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ADNOTARE
Autor: Cochava Farjun

Tema: Influenta motivaiei angajalor din sistemul de Tnatamint asupra dezvatii carierei. Tez
de doctor Tn pedagogie, Gimau, 2016

Structura tezei: Introducere, trei capitole, concluzii generaléeiaertie si recomandri. Bibliografia
include 143 surse din care 6 sunt website-uri,r#&ke, in total de 125 pagini text de &akl figurisi 11
tabele, adnotare n limbile ron@renglez, rusi.

Publicatii: La tema tezei au fost elaboratgublicate 4 articole in reviste de specialit@ejrticole
in cadrul materialelor confetlor interngionale, organizate in Republica Moldova.

Cuvinte cheie: Motivatie, cariei, dezvoltare persongl motivaie intrinsed@, motivaie extrinses,
mediu organizatoric, dezvoltare in cafjevportunititi ale carierei, traseu de catier

Domeniul cercetirii: Teoria generéla educgei

Scopul cercedirii: consii In prezentarea fundamentelor teoretigemetodologice a modelului
pedagogic de formare a motiie profesorilor pentru dezvoltarea carierei.

Obiectivelecercetirii:

1. Elucidarea concejlor motivatiei angajgilor cu privire la dezvoltarea carierei in sistemul
educaonal

2. ldentificarea factorilor din medigkolar, ce provoaclipsa motivaiei profesorilor

3. Reflectarea caracteristicilor unui comportamentivabtal profesorilor, predispaz acestora de a
stagna n statutul profesionaltiai

4. Examinarea impactului mediului organimeal si a responsabililor de politici eduganale, precum

si @ administréei asupra dezvaditii profesionale
5. Elaborareasi validarea experimentala modelului pedagogic de formare a mateiacadrelor

didactice, pentru dezvoltare profesianapbrecum si mentinerea nivelului Tnalt al motiveei
pedagogice.

Noutatea si originalitatea stiintifica rezich Tn conceptualizarea fenomenului de epuizare
profesional si prevenirea acestuia, identificarea caracterlsticgi nevoilor profesorilor in cadrul
sistemului edug#onal existent, stabilirea rezultatelor agn de stagnarea acestora n giozi
nesatisicatoare intiale, analizarea modaliilor de inarmare a profesorilor cu instrumente naibnale
pentru dezvoltarea profesiodasugerarea metodelor alternative pentru dezveltaretivaiei.

Problema stiintifica solutionata in cadrul investigéei noastre este: determinarea aspectelor
epistemologice a lipsei motitiai pentru dezvoltarea cariergiproiectarea unui model pedagogic pentru
dezvoltarea motiv#ei de a avansa n cariera pedagagic

Semnificatia teoretici rezidi Tn elucidarea argumentelatiintifice cu privire la importata
motivarii profesorilor pentru dezvoltarea carierei pradesle, identificarea factorilogi indicatorilor
dezvoltrii carierei pedagogice, generalizarea expeelen de auto-realizare prin intermediul avans
in cariera didactic Modelul elaborat in cadrul investiigi noastre poate fi utilizat de sistemul
educaonalsi de diverse contexte de formare profesiama prototip psiho-pedagogic pentru:

— dezvoltarea atelierelor de consolidare in spifiRdots and Wings”

— evaluareasi imburatatirea impactului mediului organiganal asupra diversifigii strategiilor de
dezvoltare profesional

— utilizarea principiilor teoretice ce fundamentgatelierul ,Roots and Wings”

— identificarea mijloacelorsi activitatilor de formare potrivite pentru diverse contextenevoi
personale, in scopul implemernii strategiilor de consolidare a pgei profesionale.

Valoarea aplicativa a cercetfirii const in :

» Stabilirea corelgei dintre factorii motivéionali ai profesorilosi indicatorii concr@ de avansare;

« Proiectarea, implementargiavalidarea modelului pedagogic de motivare pedt@avoltarea carierei
didactice;

* Formularea recomaandlor pentru profesori, managesgcolari, Ministerul Educgei, diregionate
spre consolidarea avainis in cariet;

» Oferirea unui model strategic pentru consolidatebemului ,Roots and Wings”

» Oferirea unei baze de sarcini op@raale in dependeénde necesitile unice;

» Furnizarea unui sistem de criterii care poate ffizat intru ohlinerea feedbackului cu privire la
impactul atelierului asupra atitudinilortfiade dezvoltarea persosal



ANNOTATION

Cochava Farjun, THE INFLUENCE OF EMPLOYEES' MOTIVATION ON CAREER
DEVELOPMENT WITHIN THE EDUCATION SYSTEM, PhD dissertation in Pedagogy,
Kishinev, 2016

Thesis structure: Introduction, three chapters, general conclusiangrvention and
recommendations. The bibliography includes 143 aurof which four are websites, 24
appendices, a total of 125 pages basic text, 1itdgy and 11 tables. The annotation is presented
in English, Rumanian, and Russian. The core tegxosed in 6 scientific works (4 articles in
specialized journals and 2 papers at internatiandlnational conferences).

Key words: Motivation, career, personal development, internabtivation, external
motivation, organic environment, career drivengeaopportunity, career guide

The field of the study: Theory and methodology of enhancing teachers'vaibn for
their career development

The goal of the study:The theoretical and methodological foundation leé teachers’
motivational model for their career development

The research objectives:to elucidate the concepts of the employees mativan the
educational system on their career developmenideatify the factors of teachers' lack of
motivation to develop within the organizational gowment and its outcomes, to reflect
teachers’ motivational characteristics ,their Bpdsition to stagnate in their initial status, to
examine the impact of the organizational environive its various levels- policy makers,
supervision, administration on the employees @mal development, to find preventive
ways of development stagnation and suggest aligenadvancing avenues for teachers, to
elaborate, experiment and validate the teachersvational model for career development and
maintaining high degrees of pedagogical motivation

The research novelty and innovation lie in conceptualizing the professional burnout
phenomenon of teachers and its prevention, idemgjfyeachers’ characteristics and unmet
needs within the existing educational system béistang the outcomes related to their resulting
stagnation in initial unsatisfactory positions, exaing ways to equip teachers with motivational
tools for career development, suggesting systents aternative ways for enhancing the
motivation to develop.

The scientific problem solved in the researchdetermining the epistemological aspects
of lack of development motivation and projectargapplicative model of coping with the issue
of advancing in the pedagogical career. The thmaidetignificance is marked by the elucidation
of scientific arguments concerning the importan€anotivating teachers to pursue personal
career development, the identification of factonsd aindicators of pedagogical career
development, the generalization of experiences etff fellfilment through advancing in the
pedagogical career

The practical value of the researchconsists in ascertaining the correlation between
teachers' motivational factors and the concretamciment indicators, projecting, implementing
and validating the teachers' motivational model focareer development, formulating
recommendations for teachers, school managers,stviniof Education, targeted towards
enhancing the pedagogical career nourishing.

Implementation of scientific results The results of the investigation were approvetha
frame of scientific conferences, symposiums anctatiional journals and were tested in Israeli
schools between 2014-2015.



AHHOTAIIUA

Juccepranum Ha cTelneHb JOKTOPA NMeAaroruieckKux HayK. ,Bausnue momuesayuu pabomnuxos
cucmemul oopazoeanusn nHa pazsumue kapovepwvt” , aBTop. Oapxyn Kokasa, Kumunosy, 2016.

CTpyKTypa AHCCEPTAIMH. JUCCEpTAIWisi COCTOMT W3 BBEICHUS, TpPeX TJaB, 3aKIIOUCHUS |
pexomenmarmu, oubnmorpadus (143 ucrounnkon), 24 npunoxenus. J{uccepraius BKiIodaer B ceos 125
CTpaHHUI[ OCHOBHOTO TekcTa, 11 pucynkos, 11 TaOmwmi. Pe3ynabTaThl HcclienoBaHHS OTpPakeHbI B 6
HAYYHBIX MyOIUKANUAX U YIACTHH B HAIUOHABHBIX U MEXTYHAPOIHBIX HAYYHBIX KOH()EPEHIIHSIX.

KirouyeBbie cJ0Ba: MOTHBAlMs, JUYHOCTHOE pa3BUTHE, BHYTPCHHSS MOTHBAIWS, BHEIIHSS
MOTHUBaIUsA, MPO(DhEeCcCHOHATbHAS CpeJia, BO3MOXKHOCTH PO(eCcCHOHAFHON Kaphephl, pa3BUTHE KaPbEpHI,

Oo6aactpb uccjaenoBanusi: Teopust BOCIIUTAHUSA.

eap uccaeT0BaHUA SBISCTCS TEOPETHUYSCKOE W IMPAKTHYSCKOE OOOCHOBAaHUE IMEAaroruvecKoin
MoJieN (POPMUPOBAHUST MOTHBAIIUH Pa3BUTHUS KApbEepPhl.

3ajgayu ucciief0BaHNS. TCOPESTHICCKUN U KOHIICTITYalbHBIH aHAIN3 MOTHBAILIUK Pa3BUTHUS Kapbepbl
pabOTHUKOB 00pa3oBaTeIbHONH CHUCTEMBI, HUIACHTH(UKAINKSA JSMOTHBHPYIOIIUX (AKTOPOB MIIKOIHLHOM
Cpelbl; aHaIW3 TMOBEACHUS MOTHBHPOBAHHOTO TPENOJABATENs, HPEIOCIOI0KHOCTh OCTaThCS B
WHUIAATBFHON TMPOQPECCUOHATFHON TIO3UITMH, aHallu3 BIUSHUAS IIKOJIHHOW Cpeabl M IIKOJILHOM
aJMUHHACTPANMN Ha MPO(EeCCHOHATHLHOM Pa3BUTUHU TPEIONaBaTeNss, MOTHBAIMH TMpENoaBaTeNeH, s
po()eCCHOHANBHOTO Pa3BUTHS, a TAaKXKe TMOJJICPKaHHUE BHICOKOH MOTHBAIMM K TIPEIOaBaTENbCKON
JIeSITEITbHOCTH.

Hayuynasi HOBM3HA W OPHMIMHAJBLHOCTHL HCCIEIOBAHUS COCTOMT B  pa3paboTke W
9KCHEPUMEHTAILHOM ~ OOOCHOBAaHHHM  neddaco2uyeckou — Mooenu  (QopMuposanus  MOMueayuu
npenodasameinell K pa3gumuio Kapbepol, KOHYeNMyaiu3ayus (GeHoMena npogheccuoHanbHoco ucmoujeHus.
npenodasameneil U NPOPUIAKMUKA, 6bIAGIEHUe HOBEOCHUECKUX XAPAKMEPUCMUK U HOmMpeOHOoCmell
npenooasamerneil, 6blAGIEHUE HPUYUH CMASHAYUU 6 USHAYANLHLIX NPOPECCUOHANHLIX NO3UYUL,
npeonodicerUe arbmePHAMUSHLIX MeMo008 0Jis pa36Umus MOMUSAYUU.

Teopernyeckass 3HAYMMOCTH WCCJIAEIOBAHUS. TICUXOIEAArOTMYECKOe OOOCHOBAHUE 3HAYCHUS
MOTHUBAallUK IS TPO(ECCHOHATBHOTO pAa3BUTHS MpenojaBaTenied, uacHTU(UKANUS (aKTOPOB U
WH/IMKATOPOB MPO(EeCCHOHATHHOTO Pa3BUTHs, HAYYHOE 000OIICHHE PEe3yIhTaTOB SKCIICPUMEHTA B BHJIC
aBTOpEaIH3allii CPEACTBOM ITIeJaroTHUecKol Kaphephl. BripaOoTaHHas Iejarornyeckas MOJIeb, MOXKET
OBITh UCTIOJIE30BaHA B Pa3IMYHBIX KOHTEKCTAaX MPO(ECCUOHATBHOTO PA3BUTHS, TPU TIOMOIIBIO:

—  pa3BUTHA ¥ KOHCOJNHIAIINN CeMHHApoB/mabopaTopun B 1yxe ,Roots and Wings”;

— OIICHUBAHHE YIIyUIICHUE BIHMSIHUS IIKOJILHOU Cpellbl Ha MPOPECCUOHATBHOM Pa3BUTHH;

—  HCIOJIb30BAHUE TCOPETUICCKUX MPUHIIMIIOB M MPAKTUIECKUX METOI0JIOrHi aTenbe ,Ro0ts and
Wings”;

— WACHTHU(UKAINNS HAYYHBIX CPEJCTB U JEHCTBUI [T pa3IMYHBIX KOHTEKCTOB W JTMYHBIX
noTpeOHOCTEH, C TIeTThI0 HCIOIB30BaHMS CTPATET MK KOHCOIUAAINH TPOECCUOHATEHON TO3UITHH.
I[pakTHyeckasi 3HAYNMOCTD HCCIETOBAHUS 3aKII0YAETCS B!

*  YCTaHOBJICHWHU B3aUMHOTO BIUSHHS MEXIY (PaKTOPOB MOTHBAIIUU M KOHKPETHBIC HHIUKATOPBI
NPOJIBUKEHUS B Kapbepe;

*  TPOEKTUPOBaHUE, BHECJPCHHUE B MPAKTUKY U MPOBEPKA IOCTOBEPHOCTH TEAATOTUICCKON MOJCITH
MOTHBAIIMH TIPETOJIaBaTeNICH K TIeIaroriiaecKoil Kapbepe;

e (opMyIupoBKa peKoMeHaaIwii a1 MunrctepcTBa OO0pa3oBaHus, NIKOJIBHBIX MEHEKEPOB,
MIPEeTIoIaBaTeNieii, OpPUCHTUPOBAHHBIX HA MOTHBAIIHIO PAOOTHUKOB CUCTEMBI 00pa30BaHMS;

e IpemoKEHHE CTPAaTErHUeCKO MOIENH I pa3BUTHA aTenbe ,Roots and Wings”;

*  TpeIOKCHHE KOHKPETHBIX 33124 TPOPECCHOHATLHOTO Pa3BUTHS, B 3aBHCUMOCTH OT JIMYHBIX HYXK]I,

«  (HOpPMYJIUPOBKA U MIPEIIOKECHNAE CUCTEMbI MHINKATOPOB JIJISl OIICHUBAHUS BIIASHUS aTellbe Ha
OTHOIIICHUS TIperoiaBaTeliel K MpodecCHOHATLHOMY Pa3BUTHIO.

BHeapenue pe3yabTaToB. Pe3ynbprarsl uccieoBaHus ObLIH aipoOUPOBaHbl HA HAYYHBIX
KOH(EepeHIMsIX, CHMITO3MyMax M B )KypHajax 00 o0pa3oBaHUH, a TAK)Ke ObLIA TECTUPOBAHBI B
mkonax M3pawns B mepuoae 2014-2015onax.



INTRODUCTION

The research theme relevance

At the turn of the millennium the educational systes incessantly confronted with new
challenges, impelling it to re- innovate itself ander to adapt itself to the dynamic universe
which keeps developing in front of our eyes. Acoogtl, teachers' as key figures of the system
are forced to adjust themselves to the new reality seek ways of developing themselves in
order to realize themselves professionally anthétneeds of their pupils who do not look up to
them any more only for the sake of attaining infation since this can easily be found
independently, but as models who are in chargeupplg them adequate support to become
themselves significant human beings. The phenomefhdeachers' lack of motivation which
could until recently be easily ignored without hayito shatter the whole educational system
drastically must be re-considered and new solutraost come into the field. A most recently
emerging approach considers teachers' burn-outopiemon which is strongly related to the
gradual decrease in motivation, as an expresgidisappointment which is often experienced
being unexpectedly faced with the gap betweeitialirexpectations for professional success
and the harsh crash with concrete context of tiieanal organization culture.

It can be said that the burn-out process may tidaepvhenever one's dreams of professional
impeccable functioning crash and the employeefisMigh a hurtful sense of lack of confidence,
frustration and despair, feelings that might fipétad to burn-out- or actually to the known gap
betweer'the expectedand ‘that what is practically been observe{B4, p.595-606].

In many demanding professions let alone teachiveg ghenomena of a shocking crash
between a previous idealized distorted image #mel effects of being practically on the spot
after the training period is over, is often realizend hence it has adequately been addressed by
various authors. As to teachers' burnout, the huirissue had been treated from different angles,
involving impacting factors within the educatiorsistem both in Israel and across the world.
Nevertheless, this wide spread problem has beeallyswdealt only in connection with the
didactic process of learning challenges and gpatity has mainly been mentioned when it has
a devastating effect on students, while its di®tastating effect on teachers themselves as
main service suppliers, had been usually ignordthofigh the problem of lack of motivation
touches all the involved parties within the edumai system it is less acknowledged in the
research as a critical damaging problem amongshéza no matter how burned out these

systemic key factors may actually feel. Burn-ouths known expression that is used when



coming across teachers who have lost their enthmsia teach or do what they once loved,
filling them with pride and believed they will do sll their life.

The behavior of burned-out teachers is characidtizea reduced work ethic and a low level
of performance, frequent non-attendance or being ta work, high employee turnover,
supplying a deficient service and indifferent adgreg the fellow people filled with hostility
[53, p.400-410; 54, p.140-144; 62].

Actually, the familiar phenomenon of decrease irtivadion or as it is termed in the research
literature — the phenomenon of burnout amongstesag causes concern not due to that group
of teachers who leave teaching but due to those whumse to stay despite the lack of
satisfaction and hurt the quality of the educatiaeavices delivered by them

Since teachers’ burnout can have far-reaching itspaehind the practical defective
professional functioning of teachers, addressimgpiienomenon and its prevention has become
a major problem of the education system all overwlorld and especially in Israel. Teachers'
present burnout, affects the essence of the eduehtsystem reaching the pupils who are in
their charge and their learning motivation whichtum is due to bear further implications upon
their functioning when becoming themselves adul® Wwave to cope with various demanding
contexts.

The description of the situation in the research dmain and the identification of the
research problems

Most recent research points out that teachersvatain level is an unstable element which
tends to decrease over years and is hardly impaégtédirnout [53, p.400; 54, p.141; 90, p.170;
132]. The permanent contact with the harsh realitpver-crowded classes, endless discipline
problems and lack of mental and financial compeosatincluding the fact of low status and
salary, let alone the over burden of additionakdadue to the frequent "reforms" that are
enforced every now and then by each new educatioister may also contribute a great deal to
this unwelcome phenomenon. The burnout phenomembich begins at the very moment any
young idealistic teacher enters the educationdksyserritory, increases drastically over years
so that many of the older teachers feel unchall@éngeen having to confront once and again the
same dull monotonous hours. Consequently, teackiars doubting whether their initial
professional choice is still right for them whileeir pedagogical performance becomes less
and less effective and the option of leaving #dicational profession does not seem
unreasonable any more [63]. Nevertheless, thacalritmplication of the teachers 'burnout as it
has been proved by this study, is not only thefhludiecision to leave teaching which had been

until recently a pride source, but the even wdcsmice" of those teachers who decided to keep
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staying within the educational system, causing dgnta the quality of the educational services
that are in their charge, including frequent unveid non-attendance, limited significant
contact with pupils or even hostile patterns. Wioemnout prevails, teachers avoid praising
competent or striving pupils let alone those onbs are more challenging, being less sensitive
to their emotional and physical needs, tendingdtmpéa total critical strict approach. As a result,
pupils self-image as competent learners, theit trusheir teachers and the whole educational
system under grows a devastating decrease. Evbntin@ decrease in intrinsic motivation does
not stop here but may impact their future acadgmnicess including initiative and creativity
avenues.

Since motivation is a critical element of achievguagls in the pedagogical field and beyond
it, it can be assumed that a most relevant aspirati the educational system is opting for
teaching out of motivation. Besides, nowadays tegslpresent role has undergone a demanding
metamorphosis in the face of the rapid accessewalst media, being impelled to move beside
providing information which had become practicadiynost redundant in the Google era, to
more challenging up to date educational aspects ascstimulating pupils motivation to learn,
their curiosity to look independently for relevanformation and eventually, facilitating their
will to aspire to self- realization. In an age whearents must work long hours for making a
living and children spend precious time in front @dmputer screens, when human direct
relations have become limited, teachers haverbeceven more significant as models, and
there is no substitute for their catching enthusia$or learning and opting for development.
Hence, we can claim that empowering teachers tofapself- development has become an
indispensable must. Moreover, since work has becamdegitimate means of self-
accomplishment and not just a way of making a delogng, looking for avenues of innovation
and self- development has become a relevant wdilling one's life with significance. Self-
development which is concretized by self- real@atcan turn teaching into a more significant
satisfying role which in turn can return the lositimation into the educational system.

The theoretical and methodological aspectsf the current research are based upon the
classic humanistic need theories deriving from lhasd human motivation approach which
maintains that-" man is a perpetually wanting afiinemd when the most relevant goal is
realized, the next higher need emerges, movingugithdto the newer ones which acknowledge
the role of adopting coping strategies that enhaelfedirection, responsibility and involvement.

We also consider Bandura's approach [28, p.91] pdsitions the concept of perception of

personal ability at the center of behavior, basethe assumption that an individuals' behavior is
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mediated by cognitive processes that develop iroegss of social interaction and eventually as

a key approach of our study.

A most recent powerful and significant approacht ted this research, is the newer “self-
direction”/life- long theory of Ryan and Deci [1]l@nd Ryan and Netta [115] which fit the spirit
of our dynamic era, claiming that the source of ivation is a product of three basic
psychological needs inherent in human life whichinikely cannot be ignored:

The complex problem of dealing effectively with btout had been addressed by the
following leading authors at its different aspects:

— The complex problem of dealing effectively with btout had been addressed by several
leading authors at its different aspects: Dedr€l/.L. & Raschke, D.B[44]; Eilon, E. &
Lahad [49];Friedman I. A. [64]Sova T. [12, 13]; Borozan M. [1, 2].

— The issue of motivationas been researched by: Carlson [34], Bar Haimdi\& Hofstater,
[29], Ryan & Deci [114], Ministry of Education [99Budden, [139], Ofoegbu [103], Wagner
& Manor [132], Malach-Pines [91], Tzabar Ben Yehastj131], Friedman & Gavish [63],
Maslow [95], McClelland [97], Alderfer [18], Locki86]), Adams [16], Bandura [28], Ryan
& Neta [114], Katz [82], Eilon & Lahad [49], Harp4Z3]; Guu VI. [9]; Posan L. [11] .

— The issue of careaxras studied by Bar Haim, Vardi, & Hofstater [2@]hite [136], Aviram
[26, 27], Lavi [84], Nahman [100], Fuller [66], Sep[126], Driver [47], Schein [117];
Dandara O. [6, 8].

— Personal developmentas researched by Maslow [96], Rogers [112], Ar¢®k], Glazer
[69], Seligman [122], Ben Shachar [31]; Kaplan [fB&ndara O. [7]; Cojocaru V. [3-5].

— These three concepts entail differentiation in ephealization as regards their historical and
epistemological development.

Motivation for professional developmentas been studied by researchers who connected
motivation for personal development and burnout.

Researchers noted a connection between the lackpufrtunity for professional advance
amongst teachers and burnout, and the existenca cbnnection between professional
advancement and teachers' motivation. The conmeetésts due to the fact that professional
advancement is perceived as one of the signifitaetors that offer teachers a sense of self-
realization.

Additionally, teachers without motivation are chaiemized as those seeking means of
reducing interactions with pupils; they are lesss#tere to the mental and physical needs of their
pupils. They minimize the transference of inforraatiand awarding praises to their pupils

tending to reduce their support.
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The importance of personal development in teaching reinforced in light of the reality
of post-modern life [40, 53, 56] is characterizgdlack of stability and multiple changes, a
reality in which the term “career” gets a differeneaning. Not one career any more, which is
steady throughout life but a dynamic and changerger. A reality in which the working week
shortens and there are more leisure hours. Inligyreawhich employees are not obligated to go
to the workplace but can also work from home, wshbkuld receive a different meaning than
before. Today, people see in work a place thatlesgdersonal development and self-realization.
Therefore, the characteristics of the post-modeatity should also find their expression in the
education system. The teaching profession shouldde a developmental horizon that would be
expressed in the advancement courses of teachepset@nt functioning in conditions of
dissatisfaction, to create motivation amongst teexhand to create an optimal functioning

An examination of teachers’ burnout phenomenoméresearch literature with its factors
and way of prevention, can shed light on the issefiemotivation for their professional
development since many of the factors that mighdl l® burnout of teachers constitute, in fact,
motivational factors for the professional developt@ no small number of teachers

As it may be concluded from existing reseatbtle conceptualization of motivation reveals
that the term encompasses diverse fields in a pariite.

Nevertheless, the changes that have taken placetlogeyears in conceptualization of
motivation, lead to a distinction between two doamnparadigms: the modern and the post-
modern paradigm. In each of these two periods,vatdn receives a unique meaning according
to the spirit of times. In the modern period mation is perceived by theoreticians as a basic
biological mechanism aimed at survival and achig\basic needs for survival [41, 43, 53, 56,
57]. In contrast, in the post-modern period, mdiorais perceived as a directed and conscious
mechanism that operates out of consciousness anckdi6, 18, 26, 40, 43, 54].

The theories presented as a theoretical backgrotititis research offer a representative
sample of the most dominant approaches to the ptnmiezation of. Despite a century of
research in this area there is apparently no agmee@mmong theoreticians, researchers and
writers regarding a uniform definition of the ter.great variety of definitions exists in this
area, which emphasize different aspects (emphgsim umpulses, needs, learning, goals,
achievement, social background, etc.).

The dependence upon reality, world view and culanses from the perceptions of the
term of motivation. In a reality characterized hwlslity and the absence of changes and
alternatives, people have been doing what has desranded of them in order to fulfill their

existential needs. Out of this reality of life whibas become anachronistic in the post-modern
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area, a world view has emerged that assumed taaaiwrce of motivation is the fulfillment of
basic needs. However, this pragmatic assumptionatdse valid any more in a highly dynamic
reality with many leisure hours, when people at®@omous in constructing their reality as they
please. This reality is highly relevant for the ealional system and especially for teachers who
are in charge of shaping the future of new genamnati
The scientific problem solved in the researchdetermining the epistemological aspects
of lack of development motivation and projectingagplicative model of coping with the issue
of advancing in the pedagogical career. The thmaidetignificance is marked by the elucidation
of scientific arguments concerning the importan€anotivating teachers to pursue personal
career development, the identification of factonsd aindicators of pedagogical career
development, the generalization of experiences etff fellfilment through advancing in the
pedagogical career.
The research goal:consists in providing the theoretical and methodmlal foundation of
the teachers' motivational model for their cadm®mrelopment.
In order to realize this goal, the followinfpjectives have been proposed
1. to elucidate the concepts of the employees motimain the educational system on their
career development,

2. to identify the factors of teachers' lack of matien to develop within the organizational
environment and its outcomes,

3. to reflect teachers’ motivational characteristjttseir predisposition to stagnate in their
initial status,

4. to examine the impact of the organizational emvinent at its various levels- policy
makers, supervision, administration on the emplsypsofessional development.

5. to find preventive ways of development stagnati@md suggest alternative advancing
avenues for teachers,

6. to elaborate, experiment and validate the teatherstivational model for career
development and maintaining high degrees of peglagbmotivation.

Stemming from the theories of Vroom [134] and Lof&&] we may consider that
professional development in career is an outconzelatk of ability of an employee to achieve
the goals he has set for himself similarly to & latability to realize expectations. As goals are
personal and unique, there are diverse reasomsaitionship to employees' goals or expectations
and eventually development in the professionalerazan stem from different goals or

expectations that might not usually been realireithé workplace.
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The followingtwo main hypothesesf the research were formulated on the basiseof th

above mentioned theories:

Personal development would occur amongst teach#drsrmer motivation

The implications of personal development would Xgressed in an increase in the level of
motivation, i.e., teachers who developed in thedfgssional careers would have a higher
level of motivation than those who remained inttipaisitions as teachers.

The basic research periodsThe research had been carried out from 2012 td aad

included 4 periods

1.

The first period (February 2012-May, 2013) — oraional: We studied the literature related
to motivation in general and its various aspeattuging ways of enhancing it in employees
and particularly in teachers

The second period (June 2013- January 2014) —rdgwmigjecting the management
methodology model for identifying defective funcating and enhancing coping strategies
The third period (February 2014-July 2014) — expental: further elaboration of the
motivational model for enhancing teachers' cogingtegies of developing the educational
career , fulfilling the pedagogic experiment toidefthe efficacy of the motivational
methodology model foempowering teachers

The fourth period (August 2014-July 2014) — sumaiag and concluding and reaching
recommendations based on the current researcimgtidations for further research:
working out the research findings, i.e. analyseneagalization, systematization, summarizing,
and description of the experimental research resstiidying connections between the
theoretical and empirical conclusions.

The research novelty and innovationlie in conceptualizing the professional burnout

phenomenon and its prevention, identifying teachararacteristics and unmet needs within the

existing educational system, establishing the ourelated to their resulting stagnation in

initial unsatisfactory positions, examining ways @quip teachers with motivational tools for

career development, suggesting systems and alternaays for enhancing the motivation to

develop. The scientific problem solved in the resleadetermining the epistemological aspects

of lack of development motivation and projectingagplicative model of coping with the issue

of advancing in the pedagogical career. The thmaletignificance is marked by the elucidation

of scientific arguments concerning the importan€anotivating teachers to pursue personal

career development, the identification of factonsd aindicators of pedagogical career

development, the generalization of experiences etff fellfilment through advancing in the

pedagogical career.
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The practical value of the researchconsists in ascertaining the correlation between
teachers' motivational factors and the concretamci¥ment indicators, projecting, implementing
and validating the teachers' motivational model focareer development, formulating
recommendations for teachers, school managers,siiniof Education, targeted towards
enhancing the pedagogical career nourishing.

Theoretical and methodological aspects of the resed

My initial drive to investigate the motives undanlg teachers' professional development
are basically personal, stemming from personal mepee wishing to understand why
professional development is not an ambition amoalyshe teachers in the education system

For twenty years | was a teacher in the educatystem. After working for several years |
felt burned out, and reached the conclusion thad fulfilled my role as a teacher, urging to
find innovation and renewal. Although | changedethorganizational environments, | did not
find any applicative solution in any of them. Eugadty my personal development stemmed from
the education system which | found to be an extefaetor rather than from the familiar
organizational environments in which I initially vked.

Starting from thepersonal experienceand my close attachment to the field | looked for
appropriate theoretical and methodological aspexrtdeal with the current research problem
finally defining the following humanistic and sociapproaches mentioned above to constitute
its praxiological basis because they seemed tthit essence of nmgsearch problemwhich
deals with meeting teachers' unsatisfied needs :

* The need for autonomy — an individual's need totfest his behavior stems from him and
expresses his needs and authentic inclinations;

* The need for capability — an individual's needdel that he has the ability and is capable of
realizing aims that hard to attain;

* The need for connection and belonging — an indafiduneed to love and be loved

— seeking to discover the environmental condititbrag might encourage or rather impede
teachers' development, aiming to characterize, agxphnd enhance teachers' motivation to
advance in their career by means of seeking sagmtie and self- realization;

In the process of the implementation of the resealncl employed the following methods
1. Theoretical — scientific literature, analysis o fsphenomenon of burnout and of professional

advancement, correlations, verifying variables sygtemic analysis.
2. The research section entailed questionnairesnbhtded closed and open items and an in-

depth questionnaire.
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3.

