plans on paper and when these modified lesson plans cannot be carried out effectively in their
natural classroom environment, it can result in a lack of student engagement and not fulfilled
classroom objectives. It can be interpreted like this. If teachers want to make some adjustments
in their teaching via job crafting practices, they must introduce them carefully and properly.
Otherwise, the adjustment on the paper lesson plan can be confusing to use or to adapt for the
students because they are not familiar with these new teaching practices. This result is also
underlined in a study by Hargreaves (2000), who noted that to prevent chaos, resistance, and
confusion among students, new teaching methods must be clearly conveyed and performed. It
is essential that teachers clearly and effectively implement new methods in order to guarantee
student adaptation and overall classroom success.

In summary, it is possible to deduce that teachers have a desire and ability to establish
positive and effective educational environments when they are provided with autonomy and
the opportunity to redefine their teaching, as well as when they are surrounded by supportive
environments. Therefore, to enhance teacher satisfaction and performance, enhancement of
teaching quality, and improvement of student outcomes it is a must for private school
administrators or decision-makers to place a high priority on job-crafting practices for its
multitude of benefits. This result finds support by the research of Petrou, Demerouti, and
Schaufeli (2012). In their study, they underlined how crucial it is for schools to invest in job-
crafting practices in order to establish a successful and effective educational environment.
5.8. Directions for Further Research

Based on the current study many potential areas of research can be explored. First of all in
terms of school type and sample size. It should be emphasized that the study was only
conducted in private schools and had only 114 participants. Therefore, it has the potential to
restrict the generality of the results. It would be beneficial to include a broader range of teachers
as well as teachers from public schools or maybe from other languages. A larger size and
variety of school types would lead to a more detailed and generalizable understanding of job

crafting and work-related job satisfaction among teachers.
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The study also had other issues that need further research related to the heads of departments
or coordinators. There is not only a communication gap between the teachers and heads of
departments and a lack of support from superiors, but also an exclusion of teachers from critical
decisions such as the choice of textbooks or curriculum. These factors have a negative impact
on teachers’ job satisfaction and job crafting abilities. Further research on the support of heads
of departments and their effect on teacher’s job satisfaction, job performance or teaching
effectiveness and the impact of excluding teachers from important decision-making processes
on their sense of ownership, motivation, and alignment with materials and curricula would be
beneficial.

A need for more independence, opportunities for professional growth, and reasonable
workloads were also issues expressed by teachers in this study. To investigate the impact of
workload management, leadership support, and professional growth on job crafting and job
satisfaction would be valuable for further research. By confronting these concerns and

enhancing approaches, schools can enhance teacher satisfaction and performance.

5.9. Pedagogical Implications and Limitations

Particularly in the context of English Language Teaching (ELT), the results of this study
have several significant implications for educational practices and teaching methodologies. It
is evident that job crafting behaviours among ELT teachers have an important effect on the
quality of teaching and job satisfaction of teachers. To enhance teacher satisfaction and
performance, educational institutions should focus on several implications such as promoting
autonomy, creating supportive educational environments, providing continuous professional
development programs or training, etc.,

Educational institutions should focus on job-crafting strategies more and establish
supportive environments that promote flexible and autonomous teaching practices as a part of
professional development opportunities for teachers. This can be accomplished by participating
in workshops, seminars, and ongoing professional development programs. These professional
development programs should underline the advantages of job crafting and equip teachers with
practical tools and techniques to integrate these strategies into their daily teaching routines.

Recognizing the significance of autonomy is another implication that should be focused on
by school administrators or decision-makers since it affects the quality of teaching as well as
teacher job satisfaction. This can be achieved only by allowing teachers to personalize their

teaching methods including integrating their interests and strengths, and lesson plans to meet
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the unique needs of their students and experimenting with innovative teaching methods. Since
innovative teaching methods can lead to a more motivated and engaged teaching staff. Slemp
and Vella-Brodrick (2013) also support this finding by stating creating a supportive
environment that values teacher input and creativity, schools can foster a culture of continuous
improvement and innovation.