The experimental stage entailed paying attentiorat@bles, training, evaluation and
assessment, the experiment itself, beginning andleding evaluation questionnaire (use of
the "impressions of a professional career”, calectindings, evaluation and self-assessment
of the workshop participants.

Interpretation — the scientific methods, quanti&and qualitative analysis, analysis of the
data using diagrams

The scientific problemthat is solved in the current research emanabes the theoretical

and practical basis of several pedagogic benchnmarkshich it was possible to conceptualize

the training in the empowerment workshop “Roots&g4”, so that these strategies will be able

to contribute to a rise in the level of motivatiimn personal development in the teaching career

The theoretical value of the studylies in it providing a psycho-pedagogic basis for

training in strategies that are manifested through

1.
2.

Defining the concept of the empowerment workshopdR& Wings”
The impact of the organizational environment oningkstrategies for professional

development

3. ldentifying the theoretical principles underlyirtgetworkshop “Roots& Wings”

Identifying training tools and activities underlgithe workshop

5. Conceptualizing the pedagogic model

The applied value of the research
Providing a basis for transition strategies throulge empowerment workshop “Roots&
Wings”
Providing a basis for the strategy of trainingIskil

3. Providing a basis for modular and operational tasendent on unique needs.

Providing a system of components that can be usettain feedback regarding the impact
of the workshop on attitudes to personal develognerapplied through theoretical and
experimental studies, comparative analysis of ¥peemental values.

The research findings were evaluated by quantéatnalysis of the questionnaires before

and after the workshop

Statements offered for defense
There is a positive correlation between the orgational environment and the motivation for

personal development

2. There is an impact of self- ability awareness amdivation for personal development

Teachers that have advanced in their professi@rakc experience a greater self-

satisfaction than their colleagues that did noaade.
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4. The indicators of the teachers' attitudes abowggrerl development: such as acquired
available self-efficacy, intrinsic motivation foegsonal development and occupational
aspirations enable to monitor the empowerment gowvgthin the educational environment

5. Integration of the professional development methuglo model of ROOTS& WINGS
workshop for preventing burnout, elaborated at tb&oal and practical levels, in correlation
with burnout factors, principles and forms of edigrg factors of education and burnout
preventive strategies and methods, create the pesmior the self-acknowledging of
teacher's hidden abilities and transform them available competence indicators which can
be constantly accessed and improved.

The implementation of the scientific findingswas conducted in a voluntary framework. |
addressed teachers | knew who had more than eggis yof seniority in the education system
and asked for their agreement to participate inmtbekshops. Thereafter | asked them to direct
me to other teachers with at least eight yearseoiosity as teachers and asked for their
agreement.

The volume and structure of the thesis

The research had been exposed in 125 pages dfextre

The introduction to this study presents theoretical benchmarks dffatd the relevance
and the importance of the subject as regards tla, dpypotheses and research objectives.
Similarly, the theoretical importance of the stuslgxplained, transferring the consequences into
practical strategies by implementing the MotivasibrModel into the ROOTS& WINGS
workshop .Eventually the practical value of the empent was estimated by distributing again
the initial questionnaires after which the resulese obtained and verified

Chapter one - The epistemological benchmarks of motivation on pr@ssional
development o teacher presents the historical and epistemological kbgwveent of the term
motivationin various periods and its changing directiohttie post- modern era, discussing the
emergent implications in general and eventuallywag it may impact teacher's motivation in
particular .

Chapter two - The conceptual context of the teachers' motivatiorfor professional
development examines the historical and epistemological dgwelent of the conceptsareer
andpersonal development of teachefsreview of the issue of motivation for teachgrstsonal
development is presented from the perspective etilo defined eras, namely the modern and
the post- modern one, concentrating on the chadlermond disparities of the post-modern era ;

similarly, theoretical and practical benchmarks rekearching motivation for professional
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development are identified and analyzed, tryingladborate adequate strategies for enhancing
coping with the burnout phenomena.

Chapter three - The research methodology /The expenental validation of the
pedagogical model of motivation for career advanceent amongst teachersdentifies and
conceptualizes the key theoretical and practieachmarks of enhancing teachers motivation to
become aware of their hidden potential and furtimgre to develop in their career ,offering
adequate coping strategies through the pedagogiovational model “Roots& Wings” with
the goal to provide the needed empowerment fachi&xa who remained in the educational
system after eight years in spite of various chagis. The considerations, objectives, the
implementation of the workshop and findings arespmtéed. Similarly, the way in which the

research results were obtained and verified areritbesl.
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1. THE EPISTEMOLOGICAL BENCHMARKS OF MOTIVATION ON
PROFESSIONAL DEVELOPMENT OF TEACHER

1.1. Motivation-conceptual delimitations

The term motivation is derived from Latin — motiywshich means “a driving force”. In
essence, this is a personal phenomenon which istie®l to a large degree, an individual's
abilities to achieve his personal goals. It is alsschool manager resource to realize one's needs
and expectations. Hence, motivation is a term lvkliescribes behavioral drives and as such, it
is a key concept of this research which deals wiproving teachers' functioning with a broad
perspective to the future of next generations [40].

It is customary to distinguish between intrinsid axtrinsic motivation [91, 114, 117, 122,
111].

Intrinsic motivation is performing an activity fadhe sake of satisfaction that is inherent
within it, rather than for the sake of other outesm

Extrinsic motivation is performing an activity ddeads to a certain outcome.

While moderate levels of motivation tend to impravperson’s functioning in most tasks, In
contrast, very low levels of motivation do not nesarily encourage a person to action, and too
high levels of motivation might invoke apprehenstbat would harm his functioning [57, 58,
97].

The importance of researching the issue of motwatises in light of the fact that motivation
fills an important and significant role in all agpe of a person's life, as a phenomenon that
determines the ability to achieve personal purpamas realize needs and expectations. It
constitutes both a means and a purpose for humbhavise. As a means, motivation is a
condition for action as there is no action withmdtivation for action. As a purpose, motivation
can stem from various reasons — in order to gaimward, to avoid punishment, to impress
others, as it is important, as it is interestirgitas pleasurable.

Following, a conceptualization of motivation wilelyeviewed in order to follow up on the
different motives underlying behavior.

Throughout the course of the development of psydylas a field of knowledge and
research, many explanations of human conduct hega formulated. Some theoreticians have
claimed that when the balance of psychological gnés disrupted it leads to behavior. Others
have claimed that behavior is an outcome of plarieathing which operates via rewards and

punishments. There are those who have focused toimsic needs of man, whereas other
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theoreticians emphasized the goals an individuas aed works towards achieving. There are
also those who have pointed to the cultural andrenmental influences which define short
term goals and behaviors of an individual [27,488,

The literature which specifically interests us,th&t which emphasizes the change in the
conceptualization of the source of motivation. \Whehkrly approaches conceptualized motivation
as a basic biological mechanism, which is aimesuatival and the achievement of basic short-
term goals for survival purposes (from attainingdoor self-defense to love and socialization)
this perspective is today considered at least anadtic. Until the first half of the 18th century,
it was assumed that the individual operates insWely and is unaware of his want and the
fulfillment of his needs. The assumption was thativation occurs via physiological processes
(that are non-conscious), as in other animals [IBpse perceptions have observed people as
being "programmed” to seek pleasure and avoid offe From the second half of the 18th
century, the more accepted assumption has beennthat operates out of awareness and
rationally attempts to avoid suffering and prodpbeasure [16, 17; 39; 40; 55; 107; 115; 122;
128; 134]. These advanced perceptions, as opposeevious ones, conceptualize motivation
as a directed and aware mechanism, and see aidimlias possessing awareness and choice.

It can be stated that the unifying factor betwdesé two periods is the hedonistic principle
(the principle of pleasure), which means, an atipmao attain pleasure on one hand and a fear
of suffering on the other hand, but are the basisfhy motivation. However, what differentiates
between the paradigms of these two periods is tlveep source which is behind the desire to
achieve pleasure; the traditional paradigm indeate individual's needs as the source of power.
Such an example is found in Maslow's theory [9@}jolv states the need for socialization: an
individual will associate with others either toisht the need for a connection with others or in
order to avoid being alone. On the other handntheel paradigms indicateonsciousness and
thoughtas the source of power. For instance, externdivatamn, which is a prototype in Ryan
and Deci's theory [114], indicates execution ofcans out of pleasure from the execution itself: a
pupil will learn due to the pleasure of the leaghprocess and not in order to receive a reward or
reinforcement. Hence, motivation for learning ssefnom the intellectual process and its source
is in choice.

Each one of these periods — modern and post-medeas its own life reality with its unique
characteristics: stability versus flexibility, uormity versus change, work as a necessity versus
work out of choice, dictated reality versus consted reality.

Following is an elaboration for each of these cbigrastics:
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1. Stable reality versus dynamic reality: the dynamdmaracterizing the post-modern era, is
expressed, amongst other things, in changes amtdiegical developments taking place
every now and then, in personal development vessaisility and continuity which have
characterized the modern period.

2. Unity versus change: unity, which has charactermedernism and has been expressed in an
aspiration to describe all natural phenomena thrauge unified theory, was replaced by the
aspiration for a multi-faceted, unexpected explamadf post-modernism

3. Work as a necessity versus work out of choice:rduthe modern era, a major part of an
individual's life is dedicated to providing a livedod. Work has been perceived as a vital
condition for a good life. In the new society, wdiks been the result of an autonomous
choice, made by taking into consideration areasntdrest and the main goal of the
individual's life, as well as out of the aspiratimn profitability and as pleasant conditions as
possible, so that individuals are autonomous totjpeit from their free will

4. Dictated reality versus constructed reality: a itgabf vast potential leisure in post-
modernism following the shortening weekly work howand the increase of leisure hours.
These are a direct outcome of the optimization amechanization process based on
telecommunications and sophisticated knowledgechviinas created a social reality that
encourages development and the realization of autgnConsequently, people have become
autonomous in controlling their activities and donsting their situation, as opposed to the
modern period in which the crucial part of an indial's life has been dedicated to activities
for the provision of a livelihood [16; 18; 57; 5&09; 114].

There are many theories which attempt to explagnpilenomenon of motivation and predict
the level of individual's willingness to invest@ff. The common denominator for most of them
is the assumption that motivation relates to irdeprocesses in a person, through which he
raises his own and external resources and trassta¢en into an effort. The second assumption
Is that motivation is a uniform phenomenon on aignat scale that ranges from a low to a high
level of motivation. The theories differ from on@o#her in that each gives a different
explanation as to the mechanism of raising ressuiareaction [114]

Bar-Haim, Vardi, and Hofstater [29] and Ryan ancail)214] differentiate between content-
focused and process-focused theories. This diffedteon between the two is meant to
distinguish between the questions of “what” mogpeople and “how” they are motivated.
Content-focused theories describe the awakeningnoindividual's needs and factors which
drive him to act in a particular manner, and theglan the satisfaction of an individual's needs

and impulses. On the other hand, process-focusamties describe the manner in which the
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awakened motivational behavior is fulfilled andytlexplain how motivation is formed and what
sustains it

Following, a number of older theories will be pretgel which stem from the needs approach.
In this, an individual of any culture has basic taéneeds he must fulfill in order for people to
invest in actions which contribute to their welfaaad the welfare of others and do so
qualitatively. The investment must satisfy thesedsg107, 112, 136].

It appears that the study of motivation for leagnistems from the assumption, that is
apparently clear to every teacher, that when pugdk motivation it is practically impossible to
teach them. Based on this assumption, the questises whether the existence of motivation for
learning is determined in its entirety outside thess framework and may be even outside the
school walls? Does a teacher have the respongitolittempt to teach the best he can in light of
the motivational condition in which his pupils filkdemselves? Regarding the current study, the
question arises whether the amount of motivatiopuwgdils and its quality do not depend to a
large extent upon the circumstances a teacheresr@éata class? Many studies respond “yes”
with a capital “Y”, as teachers’ motivation for tdéng constitutes a key factor for their
professional effectiveness. Studies [44; 50; 69;i@dicate the positive implications of teachers’
motivation on the education system

Teachers' motivation has been found to affect aenmment in school, their desire to
participate in the educational process and its ptam, and their behavior [43; 46; 49]. Highly
motivated teachers can create a good social, pkgibal and physical climate in a class and
integrate professional knowledge, knowledge of eonin the field of knowledge, interpersonal
knowledge and intra-personal knowledge [29; 42HHmotivation for teaching leads to high
motivation for learning by pupils and vice vers&;[67; 137]. The research literature [91; 104;
120] presents a scenario according to which thelle¥ teachers’ motivation is a changing
component throughout their professional careershéncourse of the teaching career there is a
decrease in their motivation. This phenomenon @®ws extensive public and professional
interest in many different countries and is ternmethe research literature as 'burnout

Motivation and self-direction [103; 107; 115]: Thigudy proposes a new reading of a school
from the standpoint of the “self-direction” thediy/l5]. [The practical meaning is cultivating
internally directed, autonomous motivation, throtigé satisfaction of basic human needs on the
part of education personnel in every activity

In the US, just like in Israel, the issue of motiwa has been studied from diverse aspects

such as
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1. Intrinsic and extrinsic motivation — new directiof@6]: This study presents the theory of
self-direction according to which there is no didmous distinction between extrinsic and
intrinsic motivation. The self-direction theory ittéies a large variance in the extent of
autonomy of extrinsic motivation.

2. The relation between the type of motivation (irgraextrinsic) and study assignment [25]: A
distinction was found between pupils with intringimotivation and those with extrinsic
motivation in relationship to executing study assignts. Pupils who are intrinsically-
directed tend more to execute challenging assigtsnehile pupils who are extrinsically-
driven tend to be satisfied with less complex ass$ Ichallenging assignments

3. The relationship between teachers' teaching metandamotivation for the pupils' learning
[26]: The findings of the study emphasize the inigace of teachers’ skill in managing a
class as another necessary component, howeveficnsuif in creating a class environment
that would support the positive motivation of pspil

4. Adjustment between ways of motivation and the tgalf our times [47; 53; 54; 58; 66]:
This study attempts to claim that “carrots andksti@re to be replaced as extrinsic factors of
motivation by intrinsic factors of motivation suals autonomy, space for development and
growth. The purpose of change in the method of vattin is to prepare the youngsters for
the world of today and tomorrow. Pink [107] averattthe work people perform presently is
different is character and complexity. People naayadhave drives additional to the
biological drive such as the drive to direct owe$ by ourselves and improve things that are
important to us.

Motivation as a drive

Earlier research and theories have granted impmetao needs in understanding human
motivation .

Need is defined as a demand for something an ishgiirequires and wants

A need arises within an individual when an imbatexists between an intrinsic mental
state and a desired state, which provides an mha@iwith a desired and attractive outcome.
Need can be translated to drive, to purposeful\aehand relieving the need [26]

Maslow views need as a congenital element. Hisagmbr is based upon a hierarchy of
needs: a series of purposes an individual has,hadoastitute his basic needs. Some of them are
needs of "deficiency,"” such as, physiological neefdbunger or psychological needs of self-
worth and belonging; some of these needs stem fgyowth,” which drives an individual to

develop his intrinsic potential

23



The hierarchy stems from the principle that neatisyery level, must be fulfilled before the
need of the next rung on the ladder is activatduk More the physiological and security needs
are fulfilled, the more the intensity of the neeill decrease and the driving force of belonging,
recognition and self-fulfillment will increase. Agpposed to previous needs, the need for self-
realization has no bounds for satisfaction.

An attempt was made [18] to correct and improve IMa's theory by decreasing the number
of categories of needs to just three. This theay leen labeled as the ERG Theory, according
to which
1. Existential needs are parallel to physiological aafitty needs
2. Relatedness is parallel to social needs in Masl@@Ehierarchy;,

3. Growth is parallel to the need for appreciation aelfirealization

The similarity between these two theories lieshim flact that satisfaction of a need at a lower
level leads to a desire to satisfy a need at aehitgvel. However, Alderfer [18] as opposed to
Maslow [40], maintains that needs do not operatenia direction only (from low to high), but
rather operate through reciprocal relations wittsaborder

The improvement made by Alderfer [18] in Maslow$6] theory is expressed in a
mechanism which operates according to a processoafipensation” that is termed frustration-
withdrawal

McClelland, [97], in his theory of achievementdikis predecessors, assumes that the source
of motivation is needs, but contrary to them, hegnates two additional dimensions: learning
and environment. He believes that an individuadnmalizes, through a learning process, needs
defined by the cultural environment in which heelv This approach states that motivation
draws its power from a psychological need for adgtmeent, which is a subconscious need
according to him.

Accordingly, an individual has three groups of reethievement, connection and power

So far, content-focused theories have been prasehtese theories, that have considered
the source of motivation in needs and their satigfa as the fundamental activities of a
motivated individual, are congruent with the tramhil perception predominant in modern times

Below, theories, known gsrocess-focusetheories that represent perceptions which have
gradually evolved from the second part of the I#thtury till now and are significantly relevant
for our research, will be presented. These theatiess the cognitive process, which influences
the levels of drive and satisfaction

The most prominent theories of this approach are

1. Expectation theory [134]
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Goal-oriented theory [86]
Fairness theory [16, 17]
Direction theory [43, 53; 56; 66; 7]

Goal achievement theory [86]

o bk~ 0N

Motivation, as a product of evaluation, embracesimber of theories which represent the
term motivation as a product of evaluation procesdedifferent aims and goals. Vroom [134],
in the expectation theory, considers the sourcenativation as an individual's expectation that
his behavior will attain the desired results

At its basis is the assumption that an individulaébavior is derived from considerations of
expediency, while comparing the alternative meahgs# purpose is to achieve the desired goal.
This model is comprised of three variables whichiedeine the level of an individual's
motivating force to invest his efforts: expectatigmurposefulness and value. Expectation is an
individual's belief that he would achieve the reslitough the effort invested. Purposefulness is
any actual outcomes of the effort invested. Valsighe value or importance an individual
attributes to the primary purpose of his activity

Like Vroom [134], Locke [86] in his goal orientedheory, view behavior and human
activities as mainly directed by conscious thoygioicesses. Hence, motivation is a mechanism
which connects awareness and purposeful activitye@ at achieving conscious, definite goals

These above two theoreticians see the source oWation in setting a purpose and its
essence it achieving. iBoth assume that an individual's behavior stenms fconsiderations of
expediency while comparing alternative means wipaspose is achieving a desired goal. These
two theoreticians indicate the existence of a coatpee process which an individual makes in
relationship to himself. He considers the altenetiat his disposal, when the guiding line is
which way would lead him to attaining the goal e Iset for himself. Henceforth, motivation
will exist where there is a way that would leadattaining the goal. In contrast, the author of the
Theory of Fairness [16, 17], makes a different cangon. Fairness is explained as a comparison
of the ratio between the investment of an individnahe reward he receives and between those
of others with whom he has direct or indirect reagal relationships. The ratio between the
outcomes and rewards of an individual may be gred¢sser or equal to those of other
individuals. The individual compares what he reesifor his investments and what he thinks
others receive for similar ones. A state of uniésis characterized by an individual's sense that
the ratio between his investments and rewardsfiereint than that of others. According to the
working assumption of the theory of fairness, thene two types of unfairness: one stems from

"absence" and the other from "excess". The firggtexvhen the ratio of rewards is lesser than
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that of others, in which case motivation is dimi@id. The second exists when the ratio between
rewards and an individual's investments is high@ntthat of others; this will encourage an
individual to make greater effort and as suchs iniostly significant for the goal and objectives
of this research.

Learning theories present various mechanisms okmstehding behavior as a series of
acquired responses, theories derived from the hetadvapproach which focuses upon the
environmental influence on an individual's behavior

Behavior which leads to a positive reinforcemerpiazience is likely to foster this behavior
more frequently, while behavior which results imegative experience will more likely occur
less frequently. The foundation of this theory he t'law of influence," according to which
repetition or cessation of a behavior is conditian@on positive or negative outcomes. Bandura
[28] positions the concept of perception of persa@imlity at the center of the cognitive social
approach, which is based on the assumption thaindiniduals' behavior is mediated by
cognitive processes that develop in a processoélsimteraction. The basic assumption of this
approach is that the environment, the person's ittegnprocesses and behaviors mutually
influence each other and that an individual attentptunderstand his environment. The term
self-capability describes the perception of anvitlial of himself as capable to successfully
perform the tasks at hand

According to Bandura [28] "the individual's learginis a process of taking personal
responsibility and control, which can be influendag the environment. He avers that two
important factors influence an individual's behavio
1. Self-regulation: the individual has the possibila§ regulating the influence of the social

environment on him and determines the directiohisfbehavior in light of the goals he set

himself. In his opinion, it is a product of extiagenvironmental) and intrinsic (individual)
processes
2. Self-capability: deals in knowing that an individisscapable of executing a certain task

It can be seen that significant weight is assigieedognitive processes [28]. He describes
them as affecting human behavior and being affebtedt. A person's ability to regulate the
effects of environment to determine a certain b&haaccording to purposes and be able to
estimate the level of success in fulfilling thektase behaviors that express the idea that the
cognitive process affects the levels of motivatibhe changes that have taken place over the
years in conceptualization of motivation, lead todiatinction between the two dominant
paradigms: the modern and the post-modern paradif@h In each of these two periods,

motivation receives a unique meaning accordinghto dpirit of times. In the modern period
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motivation is perceived by theoreticians as a bhsitogical mechanism aimed at survival and
achieving basic needs for survival [18; 95]. In ttast, in the post-modern period, motivation is
perceived as a directed and conscious mechanignoplesates out of consciousness and choice
[16; 17; 31; 40; 53; 66; 73; 80].

The dependence upon reality, world view and cultanses from the various complex
perceptions of the term of motivation. In a reatityaracterized by stability and the absence of
changes and alternatives, people had been doing velsabeen demanded of them in order to
fulfill their existential needs. Out of this realiof life a world view had emerged that assumed
that the source of motivation is basic need. Howdawmea highly dynamic reality which demands
constant readiness to grow and develop one's iabjlitvith many leisure hours, people are
autonomous in constructing their reality as thesape.

Thus far two groups of theoreticians have beengmtesl. Each group was identified with
one of two periods — modernism and post-modernBmfar, it can be assumed that the two
groups of theories which conceptualize motivatiom dichotomist in their conceptualization of
the phenomena. In accordance with a group of thie@es who present a "content focused
theory,” the source of motivation is need. In addit according to theoreticians who present
"process focused theories,"” a cognitive proceghassource of motivation. Most theoreticians
have regarded motivation as a complete term, wkiahds on its own, without distinguishing
between the level and type of motivation. In latesearch [114; 134], which deals with the
conceptualization of motivation, there is no diffietiation between need and desire and no clear-
cut distinction of whether or not motivation existRather, there are tendencies, and
proportionality and motivation are referred to astidguished and discerned terms and as a
person-contingent and even specific situation-cgamt. Following are theories, which deal
with motivation, as appeared in the latest studies

Ryan and Deci [114] and Ryan and Netta [115] canrsidith regard to theelf-direction
theory, that the source of motivation is a product oeéhbasic psychological needs inherent in
human life:

1. The need for autonomy — an individual's need tbtfes his behavior stems from him and
expresses his needs and authentic inclinations

2. The need for capability — an individual's needael that he has the ability and is capable of
realizing aims that hard to attain

3. The need for connection and belonging — an indafiduneed to love and be loved
These researchers aver that satisfaction of thesdsncould lead to a profound and quality

involvement, whereas, suppression or preventiaeaf satisfaction will damage the quality of
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motivation. This is an expression of needs, asaledein the traditional paradigms; however,
there is a distinction here between two types ofivation - intrinsic and extrinsic. Intrinsic
motivation is described as the execution of acéigitout of pleasure and satisfaction from its
mere execution. Extrinsic motivation is describedtee execution of activities whose goal is to
achieve some distinguished result. This distinciigagrates needs with desire, while the source
of extrinsic motivation is need and intrinsic matiwn stems from desire, choice and a
rationalistic process

No dichotomous distinction is made by Ryan and D&t¥] between these two kinds of
motivation but rather, two opposite poles on a icwm, which relate to the extent to which
activities are perceived as autonomous and sigmificThere are motivating behaviors which are
on the intrinsic motivational pole and those whaie on the extrinsic motivational pole; and
there are other motives that are on various paintise sequence between the two poles

In his Achievement Goal Theory Locke [86] addressesivation in the field of learning. He
defines motivation according to a goal which thedsht attempts to achieve while performing a
learning-achievement assignment. He distinguishesveden various types of motivation,
emphasizing there are three central goals, eagthimh presents a different type of motivation
The goal of development of expertise, the goalehdnstrating attitude ability and the goal of
demonstrating an avoidance ability motivated byesireé to avoid situations in which he might
receive a negative evaluation regarding his caipiaisil

The Theory of Self-efficacy[28] makes reference to motivation as a diffeateti and
distinguished process on the level of an individlralthis theory, motivation is perceived as a
process that is focused on an individual's persbeléfs as an ingredient which predicts his
behavior, meaning, motivation in personal terms a@lsd situation-dependent. "Self-efficacy" is
defined as a process of personal judgment regattim@bility to execute tasks, at the end of
which estimation is made as to how an individuahkb, feels and operates. Self-efficacy
influences the choice, effort, perseverance andhilty before obstacles or failures. It is
influenced by personal experiences, learning franitating other's performances and by
physiological and emotional conditians

The branching out of motivation into different tgpas is shown in later studies, connects to
the post-modern idea which negates every absohdeuaiversal idea and respects difference
and pluralism [58, 53, 66]. In these theories, mhatomy exists between desire and need, and
motivation cannot be discussed in terms of exigehat rather in terms of proportionality on an

existing sequence
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The understanding that motivation cannot be idedtilas being a single dimension, but
rather as a variety of types unique to differemtuwinstances is the most adequate prevailing
approach in the contemporaneous conceptualizattors. possible to explain this tendency
towards a multitude of dimensions that underlieiwaditon and explain human behavior, by the
fact that the more an individual's needs multipigd advance, the less the dimension of cognition
is capable of supplying an answer to all, and floeeethe newer models have to be holistic to
maintain the complexity of the concept which canrmake do with basic needs any more.

In spite of the relationship between reality andldi@iew, the inclusion of four components
independent of the spirit of the era in the defamitof the term motivation appears to be possible
1. Action: the ability to determine the existence obtivation is intrinsic in the action

performed. While motivation is concerned with indival intrinsic processes, an individual

recruits through them personal and environmensuees and translates them into an effort
which is expressed by a certain action

2. Need and/or desire: the differentiation betweentweis their starting point. Need is derived
from necessity. Desire, on the other hand, is eédrivom choice and awareness. It is possible
that behavior stems from both satisfying a needdssite

3. Striving to achieve a purpose: action has someqserpThis purpose can be the fulfillment
of a need or the satisfaction of a desire, or bathaction void of any accompanying purpose
is unfathomable

4. Sense of capability: choosing a behavior is theeaute of identifying and recognizing

personal capabilities, which enable the achieverokatpurpose.

1.2. Motivational premises in the career evolutionigprocess

Teachers enter the world of teaching equipped igh motivation. However, upon entering
the profession, there is a significant decreastneir level of motivation. This phenomenon is
explained on the background of a disparity betwegrectations from the profession and reality.
Teachers start their teaching career expectingestgahg, significant work that is pleasurable
and beneficial. However, they discover a realigttis characterized by problematic pupils, lack
of suitable rewards [including salary], time andkt@ressure at work, and a routine [53, 62, 64,
66, 91]. There is agreement amongst researcherstivice teachers experience a track that
leads from heaven to reality through hell. The heas start high, collapse and finally climb
slowly up. Three stages of a teacher in a teacteénger are described [107]:

1. Enthusiasm;
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2. Crisis;
3. Acceptance.

Thus far the importance of motivation in general] anotivation for teaching and learning in
particular, has been discussed, various issues heee reviewed that have been studied
regarding motivation in Israel and the US, andensechas been presented regarding motivation
of teachers for teaching. From this review, it appethat motivation comprises a central
resource in the work of teachers due to its eftectthe systemic and personal professional
functioning as well as the achievements of thepilsu

The literature review offers various models thatldeth the term career [91; 101; 117]

Career is a term that relates to moving up thegafla scale of occupational duties that are
organized in hierarchical sequences of authortgtus and rewards. Career, as motivation, has
undergone changes in perception since its inveminahuntil now.

The literature review indicates a difference in tosceptualization of career, between the
modern and post-modernism periods, in each of wiiiere is a difference in the perspective of
its conceptualization. In the modern period, 'cale@s been conceptualized from the standpoint
of an organization. It has been perceived as aseooir progression in a linear and known scale
of ranks, according to a clear schedule, and teeoresibility for promotion lay in the hands of
the organization. The time periods between ran&g,gtales and the opportunities an employee
has have usually been a function of his positiorthenscale and only to a lesser degree of his
performance, abilities and skills. The respondipifior promotion lay in the hands of the
organization, and in fact, the employee has beey #@ependent in the development of his
personal career [40]. Thus, it should be said thatcharacteristics of career in the modern
period are unified, stable and permanent over #aasy career, as a mechanism which stems
from existential needs such as residence, foodchotding, and its purpose, is expressed in the
satisfaction of those needs.

Presently, the conceptualization of career is doo the standpoint of an individual, his
experience, needs and occupational aspirationdefeelopment and progressing at work. Career
is identified with personal success that is exgeds/ either progress on the organizational scale
of ranks, by advancing and acquiring a reputatiorthe profession or by self-development
through various experiences. From this perceptican be seen that an individual is the driving
force of career and he is the one responsibleéganaintenance and evolvement. He must adjust
career to environmental changes and adopt highst@nt ability and constant improvement of

personal skills. Thus, the characteristics of gameeéhe post-modern period are: uniqueness,
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dynamism and change throughout life. Career is aham@asm whose origin is in choice and
autonomy and whose purpose is self-realizationfalfitment.

It can be said that the difference in conceptuabneof career, as in the conceptualization of
motivation, stems from the fact that in each rgdiliburishes a different world view, as each
reality has its unique characteristics.

As mentioned earlier, at the heart of the termerairethe modern period is the organization.
The responsibility for promotion and developmenanofindividual at work has lain in the hands
of the organization alone, whereas the individwed had no influence whatsoever. A literature
review that deals with the characteristics of maten raises the fact that work has occupied a
focal position in the career of an individual iratiperiod, and gained a significant part of the
"good life". The reality was that a crucial partafe's life has been devoted to activity for the
provision of livelihood. The predominant perceptltad been that work is a condition for human
survival and for the activity of man in almost adlhis waking hours [35; 40, 54; 66; 92].

On the other hand, at the heart of the term caredre post-modern period, has been the

individual, and this includes his experience, nestts occupational aspirations.

1.3. The premise of personal development as a keynlition of career evolution

A literature review that deals in post-modern chanastics reveals that work
conceptualization seems today essentially differémtsuch a reality, the crucial part of a
person's life is not devoted to making a living. @® contrary, there is a significant and
continuous limitation to work without damaging vwak. Reduction of weekly working hours
leads to much potential leisure, a fact that ereges the development and realization of
autonomy. In this era, an individual is autonomaoischoose his work out of interest and
preference, and not out of necessity and consideratf choice to secure pleasant working
conditions in addition to their being profitables[39; 47; 54; 55; 66]. In this era, according to
the prevalent approach, career management by avidadl is solely his responsibility. An
individual has responsibility for his happinessrddeal choices based upon personality and
attributes of character receive significant impoecein the deliberations and choosing a certain
career course

The distinction between the two paradigms, theiticathl versus the novel, has been found
in relationship to career conceptualization — peatodevelopment as observed in the
conceptualization of motivation and of career. Ag tmain purpose of current study is to

examine the factors that motivate teachers forgaxibnal development in their teaching career,
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| intends, in this section, to follow the principtBmensions of motivation for professional
development

The main topic to be explored in this study is vemg people not satisfied with needs that
allow for their existence and make changes/innonatiin various areas of life, whereas the
transition brings about an abandonment of all thdamiliar and safe towards the new and the
unknown. More specifically, what motivates teach&sprofessional development in their
teaching career? This question is examined thrauggstionnaires and interviews with teachers
who have advanced professionally in their teachargers

From the research literature, which deals with geas development [42; 47; 66] we can
learn that this aspiration stems from the inhetentlency to personal development and self-
realization. In the literature, the term 'persat@lelopment’ is defined as a betterment process a
person undergoes throughout his entire life. Whhgsical existence is common to all human
beings, personal development is unique to eachvigduwhl, according to his aspiration of
progressing towards realizing achievements to aehgoals he has set for himself. In practice,
self-realization is a powerful motivator of a pardor his enhancement and the improvement of
his lot. The level of self-realization is a functiof the realization of a person's goals in an area
of life that is focal for him, be it studying, faiyi leisure or work. Several school manager facts
arise from the above. First, personal developneatpositive phenomenon that is beneficial for
a person. Second, it is a congenital phenomendnlaks for the person's lifetime; and third,
personal development changes from person to pasmrding to his aspirations

From these facts, it could be hypothesized thapleewho have advanced in their career
have done so in order to improve the reality ofrtinees.

As the current study deals with motivation for @sdional development of teachers in their
careers, it could be assumed that teachers whoduwanced in the teaching careers have done
so in order to improve their careers and attairirthest selves. This assumption will be
examined later on, through questionnaires and\i@es with teachers who have advanced
professionally in their teaching careers

This section will deal with the term ‘personal depenent' as defined by various
theoreticians who discuss the subject in generdl thnough particular models of teachers'
development

The literature review finds that a difference hasuwred between the two paradigms — the
novel as opposed to the traditional - in the pdiogf this term as well as of previous terms of
motivation and career. Although these two paradigerseive the term of personal development

as an optimization process to which a person aspihe origin and purpose of this process
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differ. According to the traditional paradigm [1I8; 57; 58; 96], personal development is
perceived as an optimization process which stems fthe principle of hedonism aimed at
pleasure and satisfaction of immediate goals cly.the other hand, the novel paradigm [57;
58; 61; 64; 66; 80] perceives personal developnasna basic need of a feeling that combines
both present and future gains. This means thatderao improve the quality of life a person
needs to find both meaning and pleasure, i.e., thadhthe sense of purpose and also experience
positive emotions. The difference in the realitylitg in these two periods has brought about
world views that are different from one anotherabiual fact, the interest in, and review of, a
good life exceeds the boundaries of location antktiEverywhere, since time immemorial,
people have been looking for the secret of happindswever, in the post-modern era that is
characterized by a rise in the level of materialratance as compared with the previous era, it
would be expected that this issue of search fogtladity of life would not be part of the agenda
that wealth can bring about happiness but not vatiting wealth and abundance.

Super [126], in his life-long model, compares tlageer and the physical and mental life
cycle of the employee. The central concept of tloelehis that people undergo phases in their
professional career during which they experiencangks in needs, attitudes towards the
profession and the organization in which they watien they go through the phases of life of
childhood, maturity and old age. The personal carealictated by the organization and an
employee depends upon it. Super [126] divides &weldpment of working life into five stages
1. Childhood — until the age of 11: a stage of fantégyng interested and examination of

abilities (“growth”);

2. Adolescence — age 15-24: a stage of choosing frassilpilities, exploration of reality and
experiencing (“discovery”);

3. Early adulthood — age 25-38: motion from one placanother until becoming stabilized in
an occupational field, development of specializadod stabilizing ("establishment”);

4. Adulthood — age 45-57: stage of creation, careak p@aintaining achievement)

5. Old age — age 56 and above: retirement /descent

Fuller [66], like Super [126], describes the depeh@nt of an individual in professional life
circles starting from pre-service till the careait.eln both models, the principles of stability,
continuity and unity are cited, which charactetize modern period

These symptoms are common characteristics thabwoklh repetitive activity without
introducing change and innovation .The indicatidnstages in the model shows that the
transition from one stage to another is a dimensibtime alone. There is no expression of

individual personality, aspirations and abilitidlowing progression towards a more advanced
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stage. The transition between stages is fixed amfied for all without any distinction of
uniqueness. Career stages model also presentsrith@ple of continuity and unity that
characterize the modern paradigm. The idea behisdriodel is the existence of three stages in
any career: early, middle and late stages

In the early stages, an individual develops thendlasion and the means for constructing a
career by acquiring suitable education, skills aperience. In these stages, the first
experiences in the occupational world occur andy thee used for self-examination and
evaluation of ability and personal limitations. the middle stages of a career there is
occupational stabilization, both in the professionl the permanent work organization. In these
stages, an individual is accepted as a full menrb#re professional or organizational ranks and
functions independently. In fact, this is a peradfdtop personal productivity, and occasionally
also the peak of the career. In the latent stafjesa@areer, an individual enjoys the advantages
of seniority: senior jobs, instruction of otherslaich experience

Nonetheless, in these stages there are various sfgadecline in productivity, professional
knowledge becoming obsolete as well as other wvelatisadvantages as compared to younger
employees

Despite the existence of three fixed stages imptireiples of unity and continuity as can be
seen in the traditional paradigm. Neapolitan's epghn [86], which is especially significant to
our research, indicates a novel paradigm. The mstd&ds that in the mid-career stage after an
individual has developed work skills and has spe&d in his field of occupation, he has the
possibility of rotating to a new job. This opporitynarises from a mid-life reality in which an
individual lets his emotions free. The fact thatrthis a possibility for changing work, out of
personal considerations and personality adjustmenticates a choice whose origin is in
autonomy that characterizes the novel paradigm.rétagion that is expressed in the mid-career
stage and also the establishment of activitiesideitthe organization in the latent career
indicates a dynamic and changing reality that elsracterizes the novel paradigm

Driver [47] delineates four career types in his elodhe classification of career can teach
about a gradual connection to the novel paradigme. fact that there is a variety of types cancels
out the principle of unity existing in the modereripd. There are first signs of matching
between an individual and work in this model. Nbweétss, there is one type of career in this
model that expresses the principle of stabilityt tiyaifies the traditional paradigm, which is a
stable career — a career pattern that is charaeteby an early occupational decision of a person
in his youth that does not change throughout hisking life. The only motions that can be

traced are changes in income and skills
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The next three types of career encompass the ¢hastics of the novel paradigms

. Changing career — a career pattern that is chaizeteby many transitions from one
occupation to another and from one profession tahem with no pre-set pattern while the
occupational changes are usually accompanied bgrge in social status. Those with such
a career pattern are characterized by a motifa#gpendence and flexible style. From this
career pattern arises the fact that people chaosleange career out of an aspiration to
autonomy, although a transition from one occupatioanother is usually not accompanied
by a change in social status

. Linear career — a career pattern that is charaedby a definite plan of progress on a
certain hierarchical, managerial or professioratkr— from its lower levels to higher levels.
The motif that characterizes this career patteatisevement and hierarchical style. It
indicates people's choice as it is characterizea pre-set plan for progress on a certain
hierarchical track. Thus, elements of choice arntdreamy are realized as an individual is the
focus — with his wishes and aspirations, elemdrasdharacterize the novel paradigms

. Spiral career — this is a combined pattern of lirsea circular motion. Every five-seven
years an individual changes his occupation andgteasito an adjacent or different field. The
motif characterizing this career type is the nedyfowth and the cognitive style is
integrative. This style can be conceived as inthgahe purpose of career in the novel
paradigm. Personal development, as expressed nosweapational change, reflects the
congenital need in people for self-realization &uifililment. The change in occupation stems
from a logical choice to improve one's conditiomlditionally, the occupational change can
teach about an individual's aspiration to consthigtife reality by deciding for himself on
the type and quality of his work — an element tietracterizes, as well, the novel paradigm

Schein [117] in the career anchors model preséyp@ogy of personal career, however, the

career types are different from one another. Sclidii] has characterized types according to an

individual's aspirations.

This preference stems from choice regarding exjstiternatives and choice indicates

autonomy. Thus it can be said that a logical p@ad#sconsideration has been conducted that

takes into account personal familiarity with itsildles and skills and the familiarity with an

organization and its terms. Hence the choice ofamti@ity over another stems from a desire and

an aspiration to match activity/occupation with ergonality type. There is a division into six

personality types in this model that prefer differg/pes of activities

The various types of persons are attracted tordifiteworking environments that fit their

personality. Therefore, he suggests distinguishietyveen six different working environments
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that are parallel to the six personality types. $herter is the distance between two characters or
two working environments the more psychological isinty there is between them. These
working environments are: operational, investigativartistic, social, enterprising and
conventional
In Schein's career anchors model, there is an ssipire of the element of choice towards a
professional job. According to him, a career anagh@&ffected by our skills, motives and values.
It is comprised of self-perception of talent anditds, basic values and a sense of motivation
and needs as realized in a career
It can be said that the complex of components ihels [117] career anchor model
indicates a logical choice where an individualnghe center. Autonomy in career choice is an
essential characteristic in the post-modern eran aispeople aspire to structure the reality of
their life. He thus expresses the lack of unity #mel existence of uniqueness that characterizes
the novel paradigm. The 8 career anchors whichtitotes] a key benchmark of the ascertaining
and the formative phase of the research experiarenpresented bellow
1. Management anchor — the motives of a person amgelsise to be a manager; his aspirations
to progress so that he is amongst those leadindasigning of policy, making decisions and
the success of the organization
2. Professional specialization anchor — the motives pérsona are his talent and satisfaction in
his field of expertise, based on a unique speeaatin in the field
3. Security anchor — it is important to a person towhat his career is secured and organized
and he can be relaxed regarding the future. Pemmaal@tion with the employing
organization reduces uncertainty
4. Autonomy anchor — a person's motives are the redd things his way, according to his
standards, not be bound by regulations, procedscegdule, norm or any other limitation
5. Creativity and enterprising anchor — the motivea pkrson are the need to establish his own
business, develop/produce products or servicepeartiently.
6. Challenge anchor — the motive of an individual deaire to successfully cope with great
difficulties, solve problems and overcome barriers
7. Service anchor — a person's motives are sociaésaltis important for him to do things for
the benefit of all, take care of the welfare ofisbcand act in the interests of "humanity
8. Life-style anchor — the ability to integrate hiseds, the needs of his family and of the job he
holds, is of importance to a person
Despite the difference in conceptualization of eafetween the two central periods, modern

and post-modern, a slightly generalized, but irgge, definition of career shall be adopted,
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that would guide current study throughout. Careethe ability of an individual to sustain a
continuous sequence of experiences while takingoped responsibility and striving at
significant experiences out of interest and chaibech essence is self-realization

Although Maslow and Rogers who had preceded tivag talk about personal development
through self-realization which is defined as thalimation of potential, embedded in a person,
the way they relate to this term is different frahe post-modern approach. The tendency
towards self-realization is defined as a biologjmaiver that operates at all levels of functioning
of an organism, and not just at the level of camseiplanning and intention. The tendency to
self-realization constitutes a foundation for anyran behavior. In his opinion, this tendency is
congenital and drives a person to develop hisss&itid abilities, to create and be productive and
to choose directions and situations that allowaf@ontinuation and enhancement of his positive
functioning in the future as well

This tendency is characterized by a drive whicimgsiabout an increase in tension. In his
opinion, there is a force in a person which drikies forward towards new stimuli while coping
and struggling with difficulties and barriers. Reation [100], is not a condition to be reached,
but a force that drives a person throughout hestlifivards achievements and various purposes.
As a purpose is fulfilled, or a certain way to filitient reaches its peak, a person is confronted
with new purposes and new ways

The most important ingredient in Rogers' [111] peed development theory is the term self,
which means the way a person perceives himsele ‘§dod life is a process not a condition. It is
a direction and not a target" [111, p.186]

To the question, who is a person who fulfills hithae@d functions with his full abilities and
skills? Rogers [111] responds that few reach thgired fulfilment. The attributes and
characteristics of such a person are
1. Positive unconditional self-esteem — a person witfdl$ himself does not feel threatened by

external experiences, and does not employ defeesbanisms in order to justify his actians

2. Openness to experience - a person who fulfills alims aware of his emotions and
acknowledges them. He does not attempt to twish thedeny them)

3. Organismic trust — a person who fulfills himselfakes decisions regarding directions of his
activities according to his inner feelings. Thisngontrast to most people who make
decisions and take courses of action affected byreal factors, such as, opinions of others,
what is accepted, etc
Maslow's theory [80] is in essence a motivationatory, i.e., a person's congenital

tendencies are phrased in terms of needs that ate@tvs behavior. As opposed to Rogers [111]
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who attributes the tendency towards self-realimatio all human behaviors, Maslow [96]
attributes it to the level of conscious planningl amention. In contrast to Rogers' [112] theory,
that the tendency to self-realization is a singlegenital motive, Maslow's [81] theory describes
a variety of congenital motives that are organizea form of five-level pyramid. His school
manager distinction is between two types of motivastives of deprivation and motives of
growth.

The point of distinction between these two typesnotives is the origin of the satisfaction.
Deprivation motives operate to decrease unpledsasion and restore the person to a condition
of homeostasis. These motives are satisfied byrrdtesources such as food, sex, physical
security and financial security, social needs dbbging, love and more. Growth motives differ
from person to person, as they entail fulfillmehthe unique nature of each individual. In order
to satisfy them a person draws on his inner strengihd is not dependent upon external sources

Self-realization [96] is not static; it is charatted by movement and change that stem from
an internal drive for growth and enhancement aridrom external pressure of the environment.
The appearance of self-realization needs will otcw person at an adult stage of life, after all
other needs have been reasonably fulfilled. Thdse ave fulfilled all of their needs, except for
the needs for self-realization, might feel alieoatiboredom, absence of joy of life and lack of
purpose in their lives

Glazer [69], in his choice theory, determines tath person has the power to change life
for the better as a result of choices he makes

As opposed to Maslow [95] who attributes the temgeior self-realization only to the level
of conscious planning and intention, Glazer [69]ntans that the origin of any behavior out of
the totality of behaviors of human beings is inickpaiming at personal responsibility regarding
human behaviors

In relation to this research question, one may lemigc that teachers who wish to make
changes and innovations in their teaching careatst take personal responsibility for their
behavior and choose sensibly in order to achievat wiey want in the field of their career. He
further determines that the purpose of any behaeidhe totality of behaviors of human beings,
is to provide one or more need from the five basieds in order to feel happy and successful:

1. Survival power, love, freedom and fun statingt fheople work best when they enjoy work
or find challenge in it

All behaviors comprise four components
1. Action;

2. Thinking processes accompanying the action
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3. Emotions related to the actipn
4. Physiology — bodily responses to what takes plhearf rhythm, digestion problems and
headaches

Similarly to Maslow [95], Kaplan [78] maintains thén a reality of deprivation and
conditions that encumber physical survival, thededor happiness focuses on the satisfaction
of most basic needs in the pyramid of human ne&sisn a poor world, all an individual could
ask to be happy was having enough to feed his relmldHowever, as opposed to Maslow [96],
who maintains that only a few would make it to geHlization, Kaplan [78] maintains that in
the post-modern period, as the basic needs asfisdtby the Western person more rapidly, he
aspires to reach self-realization as a defaultstdees that in satisfying conditions the following
ingredients must be present: challenge, skill, eatration, involvement, activity out of will and
not duty, control. Seligman [122] generally defifeppiness as a subjective experience created
out of an accumulation of renditions of personalite.

He indicates two main components that fill a persoth joy: pleasure and satisfaction.
Satisfaction, contrary to pleasure, according tiigB&an [122], has a tendency to survive over
time. Its experiential power does not reach a pelaikh brings about pleasure and its fading is
not fast. This component is related to the inneammey expressed in a sense of fullness as
different from pleasure in the sensual sense

When one learns to live for the day and also fordoow Seligman [122] maintains that it is
possible to create a balance between immediat®maEraeeds and long-term goals and fully
enjoy life — this is the secret to sustainable-ssdlization. He relates to a certain aspect of the
experience of satisfaction which is the phenomeuoiofiow. This experience is an expression
related to the sense of time passing, in whichragoeis engrossed to the extent that he ‘forgets
himself' for a period of the subjects that peopéeskilled in give them satisfaction and flow and
these then invite an enhancement of that strengttsa repeats itself

The idea of the central influence which life posssstogether with the meaning of happiness
[122], connects with one of Frenkl's [61] conceptdis book "Man in a search for meaning”,
when he says: "those who have a 'why' to live fouly be able to bear almost any ‘how'. He
believes that people who do not find meaning arrgqme in life are in a condition that is termed
‘existential void'. In the post-modern era thatharacterized by a multitude of leisure and
conditions of boredom following the modernism andoanation, the existential void finds its
expressions

Ben-Shahar [31] defines happiness as a combinatfopleasure and discipline. In his

opinion, happiness is an unlimited resource witlend
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The combination of pleasure and discipline, acemydo him, must be created in every area
of life, be it at work, study or intimate relationBhere could be situations and limitations in
which one cannot achieve pleasure and discipligetter, however, it would be considered
happiness as long as it is an exception and notullke In addition to the questions, one must,
according to Ben-Shahar [31], set oneself goalsrttech one's personality, targets the journey
which gives joy, those stemming from a desire tpregs oneself and not to impress others

As mentioned, personal development is a functiothefrealization of one's aspirations in an
area of life, which is focal for him. As the curtestudy deals in motivation for the professional
development of teachers, their personal developmiinbe examined through their professional
development in their teaching career

As mentioned eatrlier, in the reality of life, arsarmr to the following question can be found
for -what do people search beyond basic needsRelmpast, in a reality of financial shortage,
people have been consumed by the satisfactioneaf tieeds and therefore, believed that they
would be able to live fulfilling lives, if and wheteir basic needs would be guaranteed. Due to
this fact, it has been easy for them to explainahgence of satisfaction. People could explain
that they are not happy as they lack basic nebdy; tave been consumed with fulfilling them.
Thus stems the traditional paradigm, according thiclw personal development is an
optimization process aimed at pleasure and immedatisfaction

Presently, while the basic needs of many are gtegdnthere is apparently no excuse for
lack of satisfaction, as they are free from beinogupied with survival. However, it turns out that
in a reality where people are not satisfied dedpiefact that they have the basic survival needs,
they seek a way to resolve the paradox that momegd misery instead of happiness. The
literature review thus indicates that in currerat, greople are not satisfied with pleasure and they
aspire to find a sense of purpose in addition &dkperience of positive emotions. Thus stems
the perception of personal development as a bettgrprocess in the sense of experiencing

positive emotions together with the location ofgmge according to the novel paradigm.

1.4. Conclusions of Chapter 1

The difference in world views regarding the conoepration of motivation can be
perceived through the difference which occurs & teality of life. On the one hand we can
place the group of traditional perceptions whiclsduhtheir presumption that the source of
motivation is a necessity, as the reality of lifessHbeen permanent and lacking in changes and

alternatives and people doing what they neededhaddo do. This approach matched the fact

40



that a major part of one's life has been devotettivities to provide a livelihood and his world
view which has directed thoughts and actions, clamgig work as a vital condition for good

human life. On the other hand, the recent reseapgroaches that are typical of the novel
paradigm and are in strong concordance with oueare$, indicating motivation out of

awareness and choice stem from the new realityfeotbkeing very dynamic and changing, as
individuals are autonomous to control their actiand construct their condition.

Considering the two key conceptual paradigms of ivatbn-the traditional stable
paradigm and the contemporary dynamic one, we n#r the premise referring to career
development in general and to pedagogical carepaiticular. In strong concordance with the
present dynamic reality ,the employment issue msatter of choice and interest and not just a
matter of obligation and thus it is legitimate amdrmly suggested by career counselors to
make changes even in the middle of the careersidide and permanent career format that was
characteristic of the traditional paradigm is cdesed today anachronistic since it is unfit to
the challenging pace of changes that continuousiyels people to opt for on-life development.

As a result of these considerations we can dechate teachers' career development is an
ultimate must which demands new theoretical andctipa solutions. Like any other
professional, teachers will not see themselvesptetm their pedagogical career in the identical
position in which they started as young unexpeeenpractitioners but will probably aspire to
advance. The motivation for personal developmentbeaexplained by the fact that professional
advancement is usually followed by a reinforcingsgeof self-accomplishment and full potential
exploitation. Hence, it can be concluded that tthecational system has to focus on the issue of
personal development as a legitimate need so #wthérs would be enabled to realize
themselves by the means of professional advancensaiting from the above mentioned
considerations, we were faced with the need to exathe role of the pedagogical environment
in the process of teachers professional developar@htas a result of this, appeared the need to
conceptualize adequate strategies for teachersrngain order to enhance their potential and
hidden abilities and translate them into concrégpssfor professional development.
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2 . THE CONCEPTUAL CONTEXT OF THE TEACHERS' MOTIVATI ON FOR
PROFESSIONAL DEVELOPMENT

2.1. Employee motivation

Based on the theories dealing with the three cdscepmotivation, career and personal
development, a reciprocal relationship has beemdobetween the three terms regarding
professional development. Each both affects aadfésted.

The literature review [66; 69; 82; 103] finds thhe term "motivation” is central to labor
sciences from three aspects:

1. As the vitality of an organization depends upon iwaiton of its employees, motivation
causes people to do something, to want to persséin and make an effort for this purpose
[62];

2. Highly motivated employees express high satisfactlmoth with their duty and the
organization, and as a result they express a hoginatment to the organization, perform
better and more effectively, and execute a vardtyoluntary behaviors beyond what is
required in their job [116]. A lack of motivatiomugses a direct damage to the quality of work
in general and an employee in particular;

3. Motivation affords the possibility of finding whaeally interests a person and with which
operational orientations he identifies [31].

The centrality and vitality of motivation in theblar world is expressed in diverse definitions
in the research literature. From these definitibmsin be understood that employees' motivation
affects the quality of their work and is therefonetivation considered to be of interest both to
the organization and its employees.

Leading authors like Vroom [134] Bar-Haim, VardidaHofstater [29]

Define motivation at work as a necessary conditiwithout which an employee would not
invest effort there and as a result, the purpo$diseoorganization would not be achieved. This
fact indicates the effect that employees' motivatias on the quality of their work. Bar-Haim,
Vardi, and Hofstater [29] maintain that the revielatof the matter is a necessary condition,
however it is not sufficient.

The review of definitions of the term of motivatiaand work indicates that there are
reciprocal relationships between employee motivesthe organizational purposes. Employees'
motivation affects the achievement of organizatignaposes and the work environment affects

employees' motivation. The insight derived fronmstrelationship is that the work environment
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has the power contributing both the organizatiod amployees. A work environment that

supplies the driving factors of its employees gate= high motivation amongst them, which

leads to the achievement of the organizational geep. The practical meaning is that in order
for an organization to achieve its purposes it nmigke sure that there are factors in the work
environment that would motivate employees. Theragsion underlying the current study is that
employees who have developed professionally, hamne do due to the fact that the organization
in which they have been working has not suppliesithvith required factors for their motivation
in their work environment.

This assumption is supported by Frenkl's [61] thieaccording to which man's primary
driving force is his desire to find meaning in litde claims that every person has a duty and a
mission in life and every situation in life is aatlenge he must confront. Life, according to him
poses for every person the question of what meatoeg he assign it, and entrusts him with the
responsibility for his choices and his path. Thevistg towards finding a meaning can explain
the phenomenon of personal development. Peopleamaot satisfied with their work place
leave it for another workplace in order to find mieg. These people show responsibility for
their lives and strive towards finding meaning. Taet that many people leave their workplace
where they have been well paid and had convenieriing conditions provides the explanation
that people search for meaning at work beyond existl needs.

Consequently, it seems that there is a deep linksgereen identity and work. Work
comprises a source of pride and the finding of rnmgamnd when it does not exist in the
workplace, we then search for another workplacetheu on, the factors that drive an employee
would be presented as they stem from the varicesrigs dealing in the subject of motivation at
work. In order to enhance employees motivationew mapproach of dealing adequately with
employees is needed which means that mere manalgieg not suffice any more and real
leadership is needed.

Sergiovanni [118] distinguishes between four schmanager leadership strategies, from
which the quality of relationship between a leaal® those he leads can be derived:

1. Leadership by bartering — a strategy accordinghahva leader and those he leads arrive at
an agreement by which the leader awards thosedus ith something they want and in
return they give him what he is interested in. Taalership responds to basic personal needs
such as simple physical needs, the need for sgcsatial and ego needs. From this strategy
it can be realized that the essence of the natfuleader-follower relationships is supplying
one thing for another. One side satisfies desinesreeeds in exchange for cooperation and

compliance of the other side.
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2. Leadership by building — a strategy according tactvhthe leader creates a warm and
supportive work environment, and exhibits a favteaititude towards the people he leads,
and thus allows them to fill the personal need srath achievements, take responsibility,
realize their ability and gain appreciation. Thesdership responds to psychological needs
such as the need for achievement and gaining appoet the need for autonomy and the
need for expressing personal abilities and selfza#on. From this strategy it can be
understood that the nature of the leader-follonsationships can create conditions that
allow for experiencing satisfaction from work anehlize their personal and professional
potential.

3. Leadership by bonding — a strategy that emphas@@snon ideals, beliefs and values, and is
based upon these in order to invoke in teacharkage and commitment to their work. This
approach treats them as supporters that takerp#neiefforts. The authority exercised from
this leadership is moral authority, based mainlcommon norms, beliefs, values and ideals.

4. Leadership by banking — this strategy emphasizessdnse of commitment for realizing
common purposes and the linkage to common ideaglaats.

From the above, a relationship can be observeddagtveadership style and leadership
strategy: transactional leadership takes the in@gkeadership by bartering — by the leader
offering positive reinforcements for the proper @xen of work and bonuses. In return for
excelling at work he promises to supply the neefl$i® subordinates conditional to them
fulfilling his requirements and obeying him. Tramshational leadership takes the image of
leadership by building — as the leader createsdhéitions that instigate his followers to realize
their personal and professional potential. He adldar satisfaction of their higher level inner
needs and motivates them to higher levels of comerit and functioning. The insight derived
from the two leadership styles is that in ordentotivate employees at the workplace a leader
has to satisfy their needs be they internal orraate

The factors that motivate an employee to exertrefid work will be presented through
content-focused theories, through process-focuedries, and through theories that consider
work as a driving potential. Following are the thes:

1. Content-oriented theories, as noted above, deahén question of what motivates an
employee to exert effort at work? These theoriessicer the needs as the factor that
motivates an individual to action and their satiitan as a purpose [18, 26, 27].

Review of the theories reveals that the calleddadership for motivation to be created and
maintained amongst employees is transactional tehgiethat adopts the strategy of bartering

and according to the principle of reward is a cbadifor execution. In this type of leadership a
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leader promises to provide the needs of his subatels as long as they fulfill his requirements
and obey him.
2. The theories of motivation of needs stem from tegueption that people have numerous
needs originating at least from two human desires:
a. Avoidance of pain, barriers and difficulties;
b. The desire to grow and evolve to realize perspoi@ntial.
3. Maslow's pyramid of needs [80] proposes five groapsieeds that motivate an employee
and the reason for his effort at work:
1. Physical
2. Security
3. Social.
4. Appreciation
5. Self-realization

Maslow's ideas create a large part of the founddbo the exchange between a leader and
followers when each side requests satisfactioniohbeds. In the world of labor just as in all
areas of life, an employee needs his needs to Ibkefl) and therefore a work environment is
required to satisfy the needs of an employee. $tags with his basic needs and ends with the
needs for growth in order for an employee to fuHik part in the work to the satisfaction of an
employer.

The lack of satisfaction of needs can serve asxptamation for professional development
amongst employees. The assumption is that emplayleese work environment does not satisfy
their needs would look for an environment that woukspond to the needs that require
satisfaction. Given that work environments areedéht from one another, it can be supposed
that the reasons for personal development wouldiberse as well. In other words, different
people undergo professional development in thegeara for different reasons.

According to Pink [107], if basic rewards are natisfied or are not fair, an employee would
focus on the injustice of his condition and on greblematic circumstances and then there
would be low motivation. It can be concluded thhe tphysical conditions in the work
environment constitute a necessary condition foe #xistence of motivation amongst
employees.

The meaning of McClelland's [97] insights form egka part of the basis for barter between
the leader and those led, wherein each side wistbesan answer to his needs, whose
independence in the world of labor is that eachleyae would aspire to satisfy a different need

in his work environment. In order for an exchangdake place between an employee and an
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employer, the employer must satisfy the needs oéraployee so that he would perform his
duties. The assumption is that when a work envigmrsupplies his needs, an employee would
be satisfied and imbued with motivation. When treknenvironment does not supply his needs
he would aspire to seek their satisfaction in asotork environment.

Sergiovanni [118] claims that if leaders do not dianthe factors of motivation, their
followers would not be motivated to work. In hisimpn, they would perform at a certain level
that is considered satisfying, however, they wawddexert effort to work beyond that level.

Asor's theory of internal motivation [25], discusstie desire to invest even if it entails
difficulties, high costs and failures. He suggestaluating motivation through verbal reports and
monitoring expressions of behavior, such as, exertif effort, time, attendance, punctuality,
perseverance, effort in spite of difficulties, guibeg challenges and fulfilling commitments. In
his opinion motivation has two main dimensions:

1. Power — the meaning is the level of desire ofmployee to put in effort at work;
2. Sense of autonomy — a sense related to theepgestof choice and meaning at work,
understanding it and identifying with it.

The above theory avers that factors that motivateraployee are satisfaction of needs for
security and affiliation and a sense of ability a&df-realization. It can be assumed due to this
theory regarding personal development, that noisfaation of those needs would motivate an
employee to look for his satisfaction in anotherugaation.

Process-focused theories deal, as mentioned abatethe question of "how motivation is
created and what sustains it", emphasizing the itegnprocess that affects the level of
motivation of an employee and his satisfaction.