Additionally, the sense of ownership and commitment to one's work can be improved by
engaging teachers in decision-making processes, particularly in the context of curriculum
development and textbook selection. Active participation in these critical decisions by
educators increases their motivation and sense of worth, resulting in improved teaching
outcomes and greater job satisfaction. This is consistent with the findings of Ingersoll and
Strong (2011), who underscored the beneficial effects of teacher participation in decision-
making on student achievement and job satisfaction.

However, this study has several limitations that must be recognized. First of all, in terms of
school type, its special emphasis on private schools may restrict the generality of the results.
In comparison to public school teachers, private school teachers may possess distinct
perspectives regarding institutional cultures, resources, and socioeconomic conditions. That’s
why, the results have the potential not to represent all English language teachers. A variety of
school types would lead to a more detailed and generalizable understanding of job crafting and
work-related job satisfaction among teachers.

Secondly, the sample size, a small size of participants limited to 114 teachers, has the
potential to restrict the generality of the results. Expanding the size of the participants would
not only improve the reliability and validity of the results but also allow more accurate
generalizations as well as provide a better understanding of job crafting and work-related job
satisfaction among teachers.

Furthermore, the study's cross-sectional nature restricts the ability to make causal
inferences. It is important to conduct longitudinal studies in order to investigate the lasting
impact of job crafting on both job satisfaction and teaching effectiveness. Studying the
evolution of job crafting behaviours over time and their long-term impact on teachers'

professional lives would offer valuable insights.

5.10. Conclusion
The study findings indicate a strong correlation between job crafting and job satisfaction

among English language teachers in private K8 schools. In addition to the advantages of this
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topic for teachers, including increased autonomy, finding purpose and fulfilment in their work,
and experiencing greater satisfaction, there are also some challenges they may face. These
include being excluded from important decision-making processes, lacking support and
inadequate communication with superiors, and dealing with a heavy workload.

Within this context, it is crucial for school administrators to involve teachers in decision-
making processes and establish a supportive environment that encourages job crafting. This
will ultimately enhance teacher satisfaction. Furthermore, it is crucial to arrange professional
development programs that cater to the specific requirements of teachers in order to enhance
their job satisfaction and performance. Implementing these beneficial strategies will help boost
teacher satisfaction, leading to enhanced student achievement.

Overall, this study emphasizes the significance of job crafting in enhancing job satisfaction
for ELT teachers. It adds to the existing literature by offering a more comprehensive
understanding of how job crafting relates to work-related job satisfaction. Developing practices
that support teachers' job-crafting behaviours can have a positive impact on education quality,
teacher satisfaction, student outcomes, and overall educational success. School administrators

and education policymakers have the opportunity to make a difference in these areas.
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CAG UNIVERSITESI
SOSYAL BIiLIMLER ENSTITUSU
ETiK KURULU

BILGILENDiRiLMi$ ONAM FORMU

Bu formun amaci katilmaniz rica edilen arastirma ile ilgili olarak sizi bilgilendirmek ve katilmanmz ile
ilgili izin almaktir.

Bu kapsamda “Ozel Okullarda Ogretmenlerin Is becekrikliligi ile is tatmini arasindaki ilsikinin ELT
baglaminda incelenmesi” baghkl aragtirma “Funda AZNIK" tarafindan géniillii katithimeilarla yiritilmektedir.
Arastirma sirasinda sizden alinacak bilgiler gizli tutulacak ve sadece arastirma amagh kullamlacaktir. Arastirma
stirecinde konu ile ilgili her tiirli soru ve gorisleriniz igin agagida iletisim bilgisi bulunan arastirmaciyla
gorusebilirsiniz. Bu arastirmaya katilmama hakkiniz bulunmaktadir. Ayni zamanda ¢alismaya katildiktan sonra

cahgmadan gikabilirsiniz. Bu formu onaylamaniz, arastirmaya katihm icin onam verdiginiz anlamina

gelecektir.