Bandura [28] has shown that learning processesst are mainly psycho-social processes
that are affected by the environment and certamditons in which learning takes place. A
"learning person”, in his opinion, is a procesassuming responsibility and self-control that is
also affected by the environment. According to hiwg main factors affect a person's behavior:
1. Self-regulation: a person has the possibility ofjutating the effects of the social

environment upon him and determining the directbmis behavior in light of the goals he

has set for himself. Behavior is the outcome oéewl processes (environment) and internal
processes (the individual). The outcomes of judgmewoke a sense of satisfaction or
disappointment, and these motivate him to repeabéinavior or avoid it.

2. Self-capability: deals with the realization thgtexson is capable of perform a certain task. A
person believes in his ability to cope. High selpability entails a high investment of efforts

for the achievement of the purpose and vice versa.
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The expectancy theory [134] maintains that the watitbnal mechanism is a chain of factors.
An individual's efforts lead to a required performoa, that in turn leads to the reward of an
organization that satisfies personal goals of aividual. From this theory stems the fact that a
person would choose to put in effort at work orilyné estimates with high probability that he
would be able to achieve the secondary goal ofwaek that leads to achieving a significant
primary goal. Vroom's ideas [134] constitute a fdation for transformational leadership style
when a leader creates a warm and supporting workagmment that allows for employees to
fulfill their personal need for achievement, towaee responsibility and express their ability.
Thus, a lack of satisfaction of the need for redion of expectations can explain professional
development. From this stems the assumption thegtopal development stems from a work
environment that does not allow realizing expeotati It can be supposed that out of employees
who have performed such personal development threréhose whose work environment has
not allowed them to realize their expectations dhdt would look for a different work
environment, one that would allow this for them.&sployees' expectations are different, it can
be assumed that the reason employees embark conpkdevelopment would be different as
well. Different employees consider such a steptdudifferent reasons stemming from different
expectation and the current research is tryinguoidate the essence of these inner conceptions
and translate them into practical available reality

Locke's goal setting theory [86] supposes thatnireffiort to realize an expectation, similar
evaluation mechanisms are in operation, contingeon the estimation of an individual of his
abilities and willingness to stick with the goaltbe anticipation. It implies that when there is a
goal with potential to achieve something desiraiblevokes motivation

The two main factors responsible for the developgn@ngoals or anticipation and the
creation of commitment for them [35] are
1. The perception of employees as legitimate and amndahe professional and personal

authority in the eyes of superiors, who usuallygsetls for their subordinate employees
2. The level of involvement of employees in definingeit goals, the design thereof and

reaching an agreement in their regard. The mordoym@es are perceived as legitimate and
as having the professional and personal authority the greater the cooperation between
leaders and followers in the process of decisiokingga the level of commitment to goals

will rise .

From the theories of Vroom [134] and Locke [86]cdn be concluded that in order to
motivate employees towards effective behavior,aadformational leadership style is required.

For this purpose, superiors would be required tmadly put into practice these identified
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indicators- reinforce their sense of self-capapiltheir ability to give and receive feedback, to
analyze data and draw conclusions. The experiericeatsfaction from work would be
expressed by achieving the goals like in realizatibexpectations in Vroom's theory [134].

The assumption stemming from this is that professidevelopment in career is an outcome
of a lack of ability of an employee to achieve guals he has set for himself similarly to a lack
of ability to realize expectations. As goals arespaal and unique, the hypothesis is that there
will be diverse reasons in relationship to empleygeals or expectations.

Also Adams [16, 17] in the theory of fairness, def motivation as a response to the
reciprocal relations between performance and resyas a response to the sense of justice or
injustice entailed in these relations. Motivatioh dependent upon the way an employee
perceives the relation between effort he invesid #e actual pay and reward he receives.
Therefore, motivation of a person to work wouldreease when he finds out that there is fairness
between his investment and return, and the invedtofehis colleagues and their return for their
work It can be assumed that there is a high préibathat a lack of fairness in the workplace
would be amongst the reasons to lead people tegsmnal development.

From the theories reviewed above, it is obvious tha factors that drive an employee are
the interests he aspires to achieve in his workrenment. For example, realizing expectations,
achieving goals and striving for fairness in relatto other employees. Employees who are in a
work environment that allows them to realize theterests would be motivated to work. The

assumption is that a lack of realization of empésyénterests leads to personal development.

2.2. Employees' motivation

1. Outstanding leading researchers [86; 73; 91; 10®],1maintain that when an employee
experiences these psychological conditions, hes fise¢ and executes well — he has internal
motivation to work. From this theory it can be cluaed that an employee that considers his
work to be important and worthy and considers hlfimesponsible for the outcomes would
be satisfied with his workplace and would be madgdao work.

Thus, the hypothesis arises that personal developieea step taken due to the fact that
employees do not assign significance to their waor do not consider themselves responsible
for the outcomes of their actions.

2. Flow theory: This theory is offered by Csikszentatyh [40] as a way of understanding the
potential of work itself as a source of motivatidine meaning of this is that an employee

satisfied by the fact of his occupation at worklviaé motivated to operate. The flow is
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related to motivation that comes from within. Irder for motivation to be realized, two

conditions must exist:

a. Facing challenge — when work is challenging, an legyge is motivated to act. In
such a reality an employee is guaranteed a comgddtiement in his work.

b. Compatibility — this condition is related to theatlenge condition and means facing
challenges whose level of difficulty is such thaigives a person pleasure on one hand and
develops his ability, security and skills on theesthand.

This means that in order for an employee to beedriv his workplace there needs to be an
optimal level of challenge, which is not too diffic and not too easy. A balance between the
level of skill and challenge contributes to motigatand flow. When this type of balance is
maintained, a complete settlement at work is guaesh The idea behind this compatibility of
challenges is to prevent boredom by low level @mges and prevent a sense of anxiety by too
high a level of challenge. From this theory, it daassumed that a lack of motivation from
within, leads to personal development steps. Tipatinesis is that amongst employees who have
performed changes in their career there would beettihat have experienced boredom due to
easy enough challenges and there would be thosehate experienced anxiety due to too
difficult challenges. Both kinds search for a werkvironment in which there is an optimal level
of challenge.

3. De Charms [43] in the theory of an employee agyiotiand "pawn™ also considers work as
a primary factor that motivates an employee atwaoskplace. An "origin" has a feeling that
the source of the outcomes in his natural envirartnee within him. On the other hand, a
"pawn" characterizes a person who considers hiasbehas determined by external forces,
beyond his control. According to him a "tool" sems$eat random forces beyond his control,
personal forces in other people or forces in higsgal environment are what determine his
behavior. From this theory it is evident that a kpdace where employees take an active part
in the decision making processes and affect exardsconditions in their environment would
consider themselves as "origin" and be satisfieth whhat and settle in their workplace.
However, a workplace in which decision making i ttiuty of leaders only, whereas
employees only execute the decisions, employeesdwimrceive themselves as "pawns" as
they have no ability to affect what goes on. Theuagption stemming from this is that self-
perception of "pawns" constitutes the reason fafgasional development. Therefore, the
hypothesis arising from this is that amongst emgdsywho have developed professionally in
career would be those who took the step as a resulbeir perceiving themselves as

"pawns".
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4. The leading post-modern motivational methodology Rofan and Deci, which is also
compatible with the term of personal developmefmf,4] claims that a person has three
inherent psychological needs: authority, autonomg affiliation. When these needs are
fulfilled, we are filled with motivation, are prodtive and happy and vice-versa: when the
needs are not fulfilled, motivation, productivitycdahappiness plunge.

From the reviewed theories, it is obvious that gation constitutes a motivation for work.
The conditions for occupations to become a motivatire discipline, responsibility, complete
focus on work (flow), facing challenges and permapbf work as "origin®. People who work in
a significant occupation would be motivated to wdtk the other hand, people who work in
meaningless occupation would be amongst those vdascls for a meaning in another
occupation, and for that purpose would seek petgooéessional development. The assumption
is that a lack of significance at work leads tofpssional development. The correlation between
the significance of work and personal/professioth@elopment is presented in the diagram
below.

So far, diverse motivational theories have beereresd with the purpose of following up on
the factors that drive an employee to act at hiskplace. From the review thereof, is appears
that the factors motivating employees stem froredhdifferent sources:

1. Needs.

2. Interests.

3. Occupation.

While the two first factors are based on the ppleciof viability and on the fact that the
process of decision making for involvement is basedconsiderations of profit and utility are
opposed to the third factor that indicates theiiggnce of occupation as a driving factor.

In addition, it can be derived that the driving ttas of an employee are as follows:
autonomy, meaning, personal responsibility, perscaasativeness (origin) that exist in the
character of work. In order to follow up on thettas which drive an employee at his work, two
management styles have been reviewed:

1. Transactional leadership style that emphasizeg In@gds and drives;

2. Transformational leadership style that emphasinésrnal and exalted drives and needs
[118].

In addition, various theories have been reviewadluding content-focused theories [126;
136; 137] it appears that the factors entail thaseds he seeks to satisfy in his work

environment (see figure 2.1).
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From the process-focused theories [16, 17] it afgppdeese are the interests an employee
aspires to achieve in his work environment (seeré@o. 3).

From theories that consider work as a driving piérion-the-job- enhancement theory,
flow theory, "origin” and "pawn": Sergiovanni, [11& appears that the factors that drive an
employee are autonomy, meaning, personal accolityapersonal causativeness (origin) that
lie in the character of work (see figure no. 4 ).

From all the above, it appears that the factors theve an employee stem from three
sources:

1. The employee's needs;
2. The employee's interests;
3. The work itself.

Thus, it should be assumed that employees in a eavkonment that does not satisfy their
needs and/or does not allow for achievement of th&rests and /or their work, lack a potential
for motivation that would advance professionallyfavor of a position where they would be
allowed to satisfy their needs and/or achieve thgarests and/or be in an occupation that has

potential for motivation for them.

*The correlation between the driving factors forqmmal development is presented in figure no.3. 5.

2.3. Teachers' motivation

In the previous part, two leadership styles havenb@resented: transactional and
transformational. The first style supplies the bageds of employees through external rewards
and the second supplies employees' internal néedsgh the creation of conditions that allow
for an experience of satisfactions and self-reabna Additionally, in the first chapter, four
school manager strategies have been presentedthbse leadership styles adopt. These
leadership strategies are at the disposal of sch@alagers in their direct daily work with
teachers:

1. Leadership of bartering — this strategy expredsesdlationship of give and take between the
school manager and the teachers — one side supipdeseeds and wants in exchange for
cooperation and compliance of the other side. @poach is effective [118] when a school
manager and teachers have no common goals ordgtgeravhen each party exhibits interest
in different areas and different aspects of the@sthystem.

2. Leadership by building — this strategy expressesian and supportive school relationship.

In contrast to the previous strategy where a m@iatiip of give and take was discussed, this
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strategy emphasizes the creation of suitable conditthat would allow for teachers to

experience satisfaction with their work and reatlesir personal and professional potential.

3. Leadership by bonding — this strategy expressesdhae of their relationships between the
school manager and the teachers in a school basednamon values. What lies before them
is the school image as a community of colleaguesadterized by caring, cooperation,
mutual assistance and group cohesion underlyinghwéiie duties and mutual commitment.
It can be concluded that as compared to the otherthis approach is not focused on what a
school manager supplies to his teachers but onsémse of commitment and duty that
teachers sense towards each other.

4. Leadership by banking — this strategy expresseslaianship of theoretical and moral
partnership, and in a unanimity regarding the systgals, and those of teaching and
learning in it, and the reciprocal relations betwés people and their moral commitment to
each other. From this approach it is evident thathers act autonomously and manage their
business on their own.

From the review of the theories and the stylessdrategies of leadership it can be concluded
that each one of these strategies indicates aeliffeelationship between a school manager and
his teachers and the characteristics of the wovik@mment from which the driving factors that
motivate teachers for the teaching occupation eaidéntified.

Teachers as employees in other organizations hagdsnand interests that drive them in
their work. The teaching occupation, similarly aekn more than other occupations entails the
potential of occupation as motivation.

Since teaching is usually considered by young ®actvho enter it not just an occupation
but also a significant life mission, initial motii@n is guaranteed but it decreases gradually
when they realize that the satisfaction of theieds and interests is ignored by the system . The
assumption that underlies the current study is téethers in a work environment that does not
satisfy their needs and/or does not allow themdoexe their interests and/or the teaching
occupation, lacks the potential for motivation. $hhey would seek professional advancement
where they would have the opportunity to satisBirtiheeds and/or achieve their interests and/or
have an occupation with motivational potential tfoem.

From theories presented thus far, the needs, siseamd the work itself have been identified
as factors that motivate an employee in his wodel&hus, the assumption arises that teachers
bring along certain needs and interests to workt #ne translated into goals and expectations
and they are driven to work for their accomplishin@his assumption is supported by factors of

attrition of teachers related to goals and expegtatthey have had when they started their
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teaching career [56; 53; 62; 69; 82; 100]. She taais that the goals of teachers that begin their
professional course were to educate pupils, affemmn and inspire them and their expectations
were of a challenging, pleasurable and benefiaaupation. When the expectations of teachers
are failed and experience and meaning are misting,lose, in her opinion, the motivation with
which they have arrived to the profession, and thiegr out.

In Maslow's view [80] the emphasis is that in ortterealize a higher need in the pyramid,
the needs below it have to be realized. From owenty years of teaching experience, this
researcher assumes that amongst the reasons tedoheot realize themselves in the teaching
career is the lack of satisfaction of their baseats.

An example of this is the need for belonging: mpenence was that most teachers do not
feel belonging to the school. | assume that it stdrom the fact that management forces,
requires and demands of teachers without theirggaation in the decision-making process, and
from the fact that teachers have no autonomy iim Winerk. Curricula, schedules and locations of
classes are determined for them, the study envieanigoes through the supervision of a school
school manager, and they need to be to his saimfad he character and timing of social events
the likes of parties and trips are determined kg gsbhool manager. These and other reasons
create an alienated work environment the outcomehath is teachers with low motivation for
work.

Thus, the hypothesis arises that the professiomaldpment of teachers stems from a work
environment that does not satisfy the basic ndessrequire.

From McClelland's [97] theory of needs it can bedoded that the circumstances of the
teacher's work is the key to motivation and it bensupposed that a lack of accord between a
school work framework and between the deep drivéeachers leads to personal development.
In other words, when teachers find themselves irkviameworks that do not allow them to
express that drive, their motivation potential wesak Thus, the probability is higher that they
would seek other frameworks that would allow forexpression of that drive. As mentioned
above, McClelland [97] has found that the thre@efiexist in all people, however not at the
same level. Given that the drives differ from omespn to another, it can be hypothesized that
the reasons for which teachers would develop iir fr@fessional careers would be different.
For some a school environment has not matchedrihe fibr belonging, while for others it has
not matched their drive for power.

The factors that contribute to motivation at wotkifes) have been identified as being
separate from those contributing to the lack ofs&attion at work (hygienic). In the teaching

occupation, factors related to work hygiene incluel@procal relations with pupils, teachers and
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supervisors. The quality of supervision, policy andnagement, work conditions and private
life, and the factors driving at work are achieveise the work itself, responsibility and
promotion [118]. According to the theory, if schamlanagers do not handle the factors of
motivation, teachers will not be motivated to wohgwever, they would not be dissatisfied.
They would have a certain level of performance thatonsidered to be satisfactory, but would
not exert effort to work beyond that level. Sergiomi [118] indicates two options of teachers'
functioning in the educational system: one opt®tiparticipation” according to which teachers
would perform what is required of them at the mmstimum level, in order to receive "fair
pay". In this case the "pay", according to himusually external and is focused on the work
conditions, such as salary, convenient schedute, et

The second option is "performance”. Teachers wauidtion beyond what is mandatory for
fair pay. The "pay" in this case, in his opinios,internal (achievements, interest, thrill and
challenge). From his theory it can be learned tbathers function beyond what is mandatory;
the second performance would be one that stems rnotivation to work. Thus, the hypothesis
is that professional development would be performogdeachers who do not have a sense of
achievement and growth, whose work is not appregdidty the school school manager and
whose work environment is not challenging.

From the above theories the transactional leaderstyie can be derived that adopts the
strategy of exchange between a school managereatidrs. A school manager, for his part,
makes sure his school meets the required minimamdatds and achieves a basic level of
functioning, skill; and teachers, for their pargek the satisfaction of their needs. In order for
these goals to be achieved, the school managehartdachers reach an agreement, according to
which the school manager awards the teachers somgdtiey desire and in exchange they give
him what he is interested in. Additionally, it cka derived from these theories that the factors
that drive teachers in their work are the needg #spire to satisfy in their work environment,
such as, fair treatment on the part of the schablbsl manager and the teachers' team,
appreciation and feedback on the part of a schaolager for his work and achievements, a
sense of belonging and security.

In order for the school goals to be achieved a@dmanager and/or supervisor is required to
identify the teachers' needs and supply them withogk environment in which they would be
satisfied. When these needs are not satisfied skel professional development. The practical
meaning is that these teachers would seek a wertoament in which they find satisfaction for the
needs they have been lacking in their previous veodronment. In actuality, different teachers

would seek different work environments as the nédeglgattempt to satisfy are also different.
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In Locke's goal setting theory [86] and in Vroongspectancy theory [134] goals and
expectations are identified as factors that drimeemployee in his work. This means that the
goal and/or expectancy that have the potentiachoese something desired and this motivates
teachers in their teaching occupation. These fa@oe supported by one of the primary reasons
for attrition and dropping-out of teachers fromdeiag, which is the lack of possibility to realize
the goals and expectations with which a teacheresrat the teaching profession.

Thus it can be hypothesized that a lack of abdftjeachers to achieve their goals and realize
their expectations would be amongst the reasoteatbthem to professional development in the
teaching career. From Adams' fairness theory [If, itLis evident that motivation is the
response to reciprocal relations between performand rewards.

The sense of unfairness amongst teachers appeattseistudy by Malach-Pines [91]
regarding the factors of attrition and drop-outezchers. In her study she finds that amongst the
factors that lead teachers to attrition and drogppdat from the teaching career are lack of
appropriate rewards, including pay, as compareithe¢dourden of responsibility, pressure, time,
tasks, lack of fairness, and inequality in work ditions. It can be hypothesized that teachers
develop professionally due to the sense of unfagrie their workplace and an aspiration for
fairness in another workplace.

From these theories the transformational leadershyfe can be derived that adopts a
structuring strategy. A school manager creates ranveand supportive work environment in the
school and shows a sympathetic attitude towardshe&za, thus enabling them to fulfill their
personal need to reach achievements, assume rdspignsexpress their ability and gain
appreciation. Additionally, it can be derived thia teachers' motivating factors in their teaching
occupation are the interests they seek to readigeh as goals, expectations and striving for
fairness in the work environment. Thus it can k@red that in order for school purposes to be
fulfilled, a school manager and/or supervisor guieed to identify the interests of teachers and
call for a work environment in which they would &lele to realize them. The assumption is that
teachers would seek a work environment in whicly teuld find a possibility to realize their
interests that have been lacking in the previouskwavironment. In actuality, different teachers
would seek different environments as the needswhsly to fulfill are also different.

As mentioned above, the theories of work poterdgla drive consider work itself as the
driving factor of an employee in his work. Serginrg[118] states that three conditions must be
present in order for strong drive conditions tcsexi
1. Meaning — when teachers find meaning, purpose @asbn in their work life and when they

think that work itself is worthy and important. hcondition is supported by the study of
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Kremer and Hoffman [in 107] who interviewed teacheho dropped out from teaching and
have found that one of the factors to droppingisuhe low professional status of teaching.
Teachers who have dropped out made statementsasu¢hsensed questions in the society
regarding the fact that | am a teacher. | haveseased appreciation for my work". Another
factor that supports the importance of meaning ankvarises from the study by Fridman [in
62] that one of the factors due to which teachergehdropped out from teaching is the
expression of negative attitudes towards the digyteacher.

2. Control — when teachers have reasonable contral e work and business, and when
they have reasonable ability to affect events arcimstances at work .Teachers indicated
that they dropped out of teaching due to wearifress the pressures of management and the
strict framework.

3. Personal accountability — when teachers experipecgnal accountability for work and are
personally responsible for the outcomes. This dwrdis supported by the study by Kremer
and Hoffman [in 69] that indicates the absencer@édom and authority to act according to
their personal ways as a factor for dropping ocarfithe teaching career.

Teachers keep claiming that "they have been cothgtamder the inspecting eyes" of
management. Malach-Pines [92] claims that preventioteachers' attrition depends upon the
ability of those in charge of the educational syste comprehend the attrition factors and create
a work environment in which the professional andspeal dreams of teachers would be
maintained, developed and realized. The proposalMdiach-Pines [92] for preventing attrition
amongst teachers, on the correlation betweeniattrand motivation as the factors that prevent
attrition are identical to the employees' driviractbrs which have arisen from the various
theories.

Thus it can be hypothesized that teachers who tlaveloped professionally, have done so
as they have not found meaning in the teachingpaitan and as they have felt that they have
no ability to affect the circumstances of work ait&l outcomes. These characteristics are
identical to the characteristics of employees winacfion as "pawns" that would be presented
further on, regarding teachers.

Sergiovanni [118] distinguishes between two typéduactions of teachers. Each one of
these functions, according to him, has an effecnubeir level of motivation. The first type is
"origin" — teachers who function out of a sensenafaning, control and personal accountability.
The leadership of teachers, for example, who aren@a in the process of phrasing goals,
targets and school vision and teachers who arenamtous to choose a study program and

teaching methods that are suitable for them, isfoeted. They sense personal causation or
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origin. The other type is the "pawn" — teachers séhdunctioning is determined by external

forces beyond their control.

Sergiovanni [118] maintains that teachers who fioncas "origin” rather than "pawns" have
high motivation, with these teachers perceivingrtbelves as having free choice. The distinction
between the teachers' functioning reveals thatopaiscausativeness (origin) is an important
dimension of motivation and leads to the hypothéisa teachers who function as "origin"
would settle in their workplace as opposed to teexkwho function as "pawns” who would not
be satisfied. Amongst them will be those who seekosk environment in which they would
function as "origin" — a fact that can explain tleason for professional development amongst
teachers.

Thus, Sergiovanni [118] claims that school manabexse the responsibility for maintaining
management and supervision that promotes the fgetind behaviors of "origin™ in teachers. In
the flow theory, the occupation itself is identifias a source of motivation. In order for a teacher
to sense a flow he needs to find the right balam¢ke teaching occupation between the level of
skill and the level of challenge. This balance dbuates to motivation, according to him. From
the flow theory stems the fact that flow as a catgkettlement in an occupation would exist
when compatibility between challenge and skills lddoe found. Thus, it can be hypothesized
that professional development of teachers has moes when they have not sensed a flow in
their workplace, or when they compatibility betweemallenge and skills in their previous
workplace. It might be that the reason for a triamsiin coping with difficult challenges, that
surpass greatly the level of their skill so thaicteers have had a sense of anxiety, and it might be
that the reason for that is coping with a challeage a level of skill that are not too high — afac
that has caused indifference and lack of interesak for the teachers.

Three psychological conditions have been identifrethe on-the-job enhancement theory,
that result in high motivation for work, as well bgh performance quality, great satisfaction
and low absence amongst teachers; meaning, rebpgitmsind knowledge of outcomes. These
psychological conditions are expressed in the iegatccupation as follows:

1. Teachers would have a significant and essentikiénte over their lives or the work of other
people (meaning of mission);

2. Teachers would have substantial freedom, indepemdand direction in determining the
order of their work and in deciding organizationdateaching procedures in the class
(responsibility-autonomy);

3. Teachers receive direct and clear information oe tutcomes of their performance

(knowledge of outcomes-feedback);
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4. The teaching work includes various activities aaguires a wide variety of talents and skills
of a teacher (meaning).

From these theories, a transformational leaderstiyglp can be derived that adopts a cohesive
strategy. According to this the school manager taedteachers mutually take upon themselves
the commitment to an array of ideas and valuesuhié and unify them into a united group that
operates as one person. Teachers have the autaowomgnage their business by themselves,
teaching is perceived as significant for them asfiiences their personal lives and/or the lives
of other people.

Thus, it can be assumed that teachers who perteere teaching work as meaningless
would seek alternatives by professional developmentheir career and search for another

occupation that would be meaningful for them.
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The external axis of the model in figure 2.1 repreés a connection between motivational
theories for professional development and profesdipedagogical career. The current study
will examine the impact of external or intrinsic tivation on professional career since
motivation is known to be the heart of personaledigwyment [114]. The current study will try to
find which type of motivation is mostly correlatedth success in teachers' career development-
either the intrinsic one which depends on a dewslopense of self-awareness or the external
one which highly depends on the ability of the issvment to supply them the adequate needed
empowerment

The impact of environmental organization on teachesenabled by the application of

adequate transitional strategies by means of4ahaial couching , elaboration of tailored made
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empowerment programs to suit teachers emotiondl saxademic needs and paying special
attention to the creation of supportive containiagpowering environments. These approach is
based on the idea of increasing teachers' seifyalalwareness that in turn will bring to an
increase in motivation for professional developm&hen teachers demonstrate a high degree
of motivation for professional development ,ithe tright time to adopt the needed strategies in
order to attain the goal of nourishing the prafasal career .It is obvious that the above
discussed model had been used as the praxiologsié toor the' Wings and Roots' program
which had been further elaborated through the éxystal stage of the current study .Since
teachers who operate in a challenging educatiomar@ment are continuously impelled to
cope with un-expectable changes having to acamsdivational sources within or without
them, there appeared the need for identifying ait®irate source of motivation and empower
those teachers who are externally motivated bpyihglthem to access their self- direction and

self —ability sense, so that they will further émt professional pedagogical development.

2.4. Conclusions for Chapter 2

The conceptualization of career and personal dpvedmt as well as the conceptualization of
motivation have undergone change over the years.tWb dominant paradigms :the modern
paradigm and the post-modern one have been desigstibng conformity with the prevailing
values of the respective periods, modern and postenm, each of these terms receiving a
special meaning.

Regarding the issue of motivation for teachersfgssional development, which constitutes
the center of the current study, it can be statatithere is a reciprocal relationship between the
three terms of motivation, career and personal ldpweent. Teachers with motivation for
professional development would manage to motiVagg career, and career can drive teachers
for professional development regarding the motorathey possess.

From the definition of the term of motivation, iteportance has arisen due to its being a
motive for behavior. In the current study, motieatireceives a special meaning as there are
reciprocal relationships between an employee anarganization. Each of the two is both
affecting and being affected: employees’ motivatibiects the achievement of organizational
goals and it is affected by the work environmerd &ite versa. The derived insight from this
relation is that there is a force in the work eamment that contributes both to the organization
and the employees. This means that a work enviranthat supplies the factors which motivate

its employees brings about a high motivation ambtigam — which leads to the achievement of
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organizational goals. The practical meaning is thabrder for an organization to achieve its

goals it has to make sure that there are factatsntiotivate employees in the work environment.
The main question is: what are the factors thatedan employee in general and what are the
factors that drive a teacher in particular?

Teachers, just like employees in other organizatibave needs and interests that drive them
at their work. Because teaching contains the speeiément of life mission, even more than
other occupations, it entails the potential of waskmotivation. Teachers as other post-modern
employees seek to satisfy their needs and redi&e interests. The assumption underlying the
current study is that teachers in a work envirornntiest does not satisfy their needs and/or does
not allow for the achievement of their interestsd/ar that the teaching occupation lacks the
potential for motivation, would develop professiliyan favor of a position where they would
be allowed to satisfy their needs and/or achieeé thterests and/or be in an occupation that has
a potential of motivation for them. These princgpebnstitute the core of the experimental phase
of the research as it will be proved in the furtbleapter.
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3. THE EXPERIMENTAL VALIDATION OF THE PEDAGOGICAL M ODEL OF
MOTIVATION FOR CAREER ADVANCEMENT AMONGST TEACHERS /THE
RESEARCH METHODOLOGY

The experimental stage of the research include® thmain parts: 3.1. the initial diagnostic

procedure of the teachers' motivation to advan@ tBe formative part of the experiment which
presents the practical Motivational ROOTS&WINGS mlodnd 3.3. the final diagnostic

procedure of the teachers' motivation to advancelwimcludes the analysis of the formative

workshop and the concluding findings .

The three research tools employed in the currextystre

. Questionnaires with closed items analyzed by trenttative method

2. Questionnaires with open items analyzed by theitgtise method

. In-depth interviews analyzed by the qualitative moeit

3.1. The initial diagnostic procedure of the teachre' motivation to advance

In order to implement the study, | employed théofwing methods:

. Theoretical — scientific literature, analysis o& tphenomenon of burnout and of professional
advancement, correlations, verifying variables systemic analysis

. The research section entailed questionnaires ticaided closed and open items and an in-
depth questionnaire

. The experimental stage entailed paying attentiorvddables, training, evaluation and
assessment, the experiment itself, beginning andleding evaluation questionnaire (use of
the impressions of a professional career ,collgctimdings, evaluation and self-assessment
of the workshop participants

. Interpretation — the scientific methods, quanti@tand qualitative analysis, analysis of the
data using diagrams.

The research procedure

In the first ascertaining stage of the researdtroad study was conducted (using the mixed

method of a quantitative and qualitative processpugh questionnaires and interviews

The first section in the questionnaire for bothug® of teachers dealt with burnout and the

second section with the component of motivatioresehtwo sections aimed to examine whether

there is any difference in the level of motivatioetween teachers who have advanced in their

professional careers and those who have remain#einposition as teachers. The data of the
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research subjects in this section were analyzaayukie quantitative method. Third section of
the questionnaire includes different statementsfmh of the groups of teachers and they have
been analyzed using the qualitative method

Analysis of questionnaire answers finds that thangtative data and the qualitative data
apparently do not coincide. The statistical dateeaés that a high level of burnout exists
amongst teachers who have advanced in comparisdhoge who have remained in their
position and that high motivation exists amongsttito groups of teachers with no significant
difference. In contrast, the qualitative data ia #tatements reveal a scenario that shows that a
substantial percentage of teachers who have adddmaee been highly satisfied from their
current position as compared with teachers who hmaxeined in their position. Additionally,
teachers who remained in their position reveal $atvsfaction amongst a significant percentage
of teachers as opposed to those who advanced piaially, where no expression of satisfaction
has been found. The complex results that occasyosedmed contradictory indicate the need for
further study, which could be done using in-deptkenviews with ten teachers who have
advanced in teaching careers. These would exgdtaim, the viewpoint of the research subjects,
the results of statistical data on burnout of teastwho have advanced and to understand the
effect of the different variables on their satisi@c in the way they see and interpret them

The research quality in the quantitative and thealitptive component are examined
according to different standards. Regarding thentjiadive part, this is a study that employs
objective tools enabling a claim of reliability amdlidity. The questionnaire has been validated
by other researchers [78; 92].

Due to the fact that qualitative research does attempt to reveal some kind of a
comprehensive scientific 'truth’, but rather ta the context-meaning question, much attention
should be given to the explanation of methods tdrpretation. Therefore, trusting a study is
related to the way of handling, gathering, analgzamd reporting by researchers. Is' awareness
of research stages and the attendant effects,tautarity to the readers, are that which builds
the research quality. As has been said beforetetine 'objectivity' in a qualitative study, that is
SO substantial to a quantitative-positivistic resbais replaced with the term ‘perspective’,
meaning the achieved perspective by which a reseatooks at and examines the researched
phenomenon

Therefore,qualitative reliability shall be examined by an ability to return and l@khe
searched phenomenon in a researcher's declargoepve. Validity shall be examined by the
extent of existence of a coherent correlation betwbe achieved perspective of the study to the

research data and its conclusions. The qualithefqualitative study is therefore related to the
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way we treat, gather, analyze and report data. @kn&tion had be examined by the ability of
my community and readers to find meaning in theassh data and its conclusions and to relate
it to other phenomena

A condition for research quality marks the bordetween research and non-research and it
is hidden in the extent of the process transparem®aning, exposing the data-base and the
processes of data gathering and analysis, in thetiag of distance relation, examination and
reflecting and the enacting of the analytical skif a researcher. The term "validity" deals with
the question of the extent to which Is have redeatavhat they wanted to research and the term
"credibility” deals with the possibility of repeatj the same research processes and obtaining the
same results

In order to insure the current study qualitativédity and reliability, it has been conducted
in a form assuring the process clarity and dat#abty

a. A transparent process of data, tailored to ditgtiee research categorical analysis and
enabling safeguarding and documentation of prodanatsich stage. At any stage it is possible to
easily examine the analysis process and the rdselaeelopment. This exposure enables a
search of new analysis directions when requested.

b. The existence of a data base as a way of agscanty of the research data, including
complete transcription of the interviews and obagons, enabling me, colleagues and readers to
reexamine the data.

c. During the whole research process, my assungptidata and findings are revealed to
colleagues and readers in a non-stop dialoguehtaa response that would aid in examining
the analysis and conclusion process

d. The claim of generalization in the current study in other studies, is related to three
generalization possibilities: population generdl@®a generalization from one incident to
another and theoretical generalization. In the ttyarsection of the study, a population
generalization can be maintained since it is aively large population of 100 research subjects,
who have been selected randomly, in a way that eoesptwo defined populations. Hence, the
findings of the current study can also be valisdtioer populations. A theoretical generalization
can also be claimed, since the research tool istbas a definite theory, with similar theoretical
conditions that can be claimed to be generalized

I considered my duty as a researcher, to give #sskfor examination of the extent of
generalization. On this basis, it is possible &rolthat the current study which is based on in-
depth interviews meets the criterion of generalafrom one incident to another and that of

theoretical generalization.
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Since this part of research is based only on terests which in qualitative research terms it
is not little, this limited framework cannot be iohed to represent broad population
generalization. Nevertheless it adds depth to traditative section based on statements, where
generalization to the population can be obvioudbinted, since it embraces 100 research
subjects. Theoretical generalization can also betaiaed, but of course, a generalization from
one incident to another cannot be claimed.

The decision to use the mixed methodology combthesadvantages of the quantitative
research allowing for asking questions and raisipgcific hypotheses that objectively reflect
reality with those of the qualitative research @agh emphasizing the holistic understanding of
the burn out phenomena and its importance withendbntext of the educational system and
their interpretation.

The basic assumption behind the interviewing metresdthe existence of a connection and
an importance between the occurrence of eventsttadnterpretation teachers assign them.
Analyzing the inner experience and the behavioredearch subjects, both by me as the
researcher and by the research subject, enablpdfeund understanding of their conduct as
humans and professionals .The decision to adoptgtalitative research method is trying to
acquire direct subjective data | could not obtaAnough the questionnaires for a profound study
of the teachers' authentic, holistic perspectivéhe burn out phenomena, in accordance with the
specific location, time, unique pedagogical adtand typical action patterns [104, 131].

By the means of the interviews, generalizationn@idents and local suggestive situations
had been also enabled, although | kept in mindlithgation of the generalization as being
attached to definite contexts [121].

The combination between the two approaches is dered to be an advantage, as a balance
between the breadth of the research to its deptrested [122] and because of the fact that the
advantages of one method compensate for the distdyes of the other and thus, a more
complete picture is received [104; 131].

The research population

The research population in Israel numbered 100gyaahts, 50 of whom are primary school
teachers with eight years of experience at least hdve remained in their position from the
beginning of their professional career. Fifty oé ttesearched subjects are former teachers who
have advanced in their professional careers.

The selection of teachers in Israel was conduatetivo phases. First, teachers from both
groups were selected from my familiarity with trgueational system and with primary school.

In the second stage, | appealed to educationabpeet who referred me to additional teachers
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who have advanced in professional career and thées who have remained in their position as
teachers [118]. Ten teachers in Israel who havearsmbd in their professional careers

participated in the interviews. The selection afdgers was conducted from acquaintance with
position holders in the education system who weaehers in their past.

The questionnaire

A closed questionnaire composed of statementsvieteees have been asked to rank
according to a predetermined scale had been ekaloldi@ the objectives of the current research.
The teachers' answers were encoded on a numeriaalatue scale.

The questionnaires (appendices nos. 1, 2) opertecawiexplanation of the research purpose
regarding the importance of a teacher's feelingwak and as a result of work. In order to
increase the rate of response and to prevent @wvers was explained and emphasized to the
teachers that the findings would be used for refeaurposes only. Moreover, in order to
intensify interviewees' feeling that the questiarmavas anonymous, the use of an online
questionnaire was determined, where the intervisweggre not asked to identify themselves at
all, as appears in the following links: a questaina for teachers who have remained in their
positions as teachers] and a questionnaire fohegaavho have advanced in their professional
career.

In the two above-mentioned questionnaires the Sestond and fourth sections are identical.

The first section includes statements measurirgaehter's feelings at work and as a result of
work. The interviewees were asked to relate toghestion of how often they have had the
feeling described in the statements, and to raalegtent of their agreement with a statement on
a scale of 1-6, when 1 = never and 6 =always. phis was taken from a questionnaire by
Fridman [63] dealing with measuring a teacher'srbut. This questionnaire included 11 items,
in which three sub-scales were found in them thinodgctor analysis: five items in the
component of exhaustion, five items regarding readization and four items regarding de-
personalization (finding fault in students). Theestionnaire is just like the original
questionnaire that examined teacher burnout acuprth three scales: physical and mental
exhaustion, personal and professional non-reatizatind de-personalization (finding faults in
students) and included 11 statements.

The second section of the questionnaire includatistents measuring teaching motivation.
The interviewees were asked to rank their levedgreement with statements on a scale of 1-6,
where 1 = never and 6 = always. This section wieantdrom a welfare questionnaire regarding
teachers' training [53] measuring student teaceethgs of welfare in the professional field. It

includes nine statements indicating viewpointseaching studies and teaching work.
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In factor analysis three factors were found:

a. Teaching motivation;

b. Teaching self-capability;

c. Satisfaction with studies.

In order to examine teachers' feeling in the teaghvork, the attitude to the study has been
omitted and teaching as an occupation has beanedta

The fourth part of the questionnaire includes det@bout the questionnaire respondent, with
the background questions presented as closed itk teachers were asked to choose the
correct answer out of the possibilities presentedach item. The examined subjects were asked
to indicate a figure regarding the items of age yeats of experience.

In fact, the difference between the two questiomsais in the third section — the statements.
In the questionnaire for teachers who remainedhéir fposition as teachers the emphasis is on
guestions testing the causes and factors thatkd to remain in their position, the sensations
and feelings following their remaining in a teacheposition and their attitude regarding a
permanent continuous career. This section incleibestatements that the examined subjects
were asked to complete.

In a questionnaire for teachers who have advannetheir careers the emphasis is on
guestions examining the reasons why they have addam their professional career, their
sensations and feelings following the professicadhlancement, and their attitudes towards a
career characterized by professional developmetitamivancement. In this questionnaire, the
two words "teaching work" have been replaced whth three words "my current work". This is
due to the fact that the questionnaire is desigh&te teachers who have advanced in their
professional development and therefore researchbgects might be located in a teaching
component that is not primary in their work. Theref attitude to the teaching work is not
relevant for them.

The third section in the questionnaire includeg fstatements the researched subjects were
asked to complete.

The interview

By the interview use, | gathered the information the spot, with the help of direct
investigation of informants .In order to deepen pleespective obtained at the quantitative stage
of the research, | decided to use an in depthvigerto make place for personal face-to-face
discourse, bearing in mind the purpose to undelstdre teachers' professional career

development experience and the meaning they dattriiouit.
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As an interviewer, | have focused on several pexrdaned issues, but have also responded
to unexpected things raised by the intervieweeshasdenabled each of them to tell their story
freely, in their words and in their personal way.tlle end of each interview, the interviews were
transcribed, non-verbal signs included, such aglt®uaughs, intonation, noises and so forth.

The teachers were asked to describe the exper@niteir development in the teaching
career and to reveal their pedagogical theories.qulalitative data underwent thematic (subject)
analysis and in ordered stages, to understandihgstas they are presented by the interviewees
.The first stage was the primary analysis, in whiahinterviews were divided into sections with
each relating to the contents of things, as presioy the interviewee. Each section was defined
with a name reflecting its contents. In the secstate, the mapping analysis, the different
sections were organized into categories commonlltaha interviews. This way, a single
categorical picture for all the interviews was ah¢al. In the third section, the focusing analysis,
| focused on those categories which seemed sulatant the research purpose.

The research field

The research field is the physical or the humae aitresearcher wishes to study and
understand. In Israel the questionnaires were &elhe homes of the research subjects by
means of an online questionnaire..

The interviews were held in the homes of the retesat subjects with their consent.

The findings of the ascertaining phase of the resezh

The research findings as arising from the datayamslperformed using quantitative
methods will be presented below.

The research hypothesis avers that the level ohduiramongst teachers who have
developed in their professional careers (hereindtidvanced”) would be lower than that of
teachers who have remained in their occupatioeashers (hereinafter “remained”). In order to
examine this hypothesis, T-tests were conductediridependent samples, and compared
between two groups of teachers regarding each értbeothree indicators of burnout and
regarding the total burnout score.

The outstanding finding that the interview elabmmathad disclosed-showing that 80% of
the teachers had chosen to develop themselvessprafially because of an external impact, and
only 20% did so out of intrinsic motivation made m@ant to explore the essence of the
differentiating factors. The comparison analysisween the two main groups of teachers
indicated substantial differences in a number didators. The main common element which
characterized all interviewees and provided theebaisthe interventional strategies of the

Roots& Wings workshop was that teachers who hadeldped professionally after being
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impelled by an external factor, had initially lovegtees of self- efficacy as compared to those
who developed out of intrinsic motivation. A mageason of this dispersion in teachers' sense of
self-efficacy as it turned out from the interviewas the lack of self- awareness to their abilities
-a fact that is in strong concordance with existiagearch of Bandura and Katz [28; 82]. This
differentiating characteristic led me to assumet teanpowering remaining teachers to
acknowledge and eventually connect to their paaémtill cause a renewal of self-efficacy and
to practical steps in the service of professiodabacement.
The results received in the comparison analysesfuatherly presented in table 3. 1.

Table 3.1:Comparison between two research groups regardimgpbtindicators

Group statistics
Group N Mean |Std. Deviation T
Exhaustion Remained |50 |2.8310 |.85112 0.60
Advanced (49 |2.5563 [1.11241
Non-realization Remained |50 |[2.3100 |1.03274 0318
Advanced |45 |2.4222 |1.3195
Depersonalization Remained |50 [2.5650 |.72572 1.18
Advanced |50 (2.9750 [1.22752
Total score of burnout Rema?ned 50 |2.5757 |.57274 1.15
Remained |50 [2.8617 |.96056

According to table 3.1, there are no significafitedlences between the groups for the four
indicators, i.e. the level of burnout is not di#fat between teachers who have advanced and
teachers who have remained.

In order to conduct a more detailed examinatiothefdifferences between the two groups,
a T-test was performed to compare them regardioly ebthe statements included in the burnout

questionnaire. The results received in the anabrgpresented in table no.3. 2.

Table 3.2:.Comparison between the two groups in each queséparately

Group statistics

Group N Mean Std. Deviation | T

Remained 50 2.56 .993
Advanced 32 2.56 1.350

1 Exhaustion

Remained 50 2.55 1.016
Advanced 32 3.00 1.225

2 Exhaustion

Remained 48 3.00 .875 1.76*
Advanced 46 2.63 1.112

3 Depersonalization

Remained 50 1.91 1.155
Advanced 35 2.11 1.316

4 Non-realization

Remained 49 2.76 912
Advanced 36 2.97 1.355

5 Depersonalization
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Remained 50 3.27 .894 1.57*
Advanced 36 3.67 1.242

6 Exhaustion

Remained 50 2.38 1.260
Advanced 31 2.26 1.189

7 Non-realization

Remained 50 2.60 1.093
Advanced 32 2.86 1.256

8 Exhaustion

Remained 50 2.76 1.836
Advanced 45 2.51 1.727

9 Non-realization

Remained 50 2.57 1.311
Advanced 35 2.94 1.557

10 Non-realization

Remained 50 2.74 .956 2.36**
Advanced 38 2.68 1.317

11 Depersonalization

Remained 49 2.82 1.100
Advanced 27 291 1.271

11 Exhaustion

Remained 49 2.45 1.400
Advanced 35 2.74 1.506

11 Depersonalization

Remained 50 3.27 4 555
Advanced 32 2.55 1.183

11 Non-realization

M Remained

m Advanced

Figure 3.1Differences between teachers who remained andeeawlho advanced

Differences were found between the groups in qoestB, 6 and 11. Specifically, teachers
who advanced consider that their pupils do nothair best in studies as is required, more than
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teachers who have remained. The former group tealsthey are exhausted at the end of the
school work day, more than do teachers who haveairexd. Table 3.3 presents the results
obtained in the state sector and table 3.4 preflemt®sults obtained in the state-religious sector

Their pupils do not want to study very much. Twd ofithe three questions are taken from
the depersonalization component.

The findings indicate that the results are not@edépendent.

Burnout by sector

In order to examine whether the results receivethéngeneral sample repeat themselves or
are different in each sector, a comparison was wtted between the two groups of teachers
regarding the statements in the burnout questioafiai each of the sectors separately: state and
state-religious.

Table 3.3:Comparison between the two groups in each queséiparately, in the state sector

Group statistics’
Group N Mean | Std. Deviation | T
1 Exhaustion Remained 18 2.55 1.050
Advanced 18 2.56 1.461
2 Exhaustion Remained 18 2.84 1.050
Advanced 19 2.55 1.385
3 Depersonalization Remained 18 2.85 .745
Advanced 22 3.09 1.457
4 Non-realization Remained 18 2.00 1.026
Advanced 15 2.40 1.682
5 Depersonalization Remained 18 2.45 .752 1.56*
Advanced 17 3.06 1.560
6 Exhaustion Remained 18 3.50 .946
Advanced 17 3.56 1.455
7 Non-realization Remained 18 2.35 1.226
Advanced 18 2.38 1.274
8 Exhaustion Remained 18 2.60 1.189
Advanced 17 2.82 1.185
9 Non-realization Remained 18 2.56 1.552
Advanced 19 2.47 1.575
10 Non-realization Remained 18 2.75 1.95
Advanced 17 3.27 1.724
11 Depersonalization Remained 18 2.40 .754 1.74*
Advanced 18 3.11 1.568
11 Exhaustion Remained 18 3.05 1.099
Advanced 16 2.75 1.310
11 Depersonalization Remained 19 2.11 .994 1.82*
Advanced 15 3.00 1.740
11 Non-realization Remained 18 3.84 7.100
Advanced 17 2.56 1.155 .255
a. sector = state
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Differences were found between the groups in qoestb, 11 and 13. Specifically, it was
found that teachers who advanced consider tha itot important for their pupils to prove
themselves as good pupils as do teachers who kanaanmed. More teachers who have advanced
feel that their pupils do not want to study veryamuhan teachers who have remained and
teachers who have advanced feel that they wouddtbkhave much better pupils than they have
now, more than teachers who have remained. Thee tlgueestions are taken from the
depersonalization component.

Table 3.4 Comparison between the two groups in each queséparately, in the state-

religious sector

Group statistics’
Group N Mean | Std. Deviation
1 Exhaustion Remained 27 2.57 .956
Advanced 17 2.56 1.272
2 Exhaustion Remained 27 2.67 .994
Advanced 18 3.17 1.031
L Remained 27 3.11 .846 x
3 Depersonalization Advanced >4 3.63 E57 2.24
4 Non-realization Remained 27 1.97 1.256
Advanced 18 1.84 1.116
5 Depersonalization Remained 27 2.97 .938
Advanced 19 2.74 1.197
: Remained 27 3.17 1.018 .
6 Exhaustion Advanced | 19 3.68 | 1.057 1.60
7 Non-realization Remained 27 2.40 1.273
Advanced 16 2.06 1.174
8 Exhaustion Remained 27 2.60 1.022
Advanced 18 2.91 1.323
9 Non-realization Remained 27 2.83 1.852
Advanced 26 2.54 1.746
10 Non-realization Remained 27 2.60 1.567
Advanced 18 2.61 1.560
o Remained 27 2.97 1.027 .
11 Depersonalizatiorn Advanced 18 350 1051 1.79
11 Exhaustion Remained 27 2.57 1.111
Advanced 17 3.06 1.256
11 Depersonalization Remained 27 2.67 1.503
Advanced 18 2.56 1.361
11 Non-realization Remained 27 2.87 1.196
Advanced 15 2.56 1.256
a. Sector = independent + religious

The findings obtained in the analysis reveal sigaiit differences in three questions: 3, 6,

11. Specifically, it has been found that the grofipeachers who remained feel that their work
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brings more satisfaction to them than teachers kdwe advanced. Teachers who have advanced
feel exhausted at the end of a work day in scheaoapared with teachers who have remained,
and teachers who have advanced feel that theitspdpinot want to study more than teachers
who have remained. The difference in the findingdidates higher burnout amongst teachers
who have advanced. Two of these questions perbaihet component of depersonalization and

one question pertains to the component of exhaustio

Table 3.5:Comparison between the two research groups iniguneghat measure motivation

Group Statistics
Group N Mean | Std. Deviation T
1 Motivation Remained 50 5.060 | 1.1111 0.01
Advanced 50 5.060 | 1.1851
2 Motivation Remained 49 5.163 .7455 0.36
Advanced 50 5.100 9742
3 Motivation Remained 50 4,718 1.0279 0.85
Advanced 50 4,910 1.0568
4 Motivation Remained 50 4.850 1.1855 0.74
Advanced 50 4.600 1.5017
5 Motivation Remained 50 3.400 1.4555 1.18
Advanced 50 3.060 1.3263
6 Motivation Remained 49 5.163 1.1609 0.83
Advanced 50 4960 | 1.2756
7 Motivation Remained 50 4,310 1.5216 0.27
Advanced 50 4.380 | 1.6031
8 Motivation Remained 50 5.310 7437 0.97
Advanced 50 5.110 | 1.3185
r6
-5
-4
m Remaine L 3
H Advanced
2
r 1
0
8 7 6 5 4 3 2 1

Figure 3.2Differences between teachers who remained ande¢eaelho advanced
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Differences were found between the groups in qoestB, 6 and 11. Specifically, teachers
who advanced consider that their pupils do nothdar toest in studies as is required, more than
teachers who have remained. The former group tealsthey are exhausted at the end of the
school work day, more than do teachers who havaireed and feel that t In order to examine
whether the results received in the general samggeat themselves or are different in each
sector, a comparison was conducted between thgroups of teachers regarding the statements
in the burnout questionnaire for each of the secteparately: state and state-religious. Table no.
5.3 presents the results obtained in the stat®rsant table 3.6 presents the results obtained in
the state-religious sector.

Their pupils do not want to study very much. Twa ofithe three questions are taken from

the depersonalization component.

The findings indicate that the results are not@edépendent.

Table 3.6:Correlations between burnout and motivation amotegsthers who remained

Motivation to teach

Pearson Correlation  |[-.423
Exhaustion Sig. (1-tailed) .001

N 50

Pearson Correlation |-.688
Non-realization Sig. (1-tailed) .000

N 50

Pearson Correlation -.206
De-personalization | Sig. (1-tailed) .076

N 50

Table 3.7Correlations between burnout and motivation ingtmeip of those who advanced

Teaching motivation

Pearson correlation  |-.409"
Exhaustion Sig. [1-tailed] .002

N 49

Pearson correlation  |-.605
Non-realization Sig. [1-tailed] .000

N 45

Pearson correlation  |-.327
Depersonalization Sig. [1-tailed] .003

N 50

Correlations were examined between the level ofivatbn and between each of the
indicators of burnout, both for the entire sampid &or each group separately.
The results reveal negative significant correladidretween motivation and the three
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components of burnout — the higher the level ofivation, the lower the level of exhaustion,
non-realization and depersonalization.

The level of motivation is negatively, significanttorrelated to exhaustion and non-
realization, but is not correlated to depersontbna

Motivation amongst the research populations

The second research hypothesis claims that thd td@venotivation for work amongst
teachers who have advanced would be higher tharothheachers who have remained. In order
to examine this hypothesis, T-tests were performedndependent samples, that compare the
two groups of teachers regarding the index of naditiv at work.

In order to conduct a more detailed examinatiothefdifferences between the two groups,
a T-test was performed comparing them as regards ef the statements included in the
motivation questionnaire. The results receivechadnalysis, are presented in table no. 5.

Results show that no significant difference wasnbieeind between the two groups in any
statement in the motivation questionnaire.

Relationships between components of burnout

Correlations were examined between the three coemsrof burnout in each of the two
groups separately. The data reveal that amongshdesa who have remained in their position,
significant correlations of mediocre level were ridubetween each of the three components of
burnout - exhaustion, non-realization and non-radilbn — correlated amongst them but each has
a unigue meaning. On the other hand, amongst teaeVteo have advanced in their teaching
career, no significant correlation was found betwemn-realization and depersonalization,
meaning that these two components operate separated school manager might feel that he
realizes himself and at the same time he sensesstaalization.

The high motivation of these teachers can alsaxpamed by the timing of distribution of
the questionnaires. The fact that these questioesaiere distributed in the first trimester and
some of them during the winter holiday vacation eaplain the high motivation of teachers who
have remained in their position. Should the ques@dires be distributed towards the end of
school year, different results would have beeniveck It might be that the rise in pay following
the educational reforms contributes its sharedotters’ motivation in Israel. Teachers who have
advanced professionally also received the quesdioes in the first trimester of the year.
However, as opposed to their colleagues who rerdaméheir position and addressed this as a
present-time experience, those who advanced profedly have probably addressed their status
as teachers as past experiences, compared t@tineint status as educators who have advanced

professionally and teaching is only a partial eletmia their work. From this it can also be
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understood why teachers who advanced in their gsadaal career are more burned out than
teachers who remained in their position. This figdiapparently contradicts the research
hypothesis. The question of whether the reasontfas well in the fact that most teachers in
Israel who have remained in their position as teeg;hbelong to the religious sector should also
be examined. Furthermore, their internal motivatiomemain in their position should also be
explored - are the findings sector-dependent?

The group of those who advanced

Examination of correlations between motivation #mel components of burnout finds that
motivation is significantly correlated to each bétthree components of burnout. There is most
intense correlation between motivation and nonizafibn, i.e., the higher the motivation the
more the teachers sense low non-realizationthey, sense high realization.

The results reveal negative significant correlaidmetween motivation and the three
components of burnout — the higher the level ofivation, the lower the level of exhaustion,
non-realization and depersonalization.

Findings of the open items in the questionnairedtments)

The issue of motivation and professional develognteas been examined in light of
answers of teachers who have remained in theitippsand of teachers who have advanced in
their teaching careers. The data that will be presk herewith will relate to the answers of
teachers from the two groups to the questionnamethey received. The perception of teachers
regarding the issue of motivation and professioleakelopment was examined from two aspects:
1. The level of motivation for professional developmen
2. The degree of satisfaction with the current protess status in light of five dimensions:

a. Sense of satisfaction with the teaching occupation;

b. Professional development;

c. Sense of significance at work;
d. Burnout — motivation;
e

Interest and challenge in the teaching occupation.
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Sense of involvement at work

v

Motivation and professional development
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Figure 3.3The issue of motivation for professional developmédrachers who have remained in their positianertly to the past of teachers
who have advanced in their teaching career
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Extent of motivation for professional development
The diagram above describes the issue of motivétioprofessional development while

analyzing teacher's answers from both groups hFasvho stayed in the same position and

those who developed in their career.

45 out of 50 teachers who have remained in thesgitipn expressed low motivation for

professional development. For those teachers, ésgedto remain in the position as a teacher

stems from a sense of satisfaction with the teacluocupation, which derives from three

different sources:

1.

Enjoying teaching — a sense of satisfaction amohgseachers is derived from the pleasure
they get from their teaching, which can explainrthemaining in a position of a teacher. “I
enjoy teaching and learning...” (32), “I love childret fills me, gives me satisfaction and
pleasure. | feel that | can contribute and givechddren” (19), “I love my work and feel
satisfaction” (46).

Perception of work as a mission — teaching as aiamisgs perceived amongst 15 out of 50
teachers. This perception gives them a sense dffagdion and constitutes for them a
justification to remain in their position: “| fedhat | am carrying out a mission in my work as
a teacher every day...” (2), “l see in this work &sion and self-realization” (31), “l see in it
a mission and not as a poetic phrase, an impattteofuture generation” (31).

Love for the profession — for 19 out of 50 teachbessense of satisfaction stems from a love
of teaching, for whom love of the profession is thetive for their remaining in a teaching
position: “l love what | do” (47), “I love the pression, | enjoy teaching...” (19). Only 3 out
of 50 teachers who have remained in their posiperceive an unchanging professional
career as a career without satisfaction: “(unchangareer) is unsatisfactory” (50), “source
of burnout, lack of satisfaction and boredom (41).

Professional development

Thirty-five out of 50 teachers who have remainetheir position express low motivation for

professional development. These teachers expre&siee to remain in their position for four

different reasons:

1.

2.

Love for teaching as a profession — twelve teackgmained that remaining in a teaching
position stems from their love for the teachingfession: “I love the work...” (32), “I enjoy
teaching...” (32), “I love the profession...” (38).

Perception of work as a mission — eleven teacheptaimed that remaining in a teaching
position stems from the perception of teaching asssion: “I see in this work a mission ...”

(31), “I love the profession, feel a mission andndb see myself doing anything else” (38).
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3. Work conditions — for ten teachers, work conditiamshe teaching profession are the reason
they have remained in their position: “I remainadaiteaching position as it is a convenient
profession for a mother” (31), “because the condgisuit me” (27).

4. Self-realization and fulfillment — two teachers Eped that their remaining in the position
is related to the sense of self-realization anfillfluent they sense being a teacher: “... in the
place where | am at, it is the peak of my real@ati(6), “I see in this work a mission and
self-realization” (31).

Sense of significance at work

Low motivation for professional development exitisongst 27 out of 50 teachers who have
remained in their position. These teachers relae will to remain in a teaching position to the
desire to contribute and directly affect the indual pupil: “... (I remained in a teacher’s
position as) | enjoy teaching, affecting and cdmiting to pupils with my skills...” (19), “I sense
that in this profession | can implement from theamyo practice my talents and affect the

implementation of knowledge and values...” (8).

Consequences of burnout and boredom

For 16 out of 50 teachers who have remained inr thesition, the low motivation for
professional development stems from the existericaativation to teaching. The source of
motivation lies in the pleasure they derive fromcteing in general and from the children in
particular: “I love what | do...” (27), “l enjoy teaing and learning...” (32). Nonetheless, 25 out
of 50 teachers perceive a career without changeaseer that leads to burnout. Boredom and
lack of renewal bring about burnout: “(unchangirageer is) boring and lacks challenges and
leads to burnout” (49). “Brings about a sense @ksficiality and burnout” (32), “a boring career
that causes shortcomings at work” (11). “Sourcéwiout, lack of satisfaction, tiredness and

boredom” (41).

Interest and challenge in teaching
The perception of teaching as an interesting amdlestging profession leads two out of 50
teachers who have remained in their position to ioativation for professional development.

Their desire to remain in the position stems froencpption of the teaching profession as an

interesting and challenging profession: “I sed im mission, a challenge and a pleasure” (27), “It

challenges me to help children” (36). Nonethel@8sput of 50 teachers who have remained in
their position as teachers perceive an unchangingec as one lacking interest and challenge as
compared with three teachers only, who see in itirdaresting and challenging career:

“(unchanging career is) boring and lacks challenged leads to burnout” (49), “does not
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inspire, or promote” (36), “has no challenge” (2Tjteresting and challenging if you love the

profession...and love working with children” (48).

Perceptions of teachers who have advanced in thégaching career

Professional development

Of the 50 teachers who have advanced in their tegaareer 47 reveal high motivation for
professional development. This motivation has #ifeerent sources:

1. Desire for diversification and renewal — 19 teashadicated a desire for diversification and
renewal as a motive for advancement in their psiéesl career: “(I have reduced the
number of teaching hours in favor of another dusy & wanted..., to diversify and
experience in various duties...” (11), “I wantedpgomething else in the field” (17).

2. A desire to develop professionally and personallyire teachers indicated the desire for
personal and professional development as a motiveghieir advancement in position: “I
wanted to advance and develop, and contribute niyiedto teachers rather just to pupils”
(19), “l wanted to develop and not remain in orecpl..” (48).

3. Sense of self-capability — for nine teachers, #ese of capability constituted a motive for
their advancement in their professional careeres&hteachers sensed that they possess
higher abilities than what is required of a teahduty in class and would have liked to
realize them in another duty: “I sensed that | hthe ability to contribute and affect the
entire organization” (50), “I sensed that | havditds to produce more vitality” (3).

4. Sense of self-fulfillment of a teacher’s duty —efiteachers expressed a sense of fulfillment
of a teacher’s duty as a motive for their advangenme professional career: “I felt | have
fulfilled myself as a teacher and that | have théityg and desire to continue working with
children from another direction” (6), “I felt | havfulfilled myself as a teacher and wanted to
develop, advance and lead” (9), “I felt | can ofsaly and that | am not utilized. | wanted to
give more to the system from my abilities and ski(B).

5. A desire to lead and manage processes — the desead processes in school constituted for
seven teachers a motive for their advancementei finofessional careers: “| wanted to lead
educational pedagogical processes which have mot tealized in my school...” (10), “... to
create in the system new things that in my opiignnot given proper attention” (5).

Of 50 teachers who have advanced in the teachiregisa31 aspire to continue advancing in
their professional careers. With a future perspectihese teachers see themselves in another
position than the one they practice presently. Wost school manager sees himself in future in a
position of “inspector” (9), a school counselor séerself as “counselors’ instructor” (4) and a

vice-school manager sees herself in a positionsahaol school manager” (22). In contrast, nine
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teachers who have advanced in their teaching caeethemselves remaining in their current

position, of whom two teachers see themselvesingtiirom the educational system in their

current position. In examining their experiencedaching, it has been found that they have over

27 years of experience in teaching. Thus, the soofctheir future perspective stems from

experience rather than from lack of motivation foofessional development. Two of these

teachers see themselves getting located in theremuposition. It can be assumed that the
position is new for them and therefore they wishrémain in their position in the coming

years:”(I wish for myself in five years from todag/etter position in a managerial duty...” (11).
Two teachers consider that a change in positioatesein them a desire to continue and

advance: “(after the change) | felt great satiséecand desire to advance and get professional in

further fields” (48). “(I felt that) ... this is a @mtum leap in my ability to realize the

knowledge... | realized that the work with teachenstk their professional advancement, is a

profession in itself and that | prefer to investpimfessionalization in this field, from now on”

(25).