Aragtirmayla ilgili Bilgiler:

Aragtirmanin Amac: cesitli faktorlerden etkilenen bir yapi olan is becerikliligi ile is tatmini arasindaki iligkiyi
arasnrmaknr Bu iligkinin incelenmesi mevcut bilimsel literatirde sinirh sayida aragtirmaya konu olmustur.

Ayrica, "is becerikliligi" kavram nispeten yenidir ve mevcut literatiirde bu konuyla ilgili sinirli sayida arastirma
mevcuttur. Dolayisiyla bu aragtirmanin mevecut literatiire degerli bir katki saglayacag diisiiniilmektedir.

Stiresi: 2023-2024 Egitim 6gretim yili boyunca

Arastirmanin Yiiriitilecegi Yer: Mersin il Milli Egitim Mudirliigine bagl, anaokulu, ilkokul ve ortaokul
diizeylerinde egitim vermekte olan 6zel okullar

Calismaya Katilim Onayn:

Katilmam beklenen ¢alismanin amacini, nedenini, katilmam gereken siireyi ve yeri ile ilgili bilgileri
okudum ve goniillii olarak ¢alisma siiresince tizerime diigen sorumluluklar anladim. Caligma ile ilgili ayrintih

aciklamalar yazili ve sozlii olarak tarafima sunuldu. Bu calisma ile ilgili faydalar ve riskler ile ilgili
bilgilendirildim.

Bu arastirmaya kendi istegimle, higbir baski ve zorlama olmaksizin katilmay1 kabul ediyorum.

Katihmcinin (Islak imzasi ile*)

Adi-Soyadi:
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Appendix C: Participant Consent Form

Participant Consent Form

Investigating the Relationship Between Job
Crafting on Job Satisfaction of English Language

Teachers in Private K8 Schools in Southern Turkey

¢ L voluntarily agree to participate in this research

e [ understand that even if I agree to participate now, I can withdraw at any time or

refuse to answerany question without any consequences of any kind.

e [ understand that I can withdraw permission to use data from my interview within

two weeks afterthe interview, in which case the material will be deleted.

e [ have had the purpose and nature of the study explained to me in writing and I have

had the opportunity to ask questions about the study.

e [ understand that participation INVOIVES..........ccoviiiiiiiiiiiii e .

e T understand that I will not benefit directly from participating in this research.
e [ agree to my interview being audio-recorded.
e Junderstand that all information I provide for this study will be treated confidentially.

e T understand that in any report on the results of this research, my identity will remain
anonymous. This will be done by changing my name and disguising any details of
my interview that may reveal my identity or the identity of people I speak about.

e [ understand that disguised extracts from my interview may be quoted in .

e | understand that if I inform the researcher that myself or someone else is at risk
of harm theymay have to report this to the relevant authorities - they will discuss this

with me first but may be required to report with or without my permission.
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e [ understand that signed consent forms and original audio recordings will be retained

1 R until the board confirms the results of the dissertation.

e lunderstand that a transcript of my interview in which all identifying information has
been removed will be retained for two years from the date of the exam board

e [ understand that under freedom of information legalization, I am entitled to access
the information I have provided at any time while it is in storage as specified above.

e [ understand that I am free to contact any of the people involved in the research to

seek further clarification and information.

Names, degrees, affiliations, and contact details of researchers (and academic supervisors

when relevant).

Signature of research participant

Signature of participant Date

Signature of researcher

| believe the participant is giving informed consent to participate in this study

Signature of researcher Date

Enstitii Midiirliigiinde Evrak Ash Mevcuttur
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Appendix D. Job Crafting Scale

Is Yaratma Anketi (JCQ)
Demografiik kisim

Cinsiyet: Erkek Kadin:

Hangi boliimden mezun oldunuz?
Yabanci dil 6gretimi:

Filoliji (dil ve edebiyat)
Miitercim terciimanlik:

Dil bilim bolimii:

Kag yillik is terciibeniz var?