Of 50 teachers, 27 consider that in order to advam@ teaching career, a high motivation
for professional development is required. (“In aorde change a position in the educational
system what is needed is”) replied by subject coatdr (27): “motivation and belief in
yourself”, replied by school manager (11): “motivat for advancement and do advanced
studies”, replied by another school manager (1hjgh motivation, willingness to apply
yourself...”.

Interest and challenge

The search for interest and challenge at work domess a reason, as a result of which 19 out
of 50 teachers advanced in their professional cafBgo motives for their advancement in
professional career can be identified, which are:

1. Searching for challenge and interest — 17 out aea@hers who have advanced explain their
advancement in their professional careers as steqfnom the sense of boredom they
experienced as teachers, and from the search ¢balienge and interest at work: “I have
found much interest and challenge in managing arcatnal system” (42), “I felt bored
from teaching alone and searched for intellectui@irest and challenge” (38).

2. Fulfillment with a position as a teacher — advancement in professtameer of four out of
50 teachers stems from a sense of being fulfilled thhe position of a teacher and out of an
aspiration for renewal: “I felt fulfilled with my#eas a teacher and that | have the ability and
will to work with children, however from a differemirection” (6), “I felt fulfilled with

myself as a teacher and wanted to develop, adwarctéead” (9).
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Sense of significance
A high level of motivation for professional devetopnt has been expressed by 19 out of

50 teachers with professional advancement. Thesehees illustrate the advancement in their

professional career as a desire to contribute #edtdahe general public: “I thought that | have

the ability to contribute and affect the entireamation” (50), “in my opinion | have the ability
to contribute a substantial contribution to theasthsystem in the general and the systematic

aspect” (24).

Motivation and burnout

Advancement in their professional careers for 1Lahb0 participants who have advanced
in the teaching career stems from high motivatmnprofessional development. These teachers
relate the advancement of their professional careethe sense of burnout they felt as teachers
and knowing that change has the power to arouse/ation.

1. Change as arousing motivation for work — professicadvancement for nine teachers is
explained on the background of its being a freshranewing change, and as such it arouses
motivation: “non-frontal teaching is a fresh bred#zat arouses interest and motivation” (16),
“I have searched for renewal within the system awtiallenging duty” (11),.

2. Burnout as a drive for advancement — four teacleeydain that burnout in a teaching
position constitutes for them a motive for advaneetrin the teaching career: “(I reduced
teaching hours for the sake of another duty duduojout and the desire to be a meaningful
teacher” (31), “I felt bored from teaching only asdarched for intellectual interest and
challenge” (38).

Sense of satisfaction

One teacher out of 50, who advanced in the teactmnger, expressed high motivation for
professional development that is explained on #ekgground of a desire to be satisfied: “... it is
important for me to get satisfaction from the vasantelligence levels. In my opinion, the

different duties enrich one another” (2).

Addressing the level of satisfaction of the currenprofessional status

This issue, like the previous one, has been examimgarallel in each of the researched
groups of teachers.

Perceptions of teachers who have remained in therosition

Sense of satisfaction with teaching work

High satisfaction with their professional statusigpressed amongst 16 out of 50 teachers
who have remained in their jobs. These teacheisdtela sense of satisfaction with teaching as

a motive for remaining in their position as teashégt would like to remain a teacher as) “in
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teaching, there is satisfaction in promoting pupilEl), “I sense satisfaction and experience
successes” (24), “working with children entails ajreatisfaction, the help and constant contact
with pupils give much satisfaction” (31).

16 teachers express low satisfaction with theifgasional status. This assumption rises in
light of reporting of 10 teachers that should thelyance in the teaching career they would have
felt a sense of satisfaction and in light of theoramendation of 6 teachers to advance in
professional career in the educational system dua tense of satisfaction: (should | have
advanced in the teaching career) “I would have estsatisfaction, significance, realization and
empowerment” (38), “I would have felt better, put more effort and feel that there is
appreciation of a teacher” (9), “I sense satistaxtfeel that | am appreciated and rewarded and
sense a desire to continue to do and promote” (2I7)yould recommend to advance in the
educational system as) this is a profession filgtth satisfaction...” (38), “this is an interesting
challenging work. You see the results at the enti@day” (9). Oppositely, one teacher does not
recommend advancing in the professional career.objection to advancement is explained by
a sense of satisfaction that lies in teaching woskth all the difficulty of the daily work, the
success of pupils is an enormous satisfaction”. (31)

Professional development

Low satisfaction with the current professional s$ats expressed amongst 19 out of 50
teachers who have remained in their position. THegire to advance in their teaching career,
and recommendation to the fellow teachers to advanteaching career, explain the assumption
of the low satisfaction with their current professal status. The desire to advance is explained
due to the fact that advancement carries alongqsesef realization and fulfilment of personal
abilities: (should | have advanced in the teactoatger | would feel): “self-realization” (31),
“satisfaction and realization” (7), “more self-filiinent, and realization” (19), “self-fulfillment”
(27). A recommendation to advance in the teachiagear is explained due to a sense of
refreshing and higher sense of capability that eqaaony advancement: (I would recommend to
advance in the professional career in order tg)ttircontribute more in various fields in which a
teacher feels proficient in” (48), “to succeed” 17

In contrast, 10 teachers express satisfaction thigir current status. The assumption is that
these teachers are satisfied with their currentistahich stems from their desire to remain in
their position and objection to professional adwanent”. “I would like to (remain in my

position as a teacher) as this profession suits(B®; “I would like (to remain in my position as
teacher) as this is a safe workplace” (31).

Sense of significance at work
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Amongst 10 out of 50 teachers who have remainddam position as teachers, a high level
of satisfaction was found with their professiontiss regarding the sense of significance they
sense following contribution and effect upon anivitihal pupil. The desire to contribute and
affect a pupils is the factor behind the remainbfighese teachers in a position of a teacher: “(l
would like to remain in a position of a teacherpider to continue to affect through education”
(31), “(as) | want to give what | have through mgyof working and my approach to as many
pupils as possible” (19).

Six teachers recommend their colleagues to changsitign and explain their
recommendation by that fact that in change of pmsibhas wider impact and contribution: “(I
would recommend to advance in the professionalecas) in the educational profession there is
giving, the ability to contribute, help and desitye people of Israel in a better way” (11), “I
would recommend that it contributed to the senseraffeshing, self-fulfillment, higher
contribution and action ability” (18). It can besamed that these teachers have a low
satisfaction with their current professional status

Interest and challenge in teaching

Expression of high satisfaction with their professil status is with three out of 50 teachers
who have remained in their position. Remaining osippon stems from satisfaction whose
source lies in the perception of teaching as aarasting and challenging profession: “the
teaching work is challenging, forming, teaching..19), “a challenging work, leading to
satisfaction and self-realization” (26).

Three teachers recommended to their colleaguesiianae in their teaching career. This
recommendation is explained on the background efititerest and challenge advancement
entails: “this gives satisfaction and a good feglimew challenges” (27), “I would recommend to
advance in career, this is interesting and chailhgngork and work with results; you can see the
fruits at the end of the day” (9). This recommeratatan be seen as a sign of low satisfaction of
these teachers.

Burnout and motivation

11 out of 50 teachers, who have remained in thesition, express low satisfaction with their
current professional status. This is expressedéommending the fellow teachers to advance in
their teaching career and in describing the accoryipg sense of professional development.
Nine of the teachers recommend their fellow teaxcheradvance in the teaching career and
explain it by two reasons: 1. Advancement — prevdmirnout. 2. Advancement — creates
motivation: “I would recommend to renew and develap it gives renewed powers and

possibility to work more joyfully and with more le¥ (32), “recommend (to advance in career)
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as without advancement the burnout is greater”. (46pm the explanations of these teachers it
appears that they have a low satisfaction withr tbeirent professional status due to a sense of
burnout and lack of motivation. Three of these heas describe the senses attendant to
professional advancement as a sense of renewahatigation. Thus, the assumption arises that
they have a low satisfaction with their professistatus and it might be that they have a sense
of burnout. “(should | have advanced in the teagloareer | would feel) excellent, with new
energy and a sense of refreshing, renewal withtaxant...” (1), “(I would feel) new and
excited” (32).

One teacher expresses a lack of satisfaction wathphofessional status and explains the
objection to remain in her position by the factttheaching is a profession that brings about
burnout: “(I would not like to remain a teacherthre educational system) as it is a complex,
difficult profession that brings about burnout. Afeel an internal need to make a change in
order to feel fresh again and with high motivatig¢B2). Oppositely, another teacher expressed
satisfaction with her current position and explaires desire to remain in the position of a
teacher due to having motivation for teaching: ¥Bnt to remain in my position as teacher as |
have much to contribute, | feel full of vitality dmmotivation and even see a blessing in my
labor” (1).

Perceptions of teachers who have advanced in thégaching career

Satisfaction

An expression for high satisfaction with their @mnt position appears in 32 out of 50
teachers who have advanced in teaching career.eTtezchers perceive the professional
advancement as a step preventing burnout and rgeattivation: “(after the change in position
| felt) new vigor and higher interest in the workopess” (16), “(l felt) refreshed. | found in
myself new strengths, abilities | didn’t think Ivein me” (31), “(after the change in position |
sensed) that the burnout is far away from me” (19).

Professional development

High satisfaction with their current status hasrbfseind amongst 19 out of 50 teachers who
have advanced in teaching career. For seven teqdhersense of realization and self-fulfillment
constitutes a source of satisfaction with theirfggsional status: “(l felt) continuance of self-
realization and destiny” (27), (I felt) self- readtion” (27). For five teachers the good feeling
that arrives following professional development stdntes an explanation for satisfaction with
current professional status: “(I felt) a great ifiegl how haven’t | done it before” (2), “(I felt)
good that | develop myself to diverse fields andtthhave the ability to learn from the new

experience: (11). For four teachers, the sensaulfifirhent of personal abilities in the new
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position is an explanation of satisfaction withitleairrent position: “(after the change | felt) tha
| realize better my abilities’ (24), “(I would resonend to advance) as the duties get the best out
of us, things that we occasionally did not beliexehave in us” (22).

Three teachers recommended to colleagues to advemdheir professional career:
‘recommending advancing, the overall system vieind® about significant insights in relation
to teaching and in relation to an entire organagtias well” (50), “it is very important to
diversify, to try new things in the system, thireye not what they seem. This creates empathy

towards position holders” (49).

Teachers who remained

m high satisfaction
W Low satisfaction

m Not noted

Figure 3.4Teachers who remained

Teachers who advanced

m high satisfaction
M Low satisfaction

= Not noted

Figure 3.5Teachers who advanced

Sense of satisfaction from teaching
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Of 50 teachers who have advanced in teaching ¢car®exxpress high satisfaction with their
current professional status. For 16 teachers, ¢hgesof satisfaction that follows professional
advancement is the explanation for high satisfactias vice school manager and as leader of
the team of class teachers, | felt satisfactiorhwitte opportunities given to me to help and
support and navigate the “ship” called junior hgghool” (27), “I felt satisfaction, a sense of
meaning in my work following the leading of process(1).

For 16 teachers, the sense of satisfaction follgwime professional advancement is an
explanation that teachers give to advancing ingasibnal career in the educational system. Their
recommendation for advancement in career is exgdaion the background of a sense of
satisfaction entailed in professional advancenfémtould recommend (advancing in professional
career) as you realize your credo. You arrive w&itsmile to work and feel satisfaction” (10), (I
would recommend advancing in professional careetcasenew all every time, make teaching
challenging, with less burnout and filled with s&dction” (31). This recommendation can assume

that these teachers are most satisfied with thefent professional status.

Interest aqd Ly Motivation- N Professional L, A feeling of meaning Satisfaction
challenge in burnout development at work
teaching
5 Y v v v
The motivation to L
) Self develop as part Contribution to the Satisfaction as an
Moving forward develop of the promotion community assembler of the
creates interest professimally recommendation
and challenge v v v :
v Wanting to stay in Recommending The will to help your v
) promotior self : :
Much the professio e Emotion following
interest and v v the promotion
challenge The motivation to Wanting a promotion Contribution to the
teact v individual v
v v Oppose to promotion v Sat'SfaCt'En from
.. wor
Aspiration to develop professionally v Developing in the
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Professional Teaching is an rek?eormfgriaottlgg to v
) [
development exhausting 9 Recommendation in
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Figure 3.6:Satisfaction from the role in the presence- conmggbietween the present of teachers
who have advanced in teaching career to the pesiitire of teachers who have remained in

their position
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Level of interest and challenge

The level of interest and challenge constituteslfdout of 50 teachers who have advanced
in the teaching career, a factor of high satisfactith their current professional status.

Twelve teachers recommended advancing in the tegqcbareer, due to the fact that
advancement adds interest and challenge: | woalohmenend that change enters new energies,
challenging, curious and refreshing” (6), “I recoemd, warmly (to advance in teaching career
as) the change and learning of new things and x@erences create interest and motivation for
learning” (2). 4 teachers indicate a higher levElirderest and challenge in their duty as
compared to the level of interest and challenggoasition of a teacher: “(after change in
position) | felt great satisfaction and much ingtt€41), “I felt challenged...” (31), “...now my
work is more interesting and challenging...” (38).

Sense of significance

High satisfaction with their current professiontdtes was found amongst 11 out of 50
teachers who have advanced in teaching career.

Ten teachers relate the sense of significance avithange in position. The source of sense
of significance lies in their ability to contributend affect: “I manage to make systematic
changes. My status amongst the teachers, parettpuils is higher. | am counted upon and
must succeed...” (9), “the feeling was of intensietivaty that gains much appreciation and a
sense of leading in setting educational policy pedagogical and moral agenda in school” (15).
Three teachers recommend to advance in careerxgut@rethis recommendation in a sense of
significance accompanying advancement: “(recomntenaidvance as) the ability to contribute
increases” (18), “you are in a key position thau ywave the ability to change the field of
education and bring the system to realizations ambther discourse” (5).From this
recommendation the assumption arises that thesbaeahave a high satisfaction with their

current professional status.
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Figure 3.8The teachers' views on motivation and professidaaklopment
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Figure 3.8 shows the categories used to analyzarnbwers from the interviews.

Motives for professional development

In the description of motives for professional depenent, three patterns were been found:
1. Career motivated — a pattern characterized by cdreiag the central motive. These are

position holders whose professional career is driwgthem rather than by another external

factor. In this pattern, two position holders wirend.

2. Career driven — a pattern characterized by theecdreing driven by external factors. These
are position holders whose career is not drivethbyn but rather by external factors. In this
pattern, three position holders were found.

3. Career opportunities a pattern characterized by the career being mrbye opportunities
occasioned on their path. Position holders areethdsose career is not driven by them but
rather by various opportunities that have motivatezin for professional development. In
this pattern, two position holders were found.

Description of interview findings

Central to the data analysis, teachers’ motivatfon professional development was
examined. The main question was, which motive easbarched subject addresses in describing
his experiences starting with choosing teaching psofession, through motives for reduction of
teaching hours in favor of another duty and endmith level of motivation for further
professional development. The findings of the stwilyybe presented in two parts: part A will
deal with the motives for professional developmamd part B will deal with the implications
and insights following professional development

In the description of motives for professional depenent, three patterns were been faund

.1 Career motivated — a pattern characterized byecdn@ing the central motive. These are
position holders whose professional career is driwethem rather than by another external
factor. In this pattern, two position holders wirend.

.2 Career driven — a pattern characterized by theecdreing driven by external factors.
These are position holders whose career is no¢uidy them but rather by external factors. In
this pattern, three position holders were found

.3 Career opportunities — a pattern characterizetthéygareer being driven by opportunities
occasioned on their path. Position holders areetivdese career is not driven by them but rather
by various opportunities that have motivated thenpfofessional development. In this pattern,
two position holders were found

The analysis of teachers' responses indicates maftwyal elements between the patterns

with great variance between them. The patternsbeilbresented as follows
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Career-driven pattern

More than half of the researched subjects (sixuimimer) were found in this pattern — Hen,
Michal, Yonit, Miri, Hana and Yafit. This means thimr them the motives for professional
development were the result of an external figliteey did not turn to teaching from personal
choice but rather a family or social figure ledrtht this profession

The reason for which teachers from this patterneadrto teaching lies in family or social
pressure (see appendix 5.1, Nurit, Miri, Bathsheva)

Miri), similarly to Yonit, emphasizes that her cbeiof teaching as profession lies in family
pressure and not from independent choice (AppebhdixMiri).

Hen, just like the others who are part of this gratt did not choose teaching for internal
motives that express her desire for it. Howeverantrast to them, she comes to teaching not
out of family influence but due to quite incidensalcial influence (see appendix 5.1, Batsheva)

Similarly to the choice of teaching as a professibe transition of those teachers from the
position of a teacher to another position is ddweugh superiors. There are those, whom the
school manager has led to the position and theréhaise who have been led by the inspector
(see appendix 5,2 Bathsheva).

Batsheva professional development later in hefepsional career was also due to external
factors. The transition from primary school to hgghool is done through a school inspector and
also getting the position of vice-school managethi school to which she was transferred was
by the school school manager. (See Appendix 5a8) Bheva, Nurit).

It should be said that Batsheva, throughout hefegsional career in the educational system,
was led by external figures and does not motivatedareer independently.Nurit, similarly to
Batsheva, does not initiate accepting a positionvimits until the first move is made by the
environment. (Appendix 5.3, Nurit).

Similarly, Nurit received the position of vice sahonanager not on her initiative but through
her superiors. This position was not in her detlamaof intent at all. It seems that Nurit
followed the expectations of her superiors.(Apperid8, Nurit)

Similarly to Batsheva and Nurit, Yaffa voices sianilfeelings. She emphasizes that she
simply has not evaluated herself as someone whapable of contributing beyond the position
of a teacher. The inspector is the one who diretted and gave her faith in her ability.
(Appendix 5.3 Yaffa).

As has been seen above, the choice of teachingpasfession, as well as getting various
positions, indicates that these teachers are deaised by a lack of self-consciousness in their

abilities and strengths and have a low sense ctukiy.
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Teachers do not logically choose the professioreyTobey others without considering in
what they prefer to deal and without paying heedkitls and abilities and the extent of their
suitability to the teaching profession. This isoatsue in a transition from the position of a
teacher to another position. The fact that an aeatdactor has believed in them and their ability
and coaxed them to professional development hathéed to recognizing their power and break
forward professionally. It might be that withoutognizing the abilities and skills on the part of
external factors, these teachers would have remameheir position as teachers throughout
their careers

Yaffa (see above) admits that her professional ldpmeent was made without self-
consciousness of her abilities, and when her @slivere recognized, the burden of proof was
upon her. The trust given to her and her abilitie=sated high motivation to prove the fact and
brought her to a sense of capability

Batsheva, similarly to Yaffa indicates the cornelatbetween trust and realization (see
appendix 5.4 Bathsheva).

Hana went to a management course after persuagidhebschool manager. She did not
believe in her ability to get this position. Onligea the course, did she start experiencing a sense
of capability

Eti, similarly to Batsheva and Yaffa, started kareer without self-consciousness of her
inherent abilities. Following the reinforcement gleeeived from the environment, she sensed
confidence that the position of vice-school manasier reached without personal choice is her
destiny

The teachers' comments (see appendix 5.4) indilcatehe professional development was a
result of the trust their superiors felt in thenmugdting them and their abilities led them to a sens
of self-capability and that aroused their self-a@dmgsness for further personal development

Similarly to the patterns of career driven teachdinss pattern is characterized by the
teachers’ career not being driven by them but ratlyeexternal factors. However, in contrast to
them, behind professional development lie occasiemants. Only two of the teachers, Deganit
and Sarit, fall into this pattern and they seenmdwe developed professionally following quite
incidental events

The reason for which Hagit turned to teaching fwold an opportunity which fell into her lap
in the military draft bureau, where she was offemgi@aching course. Sarit does not examine the
extent of suitability between the position and &leilities and skills and she accepts the offer. It

seems that turning to teaching is entirely incider{see appendix 5,5, Hagit)
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The transition from a teaching position to anoghasition, similarly to the choice of teaching
as a profession, is made following incidental esestd they do not advance in the teaching
career as a result of their initiative or choicet@see appendix 5, 6)

The “shock” of the incident led Hagit to search $omething else. She decided to leave the
place but she does not know where she is headedisStot interested and checks out other
opportunities. Following the same conduct in acaoo# with the pattern of career opportunities,
Hagit does not execute her plans but rather waitar “invisible hand” to act on her behalf

It should be said that following the change Haggtde from teacher to counselor she realized
that it would be wrong to remain in the same positver time. She is aware of the fact that she
has many years of work left until retirement frohe teducation system. Hagit goes to a
management course (a course recommended by thelsstiwool manager and not on the
teachers’ initiative). She does not declare angnition to participate in a tender for managing a
school in the immediate time period. She is suvdlithappen. It seems that Hagit sits and waits
for an opportunity to fall into her lap. Professabadvancement of Deganit, similarly to Hagit,
does not occur from her personal decision but falg an occasional event. The sabbatical year
has offered Deganit educational counseling stulea which a transition began from position
of a teacher to a counselor. It should be saidtti@tchoice of counseling as a study course, as
well, has not been made out of examination of cdibiity between the future position and her
personal abilities and skills. Deganit meant todgtgsomething and found herself studying
counseling (see Appendix 5.5, Deganit)

Deganit shows motivation for further professionatelopment. However, similarly to Hagit,
there is no declaration of intent in her wordsaaw/hen and how it will be done. She knows how
to recognize the courses of development she isestted in, she is aware of the need for studies
as a necessary condition for realizing a dreamshet does not exhibit internal independent
motivation. It seems that Deganit, as well, wads &n opportunity, as a result of which she
would advance in her professional career as hapemagl in the transfer from a position of a
teacher to position of a counselor (Appendix 5.5&rat)

Similarly to teachers from the career driven patteéeachers from the career opportunity
pattern are characterized by low self-consciousress sense of capability. From choosing
teaching as profession and from transition fromeacher’s position to another position, it
appears that Hagit and Deganit have low self-consciess and low sense of capability. In their
conduct, these two teachers are characterized lagkaof awareness of their strengths and
abilities and by a lack of self-direction for canstting a professional career that fits their wigshe

and preferences
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Hagit's emotional damage from what occurred intémeler led her to the conclusion that she
should leave that place immediately and find héssmhething else but without clear knowledge
of where and what this “something else” is. The fhat Hagit did not seek an identical position,
i.e. managerial positions in other places, can tedthe conclusion that the choice of a position
as vice school manager was incidental rather thhammaing from an educated choice that
considers her skills, abilities and preferencesshibuld be assumed that should Hagit have
examined the position of vice school manager agstsuitability to her and her abilities, she
would be expected to look for an identical positedsewhere rather than forfeiting the position
in favor of counseling position

Deganit, similarly to Hagit, lacks self-consciouss@nd direction for building a professional
career according to her personal wish and prefetehiis is apparent in the decision to study
counseling not out of consideration of her persakills, abilities and preferences, but out of
randomness. Restriction of studies during the databayear underlies the counseling studies
(see appendix5,7 ,Deganit

This pattern, in contrast to the previous onescharacterized by internal motives for
professional development. The professional directb teachers from this pattern is apparent
throughout the entire career beginning with théioasing teaching through the reduction of
teaching hours in favor of another duty and enawity professional advancement with a future
perspective. The process of educated decision-makhile considering the adjustment of the
position to personal ability, skills and preferemteexpressed in this pattern

Out of ten teachers studied, only two - Aliza anolr - turned to teaching of their own free
will. It was been completely clear to them, in gast to teachers in other patterns, that they are
interested in practicing teaching, even if thera idifference in the reasons that led to it (see.
Appendix 5.8,Lior,Aliza).

Lior states that practicing teaching is the outcaha personal decision only with no other
mediating factors. He emphasizes that he has allwaysn that this is his preferred occupation
and has taken the necessary steps in order tovadhie goal

It was clear to Aliza, similarly to Lior, that th@rofession she wants to practice is teaching.
This means that for them, the motives for teaclairgginternal as they have stemmed from their
personal free will (see appendix 5.8, Aliza)

Aliza's professional orientation arises both froer lkehoice of teaching and her conduct
during studies. She knows clearly that she wantzractice teaching in general and science in
particular. She does everything possible to achteaehing of science even with the price of

persuading her peers. From her conduct it can bHeogel that all means are valid if only she
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achieves her wish. She does not give in to linotetithat arise in her environment and does not
compromise. It can be said that career constitisieter a key motive as fitting to the career
motivated

Transition from teaching to other similar positiayurs from internal motives. Only Aliza
and Lior could recognize independently the rightetifor professional advancement and even
have acted on it. These teachers did not wait foexternal figure who would offer them a
position or wait for an opportunity to fall intodin lap. Their professional advancement should
be credited to them (see appendix 5.9,Lior Aliza

The decision to retire from the educational sysfellowing a feeling of being fulfilled, the
search for alternative existing jobs, the realaatihat teaching was most suitable for him and
applying for a tender in management while stilaimanagement course, can indicate an internal
self-drive. From Lior's conduct it appears thaisaot waiting for his superior to recognize him
regarding his abilities and his acting as arisesifcareer motivation or for opportunities to cross
his path as arises from the career opportunititenpa He is attentive to his heart and what takes
place around him and acts out of a desire for reglfization. Lior chose the position after
examining and carefully checking existing posdiieii according to the level of their suitability
to him. In the future he is certain that he shatddtinue to advance and develop and he even
states the span of time for the next position. fEut is that he is satisfied with current position
and has yet to fulfill the position and therefasenbt preparing himself for the next scenario. It
should be stated that Lior emphasizes in his wtiraisthe reason he does not know his course of
advancement lies in the fact that he has not yatéxed and checked the existing options. For
Lior, career stems from self-direction

Aliza, just like Lior, could also identify the riglime for change of position, identifying the
direction suitable for her and even take operatieasures towards the achievement of a purpose
(see Appendix 5.9, Aliza).

Aliza began as a professional science teacher lagads at the beginning of her career she
declared that she would not remain in the positowriong as fitting to “career motivated”. She
identifies well the symptoms of fulfillment of thposition: boredom, repetition and realizing that
it is time for professional development. She doeiswait for an opportunity or external factors
in order to develop but initiates them on her own

Aliza adopts the school school manager's offeradoga management course. She realizes
that in this offer there is potential for professb development with a future perspective.
Nonetheless, she enacts familial considerations arakes a decision to postpone the

management position to a later period for theseamm From Aliza's conduct, it is quite clear
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that she is very active in relation to her caréaren if the activity is not always realized in
operative measures, the fact is apparent in exegcjgdgments of personal benefit which are a
significant testimony of career being a central ponent

As stated earlier, Aliza not only can identify tight moment for change in position but also
can indicate a path that is suitable for her pabprand in terms of family and her personal
preferences. She also takes the necessary medsuaashieving the target she desired. When
she feels that she is bored she will realize slegl®i@ change. She operates logically regarding
the choice of each of the position she assumedantinues to declare that the current position
is also temporary

From the choice of teaching as a profession angrthiessional advancement throughout the
career it appears that teachers of this patterctaeacterized by having high self-consciousness
and a sense of capability. When Lior decides teddaaching as he is fulfilled with a teaching
position, he looks for occupational alternativestdaching. The search was conducted with a
view to finding a position suitable to his abilgi@nd skills. He examined the various positions
and reached the conclusion that there is no priofe$ge can do better than teaching. In contrast
to teachers of the other patterns, who accept gignosvithout examining their suitability, Lior
examines the compatibility of a position to hisliskiabilities and preferences (see appendix 5.8,
Lior, Aliza).