1-5 yil
6-10 y1l
11-15 y1l
16-20 y1l
+21 yil

Yas:

21-25
26-30
31-35
36-40
41-45
46-50
51+

Ne tiir S6zlesmeniz var?
1 yillik s6zlesme:
Vekil (ticretli 6gretmen)



Items

Increasing structural job resources

| try to develop my capabilities

| try to develop myself professionally

| try to learn new things at work

I make sure that | use my capacities to the
fullest

a1 B WIN|F-

| decide on my own how | do things

Decreasing hindering job demands

I make sure that my work is mentally less

6 | .
intense
7 | try to ensure that my work is emotionally
less intense
I manage my work so that | try to
8 | minimize contact with people whose
problems affect me emotionally
| organize my work so as to minimize
9 | contact with people whose expectations
are unrealistic
| try to ensure that | do not have to make
10 - -
many difficult decisions at work
| organize my work in such a way to make
11 | sure that I do not have to concentrate fortoo
long a period at once
Increasing social job resources
12 | 1 ask my supervisor to coach me
| ask whether my supervisor is satisfied
13 .
with my work
14 | 1look to my supervisor for inspiration
15 | ask others for feedback on my job
performance
16 | I ask colleagues for advice
Increasing challenging job demands
When an interesting project comes along, |
17 | offer myself proactively as project co-
worker
If there are new developments, I am one of
18 | the first to learn about them and try them
out
19 When there is not much to do at work, 1
see it as a chance to start new projects
20 | regularly take on extra tasks even though
| do not receive extra salary for them
| try to make my work more challenging
21 | by examining the underlying relationships

between aspects of my job
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Appendix E. Teacher Job Satisfaction Questionnaire
OGRETMEN iS MEMNUNIYETi ANKETI (TJSQ)

Yonergeler: Asagidaki ifadeler, bir 6gretmenin isi hakkinda nasil hissettigini etkileyebilecek
faktorlere atifta bulunur. Bu faktorler 6gretim ve bireyin ob durumuna iliskin algisi ile ilgilidir.
Asagidaki ifadeleri cevaplarken. ifadelere katilimi veya katilimina derecenizi temsil eden rakanmi
daire ig¢ine alin. Lutfen disiinceli yanitlar vermek igin kesintisiz 10-15 dakika ayirin. Litfen bu
enstrimanda kendinizi tanitmayin.

Anahtar: 12345

1. Kesinlikle katilimiyorum
2. Notr

3. Katilryorum

4. Kesinlikle katiliyorum

5 Ne katiliyorum ne katilmiyorum

Ogretrnenlik bana profesyonel olarak ilerleme firsati sunuyor. 12345
Ogretmen geliri normal giderler igin yeterlidir. 1 23 4 5

Ogretim, cesitli becerileri kullanma firsati sunar. 12345

Yetersiz gelir. yagamak istedigim gibi yasamami engelliyor. 1234 5
En yakin amirim bir bir6gretmeni digerine karsi cevirir. 1 2345
Kimse bana iyi bir 6gretmen oldugumu séylemiyor. 12345

Bir 6gretmenin isi rutin faaliyetlerden olusur. 1 234 5

Su anki 6gretmenlik pozisyonumda ilerlemiyorum. 12345
Okulumdaki ¢alisma kosullart iyilestirilebilir. 1 23 4 5

10. Birinci dereceden amirimden denklik aliyorum. 1 23 45

11. Kendi kararlarimi verme 6zgiirligiim yok. 123 45

12. En yakin amirim 6gretimimi gelistirmek i¢in onerilerde bulunur. 12345
13. Ogretim giivenli bir gelecek saglar. 1 2345

14. Basarili 6gretmenligim igin tam takdir aliyorum. 1 2345

15. Meslektaglarimla iyi geginirim. 1 2 3 45

16. Okulumdaki yonetim. politikalarini agik¢a tanimlamiyor. 12345
17. Yardima ihtiyacini oldugunda amirim bana yardim ediyor. 1 2345
18. 18. Okulumdaki ¢alisma kosullan rahat. 1 23 4 5

19. 19. Ogretmek bana 6grencilerimin 6grenmesine yardimei olma firsat veriyor. 1 2345
20. 20.Birlikte galistigim insanlar1 seviyorum. | 2345

21. Ogretim, ilerleme igin siirli firsatlar saglar. | 2345

22. Ogrencilerim bana bir gretmen olmak saygi duyuyor. 1 23 45

23. Ogretmenlik isimi kaybetmekten korkuyorum. 1 2345

24. En yakin amirim beni desteklemiyor. 1 2345

25. Ogretim cok ilging bir istir. 1 2 3 45

26. Okulumdaki calisina kosullar1 daha kotii olamazdi. 1 2345

27. Ogretmek 6zgiinliigii caydirir. 1 2345

28. Okulumdaki yonetim politikalarini iyi iletiyor. 123 4 5

29. Ogretmenlik isimde kendimi asla giivende hissetmiyorum. 12345

©oo Nk~ wh e



30.
31.
32.
33.
34.
35.
36.
37.
38.
39.
40.
41.
42.
43.
44,
45,
46.
47.

48.
49.
50.
51.
52.
53.
54,
55.
56.
57.
58.
59.
60.
61.
62.
63.
64.
65.
66.
67.
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Ogretmek bana yeni yontemler gelistirme sans1 vermiyor. 12345
En yakin amirim herkese esit davranir. 12345

Meslektaslarim beni daha iyi is yapmam i¢in tesvik ediyor. 12345
Ogretim terfi ¢in bir firsat saglar. 12345

Giinlik derslerimi planlamaktan sorumluyum. 12345
Okulumdaki fiziksel ¢evre hos degil. 12345

Yetenegimle orantili olarak iyi maag aliyorum. 12345
Meslektaslarim birbirlerini ¢ok elestiriyorlar. 12345

Ogretimim igin sorumlulugum var. 12345

Meslektaglarim bana 1 2 3 4 5 6gretimim hakkinda 6neri veya geri bildirimde bulunurlar.
En yakin amirim 6gretimi gelistirmek i¢in yardim saglar. 12345
Birlikte ¢alistigin1 insanlardan isbirligi almiyorum. 12345
Ogretmek beni yaratic1 olmaya tesvik ediyor. 12345

En yakin amirim 6nerileri dinlemeye istekli degil. 12345
Ogretmen geliri yasamak icin zar zor yeterli. 12345

Ogretmeye kars1 kayitsizim. 12 345

Bir 6gretmeninisi ¢ok keyifli. 12345

Acil 1 2 34 5'imden ¢ok fazla anlamsiz talimat aliyorum.

Danisman.

Birlikte calistigim insanlar1 sevmiyorum. 12345

Cok az tanmmiyorum. 12345

Ogretim ilerleme icin iyi bir firsat saglar. 12 345

Ilgi alanlarim meslektaslarminkine benzer. 12345

Eylemlerimdcn sorumlu degilim. 12345

En yakin amirim ihtiyacim olan materyali 12345

Elimden gelenin en iyisini yapacagim. 12345

Meslektaslarim arasinda kalict dostluklar kurdum. 12345
Okulumdaki ¢alisma kosullar1 iyi. 12345

En yakin amirim beni rahatsiz ediyor. 12345

Ogretmen geliri hak ettigimden daha az. 12345

Okulumun politikalarindan haberdar olmaya ¢alisiyorum. 12 345
Iyi bir ders verdigimde, en yaki amirim fark eder. 12345

En yakin amirim benden ne beklendigini agikliyor. 12 345
Ogretmenlik bana finansal giivenlik sagliyor.12 3 4 5