In his position asschool manager, like in the posibf a teacher, it is clear to Lior that the
transition should be after examination and checkiimgking to the future, Lior cannot point out
the next position to which he aspires, as he hayetoexamined which positions are available
and which would be suitable for him, his skills adddlities

Like Lior, Aliza has also demonstrated high seliscousness and a sense of capability. She
is aware of her powers and abilities and steercéwxer while considering all the relevant data.
She identifies a challenge in the managerial posiéind decides to take it. It should be assumed
that accepting the challenge is an outcome of aveaeof points of strength existing in her that
allow her to manage the task successfully (see Agiges.10,Aliza)

It seems that the multiplicity of verbs (think, \gbkj do) that Aliza employs prior to accepting
the management position indicates her activity ndigg her career. She does not accept any
opportunity that falls into her lap, as appearanfrthe pattern of career opportunities but
considers and weighs the matter prior to makingastbn regarding the position

The conduct of Lior and Aliza throughout their ean® indicates their navigating their
professional careers on their own and they do mttipeir hopes on an external figure or

occasional events. It should be said that theifegmonal development is an outcome of a
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logical process that brings along considerationgatfility and personal and professional benefit
as well as adjustment to their tendencies, prete®and strengths

Thus far, elements differentiating between the dhpatterns of teachers regarding their
professional development have been presented. Wintlp the mutual elements amongst
teachers from the various patterns will be preskenteseems that although different motives
underlie their professional advancement, mutuagis can be indicated which are considered
to be mutual elements

The study indicates that all teachers are satisfigd their professional advancement. A
sense of pleasure, significance, satisfactioneséing and renewal are the signs of satisfaction
amongst teachers as arising from descriptions @frésearched subjects. Hen's satisfaction is
expressed both in a sense of significance andsenae of renewal and refreshing (see appendix
5,9, Yaffa, Eti,Yamit and Batsheva)

Yaffa emphasizes two components that contributeetosatisfaction: one is diversification
and the other is the sense of significance. Therdification in her work and the encounter with
various people - pupils, school managers and teachplant in her a feeling of renewal and
refreshing which constitute a source of pleasurddifonally, Yaffa emphasizes that the fact
that she “touches” upon different people givesahizeling of satisfaction and pleasure

Eti, however, states the component of self-managéme a factor of her satisfaction with
professional advancement. Her current position gitier the opportunity to operate from
personal choice rather than from coercion that sghidied as a teacher and it makes her feel
satisfied

Similarly to Yaffa, Yamit as well indicates a sensesignificance as a component of her
satisfaction. Her being a partner in the procesgesfsion-making and leading school processes
gives a sense of much significance, it seems tiesoburce of satisfaction lies in rise of self-
value following her being amongst those making dkeisions. In difference from her being a
teacher, where she has only been executing

Batsheva, as her predecessors, indicates the sesgmificance as an essential component
of satisfaction with her work and adds the positieerelation between pleasure and motivation.
This means that with a rise in pleasure thereriseain motivation

The study indicates high motivation amongst all tresearched subjects following
advancement in their professional career. Mostheacindicate the characteristics of work as
factors that drive to motivation: responsibilityplting a central position, and systematic

influence
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The sense of responsibility in the current positasnopposed to responsibility in teachers’
positions is perceived by most teachers as a deaistec that contributes to motivation at work.
There are essential differences in perception eftéim of responsibility between researched
subjects (see Appendix 5,11)

For Lior, the term “responsibility” includes twoiprary components: one is multiplicity of
decisions and the other is the component of loesinAs a school manager, Lior can consult
with his colleagues but in term of results resphitigy is his alone. It should be said that despite
the “burden” he adds the pair of words: "pure eigrare”. It can be assumed, that not for
nothing Lior has appended the word “burden” andwloeds “pure experience”. It seems that
there is causative relationship between the twoother words, the sense of pure experience
stems from responsibility in a position and theagge the responsibility the greater the pleasure

For Eti, as well, responsibility is perceived aseoof the characteristics of work that
contribute to motivation. However, in contrast tor. responsibility is expressed towards pupils
in their preparing for the future. According to HEesponsibility is reinforced in her position as
vice school manager due to the pupils for whomisiesponsible (see Appendix 5,11,Eti)

Nurit, in contrast to her predecessors, indicatesuliplicity of areas in her position as a
component of responsibility. The work of vice schomnager invites work in many different
fields simultaneously and as a result, respongihificreases as well. Similarly to Lior, Nurit
also indicates the relationship between the termespbnsibility” and “motivation” and
emphasizes that the extent of responsibility ceeatehallenge at work and, with it, raises the
level of motivation. It can be learned from thisaththe sense of self-value following big
responsibility on the job raises the level of thawotivation for work (see appendix 5, 11, Nurit)

The characteristics of autonomy and leeway receiweh prominence amongst most
descriptions by teachers of their work. They emeathat this work is different, essentially,
from the position of a teacher, where work has belear and defined in advance with no
maneuverability and leeway. The fact that they havtnomy and leeway allows them to be
partners in decision-making and lead processeslaange in the system. The ability to take an
active and significant part in school processesesathe level of motivation to work. As teachers
they have executed the management decision froorytite practice and their voice is not
always heard (see appendix 5,12, Hagit

Hagit states that her motivation is fed by the féct a significant part of her work is
characterized with self-management. The flexibibtyd dynamism at work is sometimes an
occasion for her exerting of personal judgment®@iiog to what takes place, what is required,

and in accordance with consideration of priority doenefit. She decides whom or what to take
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care of, how and when. Expressions of motivati@enagparent in the lack of a sense of time. She
is so excited with the educational activity that herkday passes without a sense of time. She
emphasizes that there is much activity but the tfzat she runs others rather than is run by them
brings much pleasure to her

Zehava, similarly to Hagit, also indicates the lagwn position as a factor of motivation at
work. However, in contrast to her she emphasizes dynamism and the unexpected in a
workday occasion in introducing changes. The abibtlead and change motions according to
this judgment positions him in the center of edwret activity — a fact that brings about
motivation (see Appendix 5,12 ,Zehava)

The work of Lior as a school manager, as well, bkieer cases, is characterized by freedom
of action and autonomy. However, in contrast tonthed.ior emphasizes the fact that the
existence of a great autonomy in his position atldwwn wide impact. As a school manager, he
can affect a system level rather than a class Eeveabppears from the position of a teacher

The ability to have an effect on a system levehpparent in most of the descriptions by
teachers of their work. No more effect upon pupityy as appears from the position of a teacher
but rather a system effect derived from the deéinibf their position. The ability to affect on a
system level raises the sense of significanceeptsition holders and alongside it, the level of
motivation for work rises as well (see appendix35.1

The expression of a systematic impact, accordin@doa, is not summed up in an effect
upon pupils alone but rather is apparent, as wethe effect upon teachers and parents. For her,
the involvement of many different factors in theueational activity makes the position much
more challenging and raises the level of motivatiéanit, in contrast to Dana, considers the
systematic effect on many fields for which she esponsible as vice school manager, but
similarly to her she indicates the correlation kestw great impact ability and high motivation

Similarly to the previous position holders, Zehatates that the source of motivation is in
the macro level rather than the micro level. In pesition as age group coordinator, which is
different from her position as a teacher, she ®lwved in diverse areas on a school level.
Similarly to Aliza she emphasizes the position @sd challenging and raising motivation

The respondents’ observations indicate that ttseaedifference between their motivation for
work and motivation for teaching. Most teachersehboww motivation for teaching as compared
with motivation for work (see appendix 5,14).

Lack of motivation by Lior for the teaching houterms from the sense of fulfillment with
the position as teacher. It seems that he hasuliffi working according to a definite program

and set standards as is required of a teacherdithilty gets much prominence in light of the
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fact that as a school manager he is autonomoudeathay and maneuverability. Lior states that
he is willing to enter a class only if he has aotoy. He is interested in teaching where he
decides upon contents and that they are not dicteden above. He explains that he is no longer
in a place where he is told what to do but rateemongst the decision makers

Eti also feels that motivation for teaching is mimver than has for the managerial position.
Similarly to Lior, she feels that experiencing parship, in making decisions and leading
processes makes it difficult for position holderdunction in a predetermined framework. They
want to do the things their way and not be told tema how to do things

Yamit also states that her motivation for teachisigow compared to the motivation for
work; however, she offers a different explanatiShe emphasizes that the difference between
levels of motivation stems from the difference lie essence of work: routine versus renewal.
This means that low motivation in a teacher's pmsiis due to the routine and the repetitiveness
that exists in a teacher’s work and on the othedhthe high motivation in her current work is
the outcome of complexity and interest

There are some teachers who say that occasiottadly have a high motivation for teaching.
They explain it on the background of teaching haasprising for them hours of rest from the
position. Due to the great load in their positid@aching hours bring some rest to them.
However, should they be given the opportunity toade between the two, the teachers declare
unequivocally that they would not have chosen teachours, due to its being work that creates
burnout

Similar comments are made by Batsheva

Despite the fact that teachers of the career dipagtern only have taken operative measures
when they sensed that they are fulfilled by thasifon, teachers of the other patterns, also
identify this feeling with the time they made a oba. All the teachers declare that in the future,
should they have a sense of self-fulfillment in gusition they would make the change on their
own rather than waiting for a superior or an opyaity to fall in their path (see Appendix 5,15)

The promotion of Hagit from a teacher to an edocet counselor stems from the sense of
fulfillment with the position. She emphasizes ttia repetition of same study classes over time
has led her to a sense of tiredness and a nedtwnfje

Similarly to her, Deganit as well, sees in fulfitmt with a position as a motive for
professional development

The responses from the research participants iteditet there are two opposing forces

operating upon teachers: a promoting force anclaibiting force

100



The common ground for all the promoting motivepieminently the rational motif, but
together with

1. The need for change and renewal: Almost all the méachers see in the need for change
and renewal an internal motive for advancemenhéir tprofessional career, even if not all have
taken measures to satisfy this need. The resparfsdee research subjects indicate that the
source of this motive is in the recognition thatamation and change imbue life at the level of
motivation for work in particular and on the lewal motivation for professional and personal
development in general. It should be said, thatt¢laehers have reached this insight following
personal experience (see appendix 5, 16)

In the words of Deganit, change receives a posiigght as leading the person to a better
place than where he is. From her personal experjekiona recommends each person to embark
on new thought for the future career and chooseérecttbn and thus to optimize personal
feelings

Batsheva, on the other hand, emphasizes that rérmslachange can prevent burnout as
factors and raise motivation

2.The need for personal/professional development: iAner need for professional
development has appeared from all the researchégecssi although in actual fact, the
declaration of intent has been the domain of tegcbkthe career driven only. The fact of the
agreement for change in a teacher's position caobsidered as support of the existence of an
inner need for advancement and progress, evenigfdbne from external motives. It appears
from the study that the experience of professiauiziancement and development has planted in
teachers a motivation for further development. Tieas from all the patterns consider
themselves in another position than their currer® m the future. The assumption is that this
future perspective stems from an internal needétfr realization (see appendix 5, 17, Yaffa)

According to Yaffa, the aspiration upward is a reseey need in the professional process.
The expression of advancement is a transition foom stage to another when fulfillment with a
position on one hand and the aspiration for advaecé on the other hand are interconnected
and lead from one stage to another. Yaffa is nosfead with being a district instructor but
aspires to continue advancing towards a natiosaiuntor

Viewing professional development as a personal agieds from the words of Aliza as well.
The sense of boredom and repetition has led heretoealization that she needs something for
herself. Aliza adds that each position should bgpterary due to a need to develop and advance

Batsheva, similarly to the others, indicates thanges she has made in her professional

career following the need to advance and develomohtrast to Batsheva and Dana, she does
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not indicate a course of professional developmenskee is in a new position, however, she
declares that when she feels that she has bedietuilith her current position she would seek
advancement

In contrast to the previous motive, the emotionatifns especially prominent and common
to the inhibiting motives. More than half the teah attribute the fact that teachers do not
evolve in their professional career and preferetmain in their position for fear of changes and
convenience of remaining in the familiar place (gppendix 5 18)

Lior presents one aspect of the desire of teadbersmain in the familiar and known zone.
The reality in which they are ready for every scegnas possible without dealing with
unexpected events in a comfortable reality. Dughit® comfort, many teachers remain in their
position as teachers and do not advance in profesiscareer

Deganit presents another aspect of “comfort zore”aadampening factor of teachers’
advancement. She emphasizes that coping with ndwiaexpected conditions arouses fears of
the unpredicted and the unknown; this is the redisainteachers prefer remaining in a “comfort
zone” without professional advancement

Batsheva, similarly to Lior, indicates the convewe of teachers who remain in the familiar
and known zone, and similarly to Deganit she emipkhaghe fear of change as dampening of
professional advancement. According to her, bolslresd courage are required in order to
initiate change

A statement that career that lacks professionakldpment would of necessity entalil
negative implications is prominent amongst allbsgearched subjects. At first, they would bring
about change in the emotional aspect and latet would be expressed from the professional
aspect. In other words, teachers who remain i ffasition might get the feeling, over time, of
lack of satisfaction, a drop in motivation and risethe level of burnout. These negative
emotions amongst teachers would possibly hurt tieéepsional aspect as dropping out from
teaching or remaining in the position but in aestaftburnout — a state which can hurt pupils and
their achievements (see appendix 5.19)

Lior, similarly to Deganit, indicates the sensébafnout as a feeling that is expected to occur
as a result of lack of advancement. However, irtraghto Alona, who describes that she would
continue to work in a state of burnout, Lior deelaunequivocally that he would drop out of
teaching and would not continue working in suchtades Additionally, Lior raises the fact of
danger of pupils being hurt as a result of teabluenout

Similarly to Lior, Batsheva declares that she wolddve teaching for another field of

occupation. She presents the difficulty in an ig&htoccupation overtime and emphasizes that
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burnout is only reinforced over the years whereagrdification allows for the pleasure of
occupation

Summary of elements common to the three patterieactiers

This ascertaining section has examined the issumaiivating teachers for professional
development. Three patterns have arisen from tigysicareer motivation, career driven and
career opportunities. These three patterns arerdift from one another in the factors that have
driven a teacher to professional advancement tiautgthe career. Underlying each pattern,
there is a motive as a result of which the teablasradvanced in his/her professional career.

It should be said that despite the fact that tieie distinction between motives of teachers,
no differences have been found in the realizatitvey have reached regarding professional
advancement. The teachers from all three patteaws reached the following realizations

a. There is a positive correlation between protesdidevelopment and satisfaction.
Teachers who advance in their career are satigfigdtheir work. The study data reveal that all
the teachers express satisfaction with their advaeot

b. A positive correlation has been found betweeaidgssional development and motivation.
Teachers who advance throughout their career hghenfiotivation for work. It appears from
the study that all the teachers report having mghivation for work

c. In examining the factors of high motivationhés been found that there is a correlation
between work and motivation. The characteristiowardk that encourage motivation are

.1 Responsibility

.2 Autonomy and leeway

.3 Systematic impact

It appears from the study that the existence dfdluharacteristics in a position raises the
level of motivation of teachers to work. It shoblel mentioned that there is a positive correlation
between each of these characteristics and motijatieaning that the higher the responsibility,
autonomy, or systematic impact, the higher is nadion

d. A negative correlation has been found betweefepsional advancement in the
educational system and motivation for teaching.chee who have advanced, have a low
motivation for teaching in comparison to the higbtivation for work

e. Fulfillment with a position has been found toabgignificant motive for professional
development; a sense of fulfillment with a positi@as led most teachers to advance in their
career

f. The issue of professional development has promgahotives and dampening motives.

Motives that promote teachers to advance in prafeakcareer are
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.1The need of change and renewal

.2The need of personal/professional development

g. The motives that dampen advancement of teaghersfessional career are

1. Fear of changes

2.Convenience in remaining in the familiar and kn@ene

h. The reality in which teachers do not developreggative implications, which are

e Burnout

* Dropping out of teaching

The issue of motivation and professional develogrhas been examined from two different
aspects: one, the level of motivation for profesalaevelopment and the second, the level of
satisfaction with current status. The scene hasgaden light of perceptions of teachers who
have remained in their position as teachers afighhof the perception of teachers who have
advanced in teaching career to the questionnalieeded to them

The data of answers of teachers reveal a scenddbatibes clear differences between the
two groups of teachers both regarding their leve@hotivation for professional development and
regarding their level of satisfaction with their@nt status

In the issue of motivation for professional devetgmt, low motivation for professional
development can be distinguished amongst teacherhave remained in their position as
opposed to high motivation for professional develept amongst teachers who have advanced
in their teaching career. Teachers, who have rezdam position, reveal a desire to remain in
their position and have no motivation beyond tleanrent status. The motives behind a desire to
remain in position are

.1 Sense of satisfaction from teaching work followiage for the profession, perception of
teaching as a mission and pleasure from the tegetank in general and love of children in
particular

.2 Sense of realization and self-fulfillment from tieaching work

.3 Work conditions in teaching are convenient fomthaend fit them

4 Finding interest and challenge in teaching work

.5 Sense of significance they feel at work as a teduhe impact upon an individual pupil

.6 Sense of motivation for teaching

In contrast, teachers who have advanced in teadairegr, reveal high motivation for
professional development. The motives behind aiatgm for professional development are

.1 Desire for diversification and renewal

.2 Desire to develop professionally and personally
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Sense of high self-capability beyond the posibba teacher
Sense of fulfillment of a teacher’s position

Desire for leading and managing processes

Finding interest and challenge in [professionafeaxtement

Sense of significance they feel at work followthg effect upon school, teachers, etc

o 9 o W

Sense of burnout from teaching and the desirbaoge in order to arouse motivation

.9 Desire to be more satisfied

In the issue of satisfaction with their currentfpssional status, it can be said that there is a
distinction between the levels of satisfaction willrrent status amongst teachers who have
remained in position as opposed to the satisfaaifoleachers who have advanced in teaching
career. A high satisfaction with current statugxpressed in a substantial rate of teachers who
have advanced in teaching career as opposed teetsavho have remained in position. Another
point of distinction existing between these twoup® of teachers is that in a group of teachers
who have remained in position, a low satisfactisrexpressed amongst a substantial rate of
teachers as compared with teachers who have advamg®sition, where no expression of low
satisfaction has been present at all.

The analysis of teachers' responses indicates mmayal elements between the patterns
with great variance between them. The patternsheilbresented as follows:
Motives for professional development
:In the description of motives for professional depenent, three patterns were been found

1. Career motivated — a pattern characterized secdreing the central motive. These are
position holders whose professional career is driwethem rather than by another external
factor. In this pattern, two position holders wirend.

2. Career driven — a pattern characterized by theecdeing driven by external factors.
These are position holders whose career is nogulitdy them but rather by external factors. In
this pattern, three position holders were found

3. Career opportunities — a pattern characterizetthéygareer being driven by opportunities
occasioned on their path. Position holders arectimdsose career is not driven by them but rather
by various opportunities that have motivated thenmpfofessional development. In this pattern,
two position holders were found

The analysis of teachers' responses indicates maiyal elements between the patterns
with great variance between them. The patternsheilpresented as follows

Career-driven pattern
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More than half of the researched subjects (sixumiper) were found in this pattern — Hen,
Michal, Yonit, Miri, Hana and Yafit. This means tHar them the motives for professional
development were the result of an external figlireey did not turn to teaching from personal
.choice but rather a family or social figure ledrth&® this profession

The motive for choosing teaching as a profession

The reason for which teachers from this patternedrto teaching lies in family or social
pressure..(see appendix 5.1, Nurit, Miri, Bathsheva

The issue of motivation and professional develogrhas been examined from two different
aspects: one, the level of motivation for profesaladevelopment and the second, the level of
satisfaction with current status. The scene haggaden light of perceptions of teachers who
have remained in their position as teachers arjlin of the perception of teachers who have
advanced in teaching career to the questionnalieeded to them.

The data of answers of teachers reveal a scena@esatibes clear differences between the
two groups of teachers both regarding their le¥ehotivation for professional development and
regarding their level of satisfaction with their@nt status.

In the issue of motivation for professional devehgmt, low motivation for professional
development can be distinguished amongst teachkos have remained in their position as
opposed to high motivation for professional devalept amongst teachers who have advanced
in their teaching career. Teachers, who have regdaim position, reveal a desire to remain in
their position and have no motivation beyond tlceirent status. The motives behind a desire to
remain in position are:

1. Sense of satisfaction from teaching work followlage for the profession, perception of
teaching as a mission and pleasure from the tegakiork in general and love of children in
particular.

2. Sense of realization and self-fulfilment from tieaching work.

3. Work conditions in teaching are convenient for theamd fit them.

4. Finding interest and challenge in teaching work.

5. Sense of significance they feel at work as a reduhe impact upon an individual pupil.

6. Sense of motivation for teaching.

In contrast, teachers who have advanced in teactamger, reveal high motivation for
professional development. The motives behind amagm for professional development are:

1. Desire for diversification and renewal.

2. Desire to develop professionally and personally.

3. Sense of high self-capability beyond the positiba teacher.
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Sense of fulfillment of a teacher’s position.

Desire for leading and managing processes.

Finding interest and challenge in [professionaleamcbement.

Sense of significance they feel at work followihg effect upon school, teachers, etc.

Sense of burnout from teaching and the desireao@hin order to arouse motivation.
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Desire to be more satisfied.
In the issue of satisfaction with their currentfpssional status, it can be said that there is a

distinction between the levels of satisfaction willrrent status amongst teachers who have

remained in position as opposed to the satisfadfaieachers who have advanced in teaching

career. A high satisfaction with current statugxgressed in a substantial rate of teachers who

have advanced in teaching career as opposed teetsavho have remained in position. Another

point of distinction existing between these twoup® of teachers is that in a group of teachers

who have remained in position, a low satisfactisrexpressed amongst a substantial rate of

teachers as compared with teachers who have advamg®esition, where no expression of low

satisfaction has been present at all.

Three types of teachers:

M career opportunities
M career led

m Career motivated

Figure 3.9Three types of teachers
The satisfaction of teachers who have advancecaching career is explained on the

background of following reasons:

1.

High sense of motivation which follows professiodavelopment;

2. Sense of self- realization and fulfillment followjiself-development;
3.
4. Higher sense of interest and challenge than théselvihave been in the position of teachers;

Sense of satisfaction from leading of processes;
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5. Sense of significance at work due to the contrdoutability and impact on school as an
organization and on the teachers’ team.

As mentioned above, amongst teachers who have mecha a position, a relatively small
percentage of teachers can be found who expreis$astion with current status in relation to
teachers who have advanced in teaching career.tigwally, in this group, teachers can be
found who express a lack of satisfaction with tlweirrent status — a fact that has not received
any expression amongst teachers who have advame¢eaching career.

Satisfaction with current status amongst teacheln® Wwave remained in position is
explained on the background of following reasons:

1. Sense of satisfaction with promoting pupils in need
Perception of teaching as a mission;
Convenient and suitable working conditions;

Sense of significance at work regarding the impacan individual pupil;

o b~ 0N

Finding of interest and challenge in the teachimgkw
The signs for lack of satisfaction amongst teachdrs have remained in position are:

1. Attributing positive senses to professional advammet senses like satisfaction, self-
realization, significance.

2. Recommending to colleagues to advance in the tegdareer which source is the desire for
professional advancement, satisfaction and sditzegn.

3. Revelations of desire to advance in the teachimgetastemming from the desire for self-
realization, higher interest and challenge, pramgrthurnout and arousing motivation.

An explanation offered for these results in thesfjo@naires reinforces the explanation
maintaining that the answers of teachers who havareed have been correlated only to the
teaching component and not to all the componentisedf work. The fact that teachers who have
advanced have been found to be more burned obkeidd-personalization factor indicates their
difficulty in the teaching component of their wolk.should be assumed that, in comparison to
practicing a management position that concealsnamy and broad leeway, entering a class to
teach takes them back to the place they have ltefhust be said that the findings of the
questionnaires stating that teachers who have addaare more burned out than teachers who
have remained in their position is opposite tofthéings in the statements. From examination of
the responses in the statements of the researcligects it has been found that there is a
distinction between satisfaction of the currentustaamongst teachers who have remained in the
position in comparison to the satisfaction of teastwho have advanced in their teaching career.

While satisfaction from the current status is egpegl in a substantial percentage of teachers
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who have advanced in their teaching career, treldew percentage of satisfaction amongst
teachers who have remained in their position. Aditamhal point of distinction existing between
these two groups of teachers is that in the grdufhe teachers who have remained in their
position, low satisfaction is expressed by a lgrgeentage of teachers compared with the group
of teachers who have advanced in their positiorerevlthere has been no expression of low
satisfaction, at all. The complex results that siirmes appear as if they contradict one another
indicate that this issue requires further clarifi@a, which could be eventually examined by
using additional semi-structured interviews focgsim the issue of satisfaction factors.

The illustration presents two main axes- one exletime other internal. The external axis
presents the theoretical connection for motivation professional development and the
professional career. The central axis presentsntipact of the organizational environment on
professional development. The impact of the orgdiomal environment is manifested in
enabling the application of transition strateges they arose in the research recommendations:
personal; escort, individual counseling, developamgersonal; nurturing and empowerment
program, developing a supportive empowering orgditnal environment. The underlying
concept of these recommendations is to raise theesaf the teachers' independent capability. A
high sense of capability will lead the teachersitoreased motivation for professional
development. When this exists the strategies deathtwlachieve the objective, manifested in a

professional career can be adopted.
3.2. The formative part of the experiment

The intervention program Roots &Wings

Following the ascertaining stage of the reseat@hprogram Roots & Wings had been
implemented and validated. The image of "roots" leasjzes the essence of the empowering
workshop: the development of self-awareness tegheher's abilities, talents, personal
inclinations while the image of "wings" point outits global goal-to facilitate the achievement
of self-realization by means of self-development.

The theoretical value of the empowerment workshg@ots& Wingdies in providing a
psycho-pedagogic basis for training in stratedies &re manifested through:
1. Defining the concept of the empowerment workshopdB& Wings
2. The institutional connection of the organizatioealironment for professional development
3. ldentifying the theoretical principles underlyirgetworkshop
4. ldentifying training tools and activities underlgithe workshop
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5. Conceptualizing the pedagogic model

Premise

The premise underlying the intervention progranthit many of the teachers have not
developed professionally due to a low personal loiéipa lack of awareness of their skills and
abilities, fear of change and comfort to remain kimown and familiar zone. Thus, the
empowerment workshop "Roots& Wings might make &edtince in the level of self-capability
and raise the level of self-consciousness of sthenthat they enjoy, and thus to decrease the
extent of concern and fears entailed in professideselopment. The program constitutes an
opportunity to encourage teachers to develop femselves, a future scene, to set targets for
themselves and strive at the realization thereelvdlbpment of a future scene is in fact, the
choice of a final destination that constitutes aessary step in order to derive methods of
operation in compatibility with the target. It shdie assumed that teachers who will set a target
for themselves out of self-consciousness of petsamaties and skills, will be able to create a
driving force and to provide propelling energies poomotion of their plans. From that they will
manage to exhaust their ability and develop petioremd professionally (see details in
appendix no.).

Methodology of the formative stage of the research

The workshop participants twice completed the doestire “similes on professional
career. The first time they did this was prior lte beginning of the workshops and the second
time was with its conclusion. The purpose was tangxe whether a change has taken place in
the attitudes of teachers regarding professionatldpment following the workshops.

The original questionnaire is comprised of fivetpapart A includes personal details, part
B deals in definition of career, part C deals imeea realization, part D deals in the range of
expectations and part E deals in focusing of céntro

As the purpose of the questionnaire was to examaititudes of teachers regarding
professional development, only two parts were tdkam the original questionnaire.

Part A included personal details: year of birthe,agducation, type of academic degree,
years of experience in teaching, primary positiors¢hool and stream of belonging (state and
state-religious).

Part C deals in realization of career and inclugl@tbsed questionnaire with 47 statements
to which the respondents were asked to state dltéirde on a scale of 1 to 6, where 1 expressed
complete objection to the content of a statement @rexpressed complete agreement with a
statement. The statements examined the attitudibx® osésearched subjects regarding:

a. Definition of career.
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b. Range of expectations.

c. A sense of the examined subjects regarding fairnéslse organization towards them, a
guestion of professional advancement, and attobutif focusing of control to factors of
promotion. From this part questions that dealthmm tange of expectations and focusing of
control were statistically analyzed.

The meaning of the range of expectations is the glizhe disparity in which an individual
sees himself in the stage of research between disé far-reaching future position in terms of his
promotion and realization of his personal careercusSing of control means to what extent
examined subjects attribute internal or external$ing of control when they examine factors
that might affect the realization of their persocaleer.

The questionnaires were processed according toquiaatitative method that included
statistical processing for the examination of vace in the teachers' perception regarding
professional development in their teaching careers.

Research population

As a research population, 11 teachers with a mimnof eight years of experience were
randomly chosen, who since their beginning teachange remained teachers.

The diagnostic comparison

Following is the diagnostic comparison between #igtudes of teachers regarding
professional development which was examined faelndicators:

1. Range of expectations;

2. Internal focusing of control,

3. External focusing of control.

Essence of the program

The empowerment workshop "Roots& Wings" is basegrimciples of cognitive coaching
[26]. This is an interactive setup, part of whicha structured dialogue between coach and
trainee.

The coach guides and routes the thinking pattefres wwainee and helps him to locate
within himself tools that empower his capabilitydaabilities. During the process, the trainee
learns to formulate decisions, solutions and ide&sch have been hidden in his thinking in the
initial state but required processing and phrasiiie coach guides the trainee through
guestions, that gradually from existing states whr@ness to desired states of awareness. It
should be said that cognitive coaching is a systieraation of one person in relation to another,
that brings about empowerment and allows for egargijudgment that has effect upon his life.

There are five awareness resources as defined $tp @od Gramston [39]:
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1. Sense of capability — a sense of ability andrimdl focusing of control. People with a
high sense of capability believe that they cancaffleutcomes and events; they are active,
optimistic and like challenges. This is the mossibaesource of awareness that allows for
activation of other resources.

2. Flexibility — the ability to see situations framnvariety of viewpoints, to change opinion
and propose original solutions. Flexible people areative and able to exist in a state of
ambiguity and coordinate between a variety of @i that take place simultaneously.

3. Craftsmanship — striving at perfection, thorauggs and exactness at work and in
communications. The desire to improve and be mogeige is a source of energy from which
people make their knowledge and skills more profbun

4. Consciousness — thought management, self-direatid clear representation of internal
and external reality. A conscious person is awdréath external and internal occurrences.
People who enjoy a condition of awareness managmute their progress towards their goals.

5. Interdependence — thought and action based dnepship with others. People who
contribute to the general good and also enjoy tméribution by the resources of others.

Purposes of an empowerment workshop

The purpose of the workshop, as it had been asoedtan the diagnostic phase of the
experimental phase of the research is to lead ¢ea¢h personal empowerment out of awareness
for the development of abilities, skills and seagpersonal capability. Therefore, out of the five
awareness resources identified and determined ByaGmd Gramston [39], we chose to put an
emphasis on resource no. 1: sense of capabilitypanegsource no. 4: consciousness which fit
the objectives of the current research .

Premise

The premise underlying the intervention progranthit many of the teachers have not
developed professionally due to a low personal loiéipa lack of awareness of their skills and
abilities, fear of change and comfort to remain kimown and familiar zone. Thus, the
empowerment workshop "Roots& Wings might make &edtince in the level of self-capability
and raise the level of self-consciousness of sthenthat they enjoy, and thus to decrease the
extent of concern and fears entailed in professideselopment. The program constitutes an
opportunity to encourage teachers to develop femsgelves, a future scene, to set targets for
themselves and strive at the realization thereelvdlbpment of a future scene is in fact, the
choice of a final destination that constitutes aessary step in order to derive methods of
operation in compatibility with the target. It shdie assumed that teachers who will set a target

for themselves out of self-consciousness of petsamaties and skills, will be able to create a
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driving force and to provide propelling energies poomotion of their plans. From that they will
manage to exhaust their ability and develop petsoaad professionally.
Content of the intervention program

The intervention program included ten meetings imiclv the following subjects were
discussed:

1. Familiarity with self — the personal circle: rdigication of abilities, qualifications and
skills alongside weaknesses, difficulties and latdns;

2. Constructing a future scene in examination efdbsired state;

3. The disparity between an existing and a desstate — reasons, causes and ways of
coping;

4. Cognitive coaching — tools for personal empovesriand growth;

5. Interpersonal interaction — familiarity betwethre team members for a purpose of
familiarization with the powers existing betweeartemembers;

6. Change process — encourage insights which fasieing with attendant difficulties,
concerns, fears, examining risk versus chance;

7. On the way of realization of the change — stypnd steps in the process.

The ideas for the workshop activities were basethijman my accumulated experience as
an on- going guide for student teachers and falifged teachers. While filling these roles, |
participated in various in-service training courtiegt entailed empowerment, and in a personal
training course wherein | acquired and practicackdie training tools. | similarly made use of
the Internet site http:iww.ted.com

The sessions in the workshop are presented inpienaix. No.
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/ Expected-Current Situation \

Difference between the expected and Lack of difference between the expected and
the current situation > the current situation
Signification: interest for promotion Signification: desire to remain in position
\ Cognitive Channel ~ Emotional Channel /
1

v
Integration of the two channels into clarifying gemal and
professional development advantages
3

A 4
Self-awareness. Stress on positive thinking, withgnoring
barriers. Abilities, strong points, weak pointsferences.

v

Connecting capacities at a higher level

v

Motivation for professional development

Figure 3.10The professional developmental axis

The methodology of the experimental stage

The first part of the experiment was diagnostithwthe purpose to examine the initial
attitudes of teachers regarding professional deweémt. The same procedure had been
implemented at the third final diagnostic phaséofeing the formative workshop in order to
evaluate whether and to which degree a chance badrred. The workshop participants
completed the questionnaire on “similes on protesdi career” twice [137], the first time prior
to the beginning of the workshops and the secand tipon its conclusion

The original questionnaire was comprised of fiveegagart A includes personal details, part
B deals definition of career, part C deals in camealization, part D deals in the range of
expectations and part E deals in focusing of céntro

As the purpose of the questionnaire was to exanattitudes of teachers regarding
professional development, only two parts were tdkem the original questionnaire, as detailed
in the appendix

Part A included personal details: year of birthe,adetails on education: type of academic
degree, years of experience in teaching, primasitipo in school and stream of belonging

(state and state-religious).
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Part C deals in realization of career and includedosed questionnaire with 47 statements
on which the respondents were asked to statedhdirde on a scale of 1 to 6 levels: score 1 on
the scale expressed complete objection to conterg statement and score 6 expressed a
complete agreement with a statement. The stateneearmined the attitudes of the researched
subjects regarding: A. Definition of career. B. Barof expectations. C. Sense of the examined
subjects regarding fairness of the organizationato® them, a question of professional
advancement, and attribution of focusing of contwlfactors of promotion. From this part
questions that dealt in the rage of expectationd facusing of control were statistically
analyzed

The meaning of the range of expectations is the sizgap in which an individual sees
himself in the stage of research between the narstehching future position in terms of his
promotion and realization of his personal careercusSing of control means to what extent
examined subjects attribute internal or externali$ing of control when they examine factors
that might affect the realization of their persocaleer

Processing questionnaires was done by the quargitaiethod that included a statistical
processing for the examination of variance in pgtioa of teachers regarding professional
development in teaching career

Research population

As research population, 13 teachers with a mininofigight years of experience were
randomly chosen, who since their beginning teachénggined in their position as teachers

The considerations lying behind the choice of thgliaation steps were that
1. An empowerment workshop is an operative option tviscconvenient and easy to execute

and to examine its results
2. An empowerment workshop is a tool that can be exelcoly an entity external to the

organizational system and thus to allow for thecaken, monitoring and evaluation
processes to be effective and not to be influehgefrther factors.