En yakin amirim iyi 6gretimi 6viiyor. 12345

Okulumun politikalariyla ilgilenmiyorum. 12345

Ogrencimle iyi geciniyorum. 12 345

Ucret diger okul bolgelerindeki benzer islerle Karsilastirilir. 12 345
Meslektaslarim bana mantiksiz geliyor. 12345
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Appendix F. Interview Questions
IS BECERIKLILIGI VE IS TATMINI GORUSME SORULARI

1. Bir dil 6gretmeni olarak tipik bir giiniiniizii paylasabilir misiniz?

2. Bir egitimci (olarak hem simif i¢inde hem de diginda 6gretim metodolojilerinizi
tercihlerinize uyacak veya Ogrencilerinizin ihtiyaglarima daha iyi uyacak sekilde

uyarlamak i¢in is becerisini nasil kullanirsiniz-) Spesifik 0rnekler verebilir misiniz?

3. Bir dil 6gretmeni olarak ne tiir seyler sizi tatmin ve mutlu hissettirir? Ogretmenlik
gorevinizde memnuniyet ve tatmin duygunuzu onemli Ol¢lide etkileyen bir deneyimi

paylasabilir rnisiniz?

4. Bir dil 6gretmeni olarak Ogrennie seklinizi veya gorevlerinizi (s isciligi yapmak}
degistirmek is tatmininizi nasil etkiler? Dil egitimi alaninda is becerisi ve is tatmini
arasindaki iliski hakkinda ne diisiiniiyorsunuz. Is isciligi eylemlerinin is tatminini olumlu

yonde etkiledigini diisiinliyor musunuz/inaniyor musunuz? Neden ya da neden olmasin?

5. Ogretim yaklasimmzi veya gorevlerinizi is iscili§i yoluyla ayarlamak, genel is
memnuniyetinizi nasil etkiler? Dil egitimi alaninda is becerisi ve is tatmini arasindaki
iliskiyi nasil degerlendiriyorsunuz? 1§ becerisi girisimlerinin dil egitimcileri arasinda is

tatminini olumlu yonde etkiledigine inaniyor musunuz? Neden ya da neden olmasin?

6. Ogretim sorumluluklarmzi (gérevlerinizi) degistirirken (degistirirken) is tatmininizi
etkileyen herhangi bir zorlukla karsilastiniz m1 veya beklenmedik sorunlarla (olaylarda)

karsilastiniz mi1? Bunlari nasil ¢6zdiiniiz ve iistesinden geldiniz'?

7. Kendi deneyimlerinize veya gozlemlerinize dayanarak, is becerileri yoluyla is
tatminlerini artirmak isteyen dil Ogretmenlerine herhangi bir tavsiye veya oOneride

bulunmak ister misiniz?



Appendix G. Request for Ethics Committee Approval for Thesis Research

T,
’ CAG UNIVERSITESI 1@*

S()Sy'dl Bilimler Enstitiisii TIRKIYE CUMHURIVETINiN YOZONCI ¥LI

Sayr : E-23867972-050.04.04-2400002351 11.03.2024

Konu : Bilimsel Arastirma ve Yaym Etigi
Kurulu Karar1 Alinmas1 Hk.

REKTORLUK MAKAMINA

flgi: Rektorliik Makamimin 09.03.2021 tarih ve E-81570533-050.01.01-2100001828 sayil1
Bilimsel Arastirma ve Yaym Etigi Kurulu konulu yazisi.

Ilgi tarihli yaziniz kapsaminda Universitemiz Sosyal Bilimler Enstitiisii ingiliz Dili Egitimi
Tezli Yiiksek Lisans Programinda tez asamasinda kayitli olan Funda AZNIK isimli

dgrencimize ait tez evraklarinin "Universitemiz Bilimsel Arastirma ve Yaym Etigi Kurulu
Onaylar1" alinmak tizere Ek'te sunulmus oldugunu arz ederim.

Prof. Dr. Murat KOC
Sosyal Bilimler Enstitiistt Miidirii

Ek : Ogrenciye Ait Tez Etik Dosyasi.

Bu belge. giivenli elektronik imza ile imzalanmustir



Appendix H.Scientific Research and Publication Ethics Committee Approval of Cag
University

T
'n CAG UNIVERSITESI ‘q\l *

Rektorlik TRKIYE CUMHURIYETININ YOZONC YiLI

Sayr : E-81570533-044-2400002763 26.03.2024

Konu : Bilimsel Aragtirma ve Yayin Etigi
Kurul izni Hk.

SOSYAL BILIMLER ENSTITUSU MUDURLUGUNE

flgi : a)11.03.2024 tarih ve E-23867972- 050.04.04-2400002351 sayil1 yaziniz.
b) 13.03.2024 tarih ve E-23867972- 050.04.04-2400002433 sayil1 yaziniz.
¢) 05.03.2024 tarih ve E-23867972- 050.04.04-2400002 189 sayil1 yazimz.

ilgi yazilarda soz konusu edilen Zekeriya DURMAZ, Muhammet Tugrul OZEN ve
Funda AZNIK isimli 6grencilerimize ait tez evraklar1 Bilimsel Arastirma ve Yayin Etigi
Kurulunda incelenerek uygun gortilmustiir.

Bilgilerinizi ve geregini rica ederim.

Prof. Dr. Unal AY
Rektor

Bu belge. giivenli elektronik imza ile imzalanmistir
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T,
’ CAG UNIVERSITESI ‘d\. x

SOS}’ al Bilimler Enstitiisii TiRKlvE cumHuRiveThNN viziued v
Say1 : [E-23867972-044-2400002809 27.03.2024
Konu : Funda AZNIK'inn Tez Anket {zni
Hk.
DAGITIM YERLERINE

Universitemiz Sosyal Bilimler Enstitiisti ingiliz Dili Egitimi Tezli Yiksek Lisans
Programinda kayitli Funda AZNIK isimli 6grencinin "Ozel okullarda 6gretmenlerin is
becerikliligi ile is tatmini arasindaki iliskinin ELT baglaminda incelenmesi" baglikli tezi
Universitemizde gorevli Dr. Ogr. Uyesi Senem ZAIMOGLU'nun danismanliginda
virtitilmektedir. Adi gecen §grenci ¢alismasinda, Miudurliguntize bagh 6zel okullarin
anaokul, ilkokul, ortaokullarinda halen yabanci dil 6gretmeni olarak gorev yapan personeli
kapsamak iizere kopyasi Ek’lerde sunulan anket uygulamasini yapmayi planlamaktadir.
Universitemiz Etik Kurulunda yer alan {iyelerin onaylar1 alinmis olup, izin verilmesi hususunu
bilgilerinize sunarim.

Prof. Dr. Unal AY
Rektor

Ek : Anket dosyasi.

Dagitim:
Geregi: Bilgi:
Mersin i1 Milli Egitim Mudurliigiine Mersin Valiligine

Bu belge. giivenli elektronik imza ile imzalanmistir
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Appendix J. Permission from Mersin Provincial Directorate for National Education

T.C.
- MERSIN VALILIGI B s ﬂ:'
il Milli Editim Mibdirliigi il s
Say1 E-34776202-605 01-102043736 10,05 2024
Eonu : Funda AZNIK 'in
Arastirma Uygulama {zni
DAGITIM YERLERINE

ilgi  :a) Cag Universitesi Rektorligiingn 27.03.2024 tarihli ve 2400002809 sayill yazsi.
b1 Valilik Makaminin 30.04.2024 tarthlive 1001373857 sayah Olurw.

Cag Universitesi Sosyal Bilimler Enstitiisii Ingiliz Dili Egitimi tezli wiksek lisan program
dgrencisi Funda AZNIK'in "0Ozel Okullarda Ofretmenlerin i3 Becerikliligi fle 5 Tatmini Arasmdaki
iligkinin ELT Baglammda fncelenmesi" konulu izin talebi talebi ilgi (a) yaz ile hildirilmisti.

Sdz konusu aragirmamn, 2023-2024 efitim ogretim yilinda, Mersin ilindek: Gzel ilkokul ortaokul
ve anaokullannda girev yapan Gfretmenlere yonelik olarak egitim Gfretim faaliyetleri aksatilmadan,
goniilliilik esasma dayal olarak, uygulama sirasinda midhiirdd ve imzall dmekten ¢o@alnlan ven toplama
araglan kullamlarak galismaya konn kigiler ve aile iiyelerinden ad soyad, telefon, adres, din, mezhep,
einik gruba mensubiyet gibi hassas bilgilerin istenmemesi ve uygulama sonucunda hazrlanacak rapemun
basih ve dijital ortamda, tarafimiza gondenlmes gsart ile wygun gdmildigine dair gt (b) Olur ve eklen
iligikte ghnderilmigti.

Bilgilerinizi ve geredini rica ederim.

Fazilet DURMUS
Vali a.
il pdlli Egrtm hddiini

Ek:
I-Walilik Clura {1 Sayfa)
2-Wen Toplama Araglan (7 Sayfa)

Dragtim:

-13 flpe Kaymakamlifina

(flge Milli Egitim Midiirigii)

- af Universitesi Rektirliifime
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TC.
WERSIN V ALILIGT -
i1 MBIl Egitira Midirlaga ey JOC
Sayp  :E-34776202-605.01-101373857 30/0412024
Koru : Funda & ZNIK' in
Araghrra Izin Onay
VALILIK MAKAMINA

lgi &) Cag Universitesi Rektérligimiin 27.03.2024 tarihlive 2400002809 sanh yamsi,
b) MEB Yenilik ve Egitira Teknolojileri Gene ] Ilidinligfinin 21.01.2020 tarihlive 1563890
sayh " Arashrma Upgulama Tanderi " Konulu (202012 No'lu) Genelgesi.

Cag Universitesi Sosyal Biliraler Enstitiisii Ingiliz Dili Egitirai tezli yilksek lisans prograru
ogrencisi, Funda &ZNIK' in "Oze] okullarda ogretmenlenn is becerikliligi ile is tatradnd arasmdaki
iligkiran ELT baglarunda incelenresi” konulu izin talebine iligkin ilgi (a) yazm ve eklerine istinaden,
gl (b) Genelge dogrultusunda ditzenlenen 26.04.2024 tarihli nygun koradsyon gorigi ve gahgaa
prograra iligikte sunulmustor.

Aragturearan, 2023-2024 egitira 6gretira yilinda, Mersin ilindeki Ozel ilkokul, ortaokul, ve
anasimflanrida gorev yapan dZretrenlere yonehk olarak, egitira 6Zrefira faalivetleri aksatlmadan,
goniillilik esasima dayal olarak, uygulara swasinda raithiinli ve irezah dmekten gogaltlan ven
toplarma araglan kullaralarak gahsraaya konu kigiler ve aile iyelerinden ad soyad, telefor, adres, din,
rezhep, etk gruba raensubiyet gibi hassas bilgilerin isterwaeresi ve uygulama sonucunda
hamrlanacak raporan basih ve dijital ortarada, tarafiraza gonderlmesi garh ile Iidindigiraiizee
uygun degerle ndinlraekte dir.

Ivhkaralanmzea da uygun gérildigi takdirde Olurlanmza arz edenira.

Fazlet DURIIS
11 VR Egitiva Miidiuria
OLUR.
Adera YILIMIAZ
Valia.
Vali Vardiraci;

Ek:
1-Koraisyon Girigia (2 Sayfa)
2-Yam (49 Sayfa)

Eutely gthenk okdeoxd mmss ilo fws sl tr.
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