The second formative part of the experiment wasdas the premises determined in the
initial diagnostic part- of the teachers’ motivatidor professional development. The
Motivational Workshop Roots & Wings was conductedeach session in a different neutral
place in order to make it easier for the 13 paréinis. Two criteria led to the choice of teachers
— seniority of eight years of teaching, and agredreeparticipate

The rational underlying the structure of the workshvas to start with constructing a future
picture of the participants to examine whetherdhsra disparity between the position in which

they are and the position to which they strive sTikia stage that afforded a starting point for the
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continuation of the workshop since it offered |,asinstructor, to familiarize herself with the
difficulties of the factors inhibiting their profe®nal development. Two groups were
anticipated: a group that strove to advance andoapgthat strove to remain in the current
position. It was therefore expected to deal witbheaf these positions from the emotional and
the cognitive perspective. The division into growgi®rded | the possibility of leading each
participant to awareness regarding the factorsbiting the professional development and the
search for ways to cope. As the personal developmeperceived as an inborn tendency that
pushes people to self-realization [95; 112] oneld/@xpect their position would be to remain in
the role as teachers and feel dissonance betweasotnitive and the emotional sides. After the
participants presented their desire to remain @ir thositions as teachers, they understood that
the feelings accompanying this position were negatihere was then room to deal with the
advantages of professional advancement since tifieryasolution to their negative feelings of
remaining in the position. After we reached an ghsithat professional advancement can
improve the negative feelings regarding remainimghie teaching positions and the desire to
advance professionally are not sufficient condgidar their occurrence, it was necessary to
discuss the personal responsibility of each paditi in setting himself a target, according to
what each wanted to attain and to strive for itdization. Setting an objective which is a type of
striving for professional development demands cdibghiéy with abilities, preferences, and
personal tendencies and therefore handling selfeavess is necessary that will lead to
developing high self-awareness, following which gaeticipants will be able to reach educated
decisions regarding the choice of a professionakld@mental direction stemming from self-
knowledge. With identifying the professional deyettent direction, it is necessary to deal with
planning operative steps to attain that goal

The central axis of the experimental part congduthe basic framework for me as a
researcher, paying simultaneously careful attertioevents in the field. The insights that arose
from the previous session affected my decisioroaghether to add a session on the same topic
in order to expand and further the subject or torento the next subject as we realized the
matter. An example of this was the first sessioat tthealt with self-awareness, in which |
discovered that the participants had difficulty esipg personal independence, and | understood
that | should hold several session to this end

The strategies emanating from the experimental part

1. Inner motivation to participate in workshops pertiag to change

2.Reflective ability regarding personal processes

3.ldentifying personal needs and orders of priaitie
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4.Familiarity and applying diverse relevant methtus are suitable to personal ambitions
5. Implications of participating in a workshops @areer advancement

3.3. The final diagnostic procedure of the teachermotivation to advance

Findings

Comparison between the attitudes of teachers regppdofessional development was
examined in three indicators:

1. Range of expectations.

2. Internal focusing of control.

3. External focusing of control.

Table 3.8: Comparison between attitudes of teadbefire and after the workshops in

index of range of expectations

Before After T
Average Sta'f‘df"‘rd Average Sta'f‘df"‘fd
deviation deviation
Range of expectations 3.74 0.54 411 0.49 1.81*

A significant rise was found in the range of expéions of teachers. Meaning, after the
workshop, the range of expectations of teachesgygficantly lower than the range of
expectations before the workshop. The meaningaisatter the workshop the gap between the
state in which teachers considered themselvesrierly and between the future position has
reduced in terms of promotion and realization séeathan what was prior to the workshop. It
should be said that following the intervention @ty teachers started to realize that the
realization of their personal career is a realigtid possible step.

Table 3.9:.Comparison between attitudes of teachers beforafi@dthe workshops in

index of internal focusing of control

Before After T
Average Staf‘d‘?“d Average Sta'f‘df"‘fd
deviation deviation
Internal focusing 3.84 0.52 4.32 0.51 2.27F*

A significant rise was found in internal focusimgeaning, after the workshop, there is a
rise in attributing internal factors that affece ttealization of their personal career in compariso
to the state prior to the workshop. The meanirtgas teachers started to realize that the

responsibility for realization of personal careein their hands and in order for a professional
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development to take place activity is requiredlogirtpart rather than waiting for the thing to be
done for them by external factors.

Table 3.10Comparison between attitudes of teachers beforatiedthe workshops in

index of external focusing of control

Before After T
Average Standard | Average Standard
deviation deviation
External focusing | 3.98 0.55 3.84 0.51 0.65

No significant difference was found in external dsmg. It should be noted that the
workshop did not make a significant difference ttriluting external factors that affect the
realization of personal career of teachers. Froenrésults, it appears that teachers continue to
believe in the effect of external factors uponieedion of career. Although the trend of averages
is according to expectations, meaning that extedowlsing at the end of the workshop is lower
than in its beginning. The meaning is that thera tsend of decrease in attributing of external
factors that affect realization of personal career.

- 4.4
4.3
- 4.2
- 4.1

L/

M Before 39

H After - 3.8
- 3.7
- 3.6
- 3.5

External focus Internal focus Range of
expectations

Figure 3. 11Foci of impacts on professional development
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Table 3.11General design of the workshop

General Prior to intervention| Intervention stage Post-intervention
stages Gathering data Ten session empowerment Feedback
Analysis and workshop for teachers with| Data analysis and comparison
comparison of at least eight years of
qualitative and seniority
quantitative findings
Interviews
Specific Distributing The experiment Final assessment
stages beginning Distributing questionnaires| Feedback and reflection after t
guestionnaire prior to workshop to workshop
including closed and examine personal attitude Distributing final questionnaire
open items  tq regarding career Data analysis and comparison
compare two groupsdevelopment
of teachers Empowerment sessions
Analysis of the| including containment,
findings indicates a leadership, and application
contradiction Distributing questionnaire
between the following the session to
quantitative and the compare with findings from
qualitative findings | questionnaire before
Interviews workshop
Research Personal Implementation Final assessment
tools guestionnaire based Personal questionnaire Reflective assessment of the

on variables of
burnout and
motivation
In-depth interviews

based on variables of range
and expectations, focusing
inner and external control
Empowerment activities
including

1. Containment to
create trust

2. Leading to new
insights and search for new
ways of coping

3. Application — use of
new insights and their
conversion to operative
actions in the professional

2 variables pertaining to the process

experienced

Distributing final questionnaire
identical to the starting questionnai
to examine change in attitudes

Analysis and comparison betwee
the findings from the questionnaire
prior to the workshop and those aft
the workshop

career

(€

D
P

Interestingly after the workshop, the range of exagons of teachers was significantly

lower than the range of expectations before theksfmp (table 3.11) becoming more conscious

of their own responsibility for their advancememdrn they were at the beginning . Consequently,

after the workshop the gap between the state ichwt@iachers considered themselves currently

and the future position declined in terms of praom&and realization of career than that prior to

the workshop. It should be said that following thiervention activity, teachers started to realize

that the realization of their personal careerrigaistic and possible step
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Table 3.11 finds a significant rise in internaldsmg. After the workshop, there was a rise in
attributing internal factors that affect the reatian of their personal career in comparison to the
state prior to the workshop. This means that teacstarted to realize that the responsibility for
the realization of personal career is in their sarid order for professional development to
occur, activity is required on their part rathearnthwaiting for the thing to be done for them by
external factors

No significant difference was found in externaldemg (table 3.10). The workshop did not
seem to make a significant difference in attribgitexternal factors that affect the realization of
teachers' personal careers. From the results gaapphat teachers continue to believe in the
effect of external factors upon realizing a carétwever, the trend of averages is according to
expectations, i.e., external focusing at the enthefworkshop is lower than in its beginning.
This means that there is a trend towards a deciaaatributing of external factors that affect

the realization of a personal career.

3.4. Conclusions of Chapter 3

In light of the statistical findings, a scene wasrgeived according to which the
empowerment workshop impacted the attitudes thathers attribute to realization of their
professional career. In two out of the three intice a significant difference was found between
attitudes of teachers before and after the worksimapin the third indicator there was a trend of
change although not a significant one.

Thus, it can be said that school managers and dtmgewill be able to see in the
empowerment workshop "Roots& Wingss” an effectieel tfor impacting the attitudes of
teachers regarding their development in professiaaaeer. The opportunity of providing
teachers the needed coping strategies to reachatedudecisions regarding the choice of a
professional developmental direction stemming freeif-knowledge can benefit the whole
educational system in competing successfully withgoal of aspiring to development.
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GENERAL CONCLUSIONS AND RECOMMENDATIONS

The theoretical value and innovation The central contribution of our research consists
determining the correlation between the environaderfactors of the educational setting and
teachers' motivation to advance in their perforrean@ur research managed to tackle the
objectives proposed, being elucidated the scierdifjuments concerning the importance of the
environmental support for the burn —out preventiand development enhancing; the
experiences, and strategies efficient for conngdiachers to their inner hidden abilities which
can be put into practice by implementing adeqpatéessional development

Our research embodied in the pedagogical modenbincing motivation for career
development confirms that professional develepinis determined by a series of factors, their
eradication being a matter of cooperation betwden @¢ducational factors concerned: the
Ministry of education, the curriculum establisharspectors, manager and teachers alike. The
importance of personal development in teachingeiaforced in light of the reality of post-
modern life re-confirmed by the current researchcamcordance with leading contemporary
body of research [35; 41; 43; 53; 55; 56; 58; 6B; 69].The present millennium is
characterized by lack of stability and multiple ©bas, a reality in which the term "career" gets a
different meaning. Not one career any more, whechtéady throughout life but a dynamic and
changing career. A reality in which the working Weshortens and there are more leisure hours.
In a reality in which employees are not obligatedjo to the workplace but can also work from
home, work should receive a different meaning thefore. Today, people see in work a place
that enables personal development and self-reirzatherefore, the characteristics of the post-
modern reality should also find their expressiothi& education system. The teaching profession
should include a developmental horizon that wowddekpressed in the advancement courses of
teachers to prevent functioning in conditions désdtisfaction, to create motivation amongst
teachers and to create an optimal functioning. Vitedity and importance of motivation in
teaching is supported in studies that indicate dtweelation between teachers’ motivation for
teaching and motivation of pupils for learning afwd their study achievements. Thus, the
teachers' motivation in the education system isamointerest of teachers alone but also of the
organization [29; 35; 42; 55; 58; 73; 110].

On this basis, in the systematic plan, programsutifvation and personal empowerment are
needed that lead to the development of self-consoiess regarding the points of strength of

teachers and to plan an occupational horizon fmth
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Praxiological value of the researchThe findings we collected after the implementatud
the formative stage of the research, proved thatppropriate organization of supportive
activities, the approach of adequate issues antiadelogical tools, and a close cooperation
between the educational factors can ensure sugtdiss process of empowering teachers from
their entrance into the educational system andtredl way through fighting burn-out and
enhancing renewal and innovation. The program ef empowerment workshop— “ROOTS
&WINGS” serves as an example of good practice fdrosl managers, inspectors and class
teachers that could enhance development driveatahs through the activities promoted during
the program, and thus acess teachers' hidden cogsngrses

At a personal level, it is possible to focus onradividual counseling for teachers regarding
their feelings, as a result of a position, whilamining the considerations and personal doubts
and possibilities concealed in the teaching océapdor each of those in doubt.

The directions of solving the problem of teachersburnout by opting for professional
self-developmentare as follows:

« Developing awareness to burnout risks and sigrisatiegpart of the systemic adequate
preventive strategies and practices.

» Offering teachers empowering programs all througtioeir career

» Train teachers to use self- feed backing strategmsciples and indicators practiced
through the empowering program to monitor one’'sera

» Creating systemic partnerships among school masaggpervisors and teachers to
enhance on-line self development and prevent barnou
Providing a constant psycho-pedagogical suppddaohers at risk of burnout (young
and veteran ones).

In conclusion, it may be sustained that the figdiof the current study are consistent with
the high importance of maintain a safe and nourgheducational environment in reducing
teachers' burnout devastating implications, inkibeefit of the whole educational system. In this
sense, this study contribution focuses on the gtrefifects of educational and organizational
factors on teachers' burnout

RECOMMENDATIONS OF THE STUDY
For the Ministry of Education

1. The current research proved the need of copinig indhe form of practical programs
directed towards preventing teachers' burn-out @mhancing continuous professional
development. This issue still requires additicstaéntion from the policy makers who should
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acknowledge and practically encourage the esdintof the teachers' well-being in the

service of the systemic functioning. In this comtthe Ministry of Education is required to

contribute to the solution of this problem by aliting extra- funds for creating and improving

the professional development options for the teesch

2. The Motivational -ROOTS& WINGS Model for enhanciteachers' motivation to advance
can serve as a guideline for managers in shapaigol policy towards on-line teachers

3. The issues addressed during the interventiorbearseful in designing new programs
that could approach longstanding problems leadimgafessional development.

For school managers

* The study draws school managers’ attention to #eessity of creating a permanent
nourishing setting of teachers' support in whicackers can feel confident to develop their
potential for their own sake and for the sake efsbhool and the educational system,;

* Personal accompaniment, individual counselingjtexhdl empowerment workshops,
creating a supportive empowering organizationalrenment can promote the school
functioning in providing a nourishing context t@temployees and eventually to the direct
benefiters —the pupils.

» Teachers should be viewed as partners to desigmograms and policy and not only as
consumers.

» All teachers should be guided towards professia®lelopment, at least within the
school.

» Teachers should be empowered in their positions.

* The common situation within the educational systeimere teachers may feel confident
and professional -in their teaching work but no entinan "a screw in a machine" in the
organizational environment of school-should be agkedged andadequately addressed by
courageously dropping traditional formats of leadby dictatorship and replacing these with
new co-operative policies in which teachers ‘preseand continuing improvement is considered
significant and worth-cherishing.

For the teachers

The study can serve as a benchmark in

* Acquiring increasing awareness of their personafigssional skills and abilities by
overcoming the natural fear of change and daorgjve up the comfort to remain in the known
and familiar zone

» Cherishing and embracing life-long continuous leagrand constant development
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SUGGESTIONS FOR FURTHER RESEARCH

» Since the evaluation of the interventional progfardings show that teachers' attitudes
had been obviously influenced by their participatio the workshop sessions, a longitudinal
follow up of the lasting effect of the workshop daendone in order to establish whether-and to
what extent the participants have developed intrintivation for self-development and
whether they have actually started to act in ferabvancing of their career.

» Since the results of the current research ,a plesitive correlation between the work
environment and teachers' motivation has been drpadurther research based on the current
results could be one that examines the learningra@mment influence on pupils' learning

motivation.
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APPENDICES

Appendix no. 1

SUMMARY OF THE RESEARCH MODEL

n

D

[

nt

L8
<

-

Bjr

1 Developing| To identify who of the Participants had the opportunity to think
a future participants is interested in personahbout their future in their professional career
picture development in their professional
through career
guided
imagination
2 Attitudes To explore if there is a disparity | The participants began to think about the
of striving to | between the given and the desired factors that led them to choose the current
advance and | situation position and were made aware of the feeling
of remaining accompanying this choice
in the
position
3 Advantageg To expose the participants to the The participants began to feel dissonance
of advantages of professional between the cognitive and the emotional
professional | advancement aspects. From the cognitive perspective ther
advancement was rationale in remaining in the position bu
had negative feelings from the emotional
aspect
4 Setting For the participants to attain the| The participants began to understand that
objectives insight that they have personal change in professional career necessitates
and striving | responsibility for their professional change in thought and behavior
for their development, and therefore must set
realization an objective accordingly
5 Self- The participants should be aware The participants began to be aware of thei
recognition | of their strengths and weaknesses inner strengths via self-observation and
that will help them choose a observation of their colleagues in the group
suitable objective
6 Personal Developing greater awareness aof The participants intensified the self-
strengths personal strengths awareness regarding their strengths
7 Self The participants should be Many participants were more self- confider
promaotion capable of advertizing their and a greater sense of capability. Reactions
strengths and abilities to members such as "It's absurd we did not know of what
of the group. This demands of thepwe were capable" or "Why didn't | appreciate
to believe in what they are. myself enough, | have so much ability and
skills".
8 Career Lead the participants to the Participants understood that fear is not sol
changes realization of the normative aspect theirs, but is part of their professional
is fear of the unknown and to wish advancement. This insight released them
to remain with the familiar and the| somewhat from the fear
known
9 Striving for a| To lead the participants to note Participants noted their ambitions while
professional | their aspirations in their thinking about the operative steps for their
career professional careers and plan their achievement
steps for their achievement
10 | Feedback To lead the participants to reflect | Participants developed self-awareness of
and summary| on the process they underwent abilities and strengths, and thought about thg
- insights following the workshop professional development

Session no. 1

Procedure: | asked the participants to completstqpraires that explored their positions
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regarding advancement in their professional cardérs questionnaires aimed to examine their
perceptions regarding the teaching career as reglaed professional and personal expectations,
and to what they relate the factors influencingrthersonal advancement in their careers growth
(focusing the internal and external control).

After completing the questionnaire | held actistien guided imagery. | asked the
participants to describe their future picture ibagine themselves in a few years working in a
position they would like and to describe in writiwpat they see for the future. Each participant
was asked to complete her picture of the futuréherpage as follows:

My picture of the future

Imagine yourself in a few years working in a pasityou like

Imagine- the position, the colleagues, the workiremment

Describe in detail:

* What do you see? Give a visual description of wisatsaw during the guided imagery
exercise

* What work do you do?

« What are your areas of responsibility

* What does your day look like?

* What do you enjoy? Why?

* What challenges do you face?

» How do you handle these challenges?

* In view of what you have written, can you identifie role in which you will be involved a

few years hence?

The activity was intended to identify who of thertpapants strives for professional
development, and to identify the reasons that prégwdibit the professional development.
Identifying the teachers' attitudes regarding pssi@nal development affords a key for
intervention activity. The consideration that guldee is that only when their attitude regarding
professional development is clear will it be pokestio extract the factors underlying this position
and to advance them towards change in attitude.

Reflection: Ten participants developed a futurenade similar in essence to the current
scenario, in other words, they saw themselves oiniy in their position as teachers without
any change. The main reason arising from their centenwas that there are not many options
for professional advancement. Only those who asesecto the school manager advance, and a

miracle must happen for there to be change in disétipn. Three participants developed a future

135



picture different from the current one. They claimthat they want to advance in their
professional careers but are rather skeptical venekis will actually occur.
Session no. 2:
Procedure: | scattered various statements ondbe, #ome expressed attitudes of aspiring
to advance professionally and some regarding gagithe current position
1. | dream about a career that will enable me to dovwosk in a way in which | will follow the
timetables | set for myself.
2. Security and stability are more important to mentreedom and autonomy.
3. Ithink a lot about a way in which | will be able thange my position in the teaching field.
4. | dream about a career in which | will be challeshtpy seeking a solution to challenging
problems.
5. 1 would prefer leaving my place of work rather tHaing involved in work that forces me to
compromise in my private and family life.
6. | feel great satisfaction in my work when | am ftealefine for myself my tasks, timetables,
and the procedures for which | am responsible.
7. 1 would prefer leaving the organization in whictvdrk rather than accepting a task that will
endanger my security.
8. l'would like to progress and to develop in a calmérgreatly fear the unknown.
9. | want to advance and develop but do not know irckvdirection.
10.1 would be interested in receiving help to advainceny career.
11.1 am satisfied with my position as a teacher angehmo intentions of advancing in my
career.
12.1 do not see a reason for which | should changeasytion.
13.1think I will stay in my position until | retire.
Each participant took a statement with which sleaidied and thus two groups were
formed.
Group A: The participants who chose to remain eirthositions as teachers (ten teachers)
Group B: The participants who wanted to advandbeir teaching careers (three teachers)
Each teacher involved the others in the factorsldthher to choose her position, and in
her feelings following her choice.
In the plenum: Discussion — of the factors andifgslthat arose in the groups
The session was aimed at examining whether theseavdisparity between the
participants' existing and the desired situatiowl i# so, to identify the reasons and factors for

this. Identifying the factors helps to cope witdueing the disparity
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Reflection: The reasons that arose from the grdupadicipants who chose to remain in
their positions reflected a lack of choice andifegd emanating from this choice — frustration, fear
and concern. In contrast, the group of participarite chose to advance in their careers explained
their choice in the desire to renew and refresimisdves and manifested feelings of satisfaction
and pleasure. It should be noted that the feelingisstemmed from remaining in the position ere
mainly negative compared to positive feelings #matinated from professional advancement.

When summing up the session | asked whether thaseawparticipant whose opinion was
reinforced following the workshop or whether shé igith other insights. At this stage the
participants claimed they chose to remain in thmmsition as they did not want to remain
teachers throughout their lives, and would likgtogress but believe this was not dependent on
them but on additional factors.

Session no. 3

The session was intended to expose the particip@antthe advantages embedded in
professional advancement through presenting thearddges and disadvantages of each
condition: remaining in the position versus proiesal advancement.

Procedure: As a continuation of the previous sessiowhich the emotional aspect was
explored (clarification of the emotional load acgmanying each of the positions) the
participants advanced to the cognitive stage -tilogdhe advantages and disadvantages in each
of these positions. The participants were divided two groups:

Group A — Remaining in the teaching position

Below are the participants' reactions as they arotige group discussion

Advantages Disadvantages
Familiar work Remaining in the same position is boring
Easy convenient work Fed up of doing the same thing all the time
Work causes burnout
Tiring work

Group B — Advancing in the professional career
Below are the participants' reactions as they arofiee group discussion

Advantages Disadvantages
More variety, sense of renewal, interesting, New position is scary, unknown
challenging Harder to start anew than remain in

Varied, not boring. Less burnout, fun to prograss a| place
not remain in the same position, advancing is a far
better feeling than remaining in the same position

Reflection: | was surprised to discover that whémking about the advantages and
disadvantages stemming from each of the positibagarticipants noted that there were more
advantages to professional advancement than remgaimithe teaching position. This led me to

ask the obvious question: Why, therefore, do weaia teachers rather than advancing in the
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teaching career?

The main answer to this question was a sense ekeoence with familiar work and fear of
change.

Session no. 4: Setting objectives and striving tealize them

The current session was intended to identify tivardy force that enables the participants to
implement the objectives they defined for themseinea structured and focused manner.

Procedure: As a continuation of the previous sessitich ended with the question of how is
it that teachers remain and do not advance despiétributing positive feelings and any
advantages to advancement, | asked each partidipante all the reasons for not attaining what
she strived for, to suggest solutions for diffi@dtand ways to overcome them.

It should be noted that the main reasons weredieidre unknown, and thereafter | asked
each participant to remember a figure who had ackéim her professional career whom she
appreciates.

In pairs: Each participant shares a figure witheatner whom she appreciates while
examining he unique attributes that she thinks lshloe appreciates.

Questions for discussion in the plenum:

» What do you appreciate in this figure?

« Why does she arouse appreciation in you?

e How do you think she reached what she did?

» Did she have a preliminary plan, or did she atthenposition by mistake?

* Why is it important for there to be an objective?

* What makes a person suddenly set himself an obgstti

* How do you think a person with an objective behaves

« Do you think that setting and defining an objeciivereases personal chances of succeeding?
« Are there objectives in your professional careésd - what are they?

Reflection: The issue arose from the discussionthiey appreciated a figure who
advanced for the courage to leave a familiar pwsitor a new position. | was pleased to
discover that they all agreed that advance ist@hce and that it is a result of the objective set.

At the end of the session | asked the participengsepare a list of aspirations/objectives
in their professional field.

Session no. 5: Self-recognition

Procedure: | distributed to each participant fiedldbns on which she was asked to note

personal strengths that might help her to advandedavelop in her career.
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In the plenum:

Stage 1: | asked each participant to report hengths to the group and how each strength
helps her in her professional career.

Stage 2: | asked each participant to observe thagths of the other participants and to try
to identify strengths she lacks but would like &vé. It was important that they expressed an
opinion as to what they attribute importance buiciwhhey lack, and what they should do in
order to adopt such.

Reflection: At the beginning of the session thdipgrants had difficulty noting their
strengths claiming that they found it hard to rettevhat they were good. It gave a sense of
pride. Here | had to emphasize the importance aghs of being aware not only of our
weaknesses regarding the points we need to impbone&|lso our strengths regarding what we
should maintain.

Session no. 6: Personal strengths

Procedure: For the participants to be more awatkeshselves | prepared a page of various
skills and asked them to score each of skill. Bethe page of skills:

Diagnosis of personal strengths

Before you are diverse skKills.

Please note, for each skill, the extent to which gce in control of that skill on a scale of 1-
5, where 1= not at all. 2 = slightly, 3 = to a mte extent, 4 = considerably, 5 = greatly.

Thereatfter, a verbal description of why you thirkiyhave the skill at the level you noted

Please note, do not give the same score to eathsskihat there is diversity between the

skills. This can indicate to you your strengths #make on which you think you should work.

Skill Score Verbal description

Analytical ability and problem solving

Creativity and innovation

Thorough and deep

Interpersonal skills

Ability for team work

Leadership

Ability to express and present opinions (in wrijing

Ability to express and present opinions(orally)

Ability to listen and express empathy

Ability to motivate others and oneself

Ability to work independently

Flexible and adaptable

Ability to organize and plan

High self-awareness

Ability to maintain balance between different areasfe
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In pairs: | asked each participant to involve hair ;1 the score she awarded herself for each
of the skills, and to share with her in cases imcWwlithis skill is manifested. The goal was for the
partner to check whether the score given was cabieatith the cases or whether it was
exaggerated in either direction.

Summary: | asked the participants to share what the esetttad done for her with the
group and whether she discovered something new &leoself?

Reflection: The participants reported that the eiserallowed them to discover diverse skills
of which they had good or less good control. Tki-awareness can assist in adapting a
professional development direction. Every choicthandirection of development necessitates
adaptation of various control skills.

Session no. 7: Self-advertisement

Procedure: | asked the participants to relate¢mtelves as a brand and to try to advertize
themselves. The underlying concept was to lead tiodme aware of themselves.

Each participant was asked to relate to the tgrsdteself-advertisement appearing below
and to prepare for a presentation before the otigenbers of the group.

A brand named you

Ten steps for self-branding
1. Think of yourself as a brand

What differentiates my brand from other brands?

Compare to other brands and find advantages fdictietomer” who will buy the brand
2. Note advantages your brand has.

What is unique in it?

3. Don't be afraid of success
For what would you like to be famous
4. Advertize yourself
Market yourself to a broad target audientlee-visibility principle
5. Everything you do is taken into consideration
Also — what you do not do is taken into ¢dagation
6. Connections with everything

Your professional image relies on a netwdrkamnections=friends, colleagues, clients

and the way you present yourself as a brand
7. Don't fear strength

Who has more power to influence? (When somewogars a strong brand he feels strong)

8. Make use of the labor market

140



Think/breath/operate/ initiate projects
9. Be selfish but loyal
10. Don't sell yourself cheap

Make a personal contract with yourself. Wikamportant to you? Money? Interest?

Prestige?

Success managing a business called "me"

Finally personal presentations were held intendadarket the individual.

Reflection: | was surprised to discover that theip@ants were freer to market
themselves, to note their strengths with greatafidence than in the session in which they were
asked to note their personal strengths.

Session no. 8:

Procedure: | scattered musical instruments onltioe  a recorder, drum, triangle, guitar,
cymbals, mouthorgan etc.

Stage 1: | asked each participant to choose arumsnt. Each participant told the others why
she had chosen that particular instrument.

It should be noted that the consideration guidirgginparticipants when choosing an instrument
was familiarity with, or mastery of, it.

Stage 2: All the participants were asked to gieittstrument she chose to the person sitting
next to her and to play a new instrument.

Stage 3: | asked each participant to share witlytbep how she felt when asked to play the first
instrument, and how she felt when playing the sdanstrument, and whether the time to
experiment with it improved her feelings

Stage 4: The implications and insights regardipgronal career — | asked the participants to
try to think how one could apply the insights frtéime exercise to the advancement in the
professional career

Reflection: It transpired in the discussion thatalldend to choose the familiar in order to
control the situation. Personal development thatasifested in professional advancement is
a type of change that entails fear of the unkndsvmilarly, a musical instrument is like any
situation of change. Experimentation makes thesbfice.

Session no. 9: My ambitions for a professional caee

Procedure: Further to the previous session, | agkede participants to write their
objective in their professional career and to plensteps towards its implementation

What are my ambitions?

. What skills are needed to attain this goal
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. Do | have those skills? How do you know?
. What are the steps you must take to attain thif?goa
. What resources do you have?
. How can you best use the resources at your disposal
At the end of the writing stage, each participdrares the members of the group in what
she wrote, and they must ask questions to claaifyer than offering advice in order to lead to
choice best suitable.
Session 10: Feedback and summary — insights fromelworkshop
Procedure: | scattered on the floor the beginnafggatements. The participants were
asked to choose the beginning of a statement aaré ghwith the other members of the group as
a continuation of that statement.
The statements:
| leaned from the workshop that...
| feel that...
| take from the workshop...
| learned about myself that...
| want to share...
| found it very hard...

| would like...

© N o g B~ wbdPRE

| am pleased that...

Reflection: | was pleased to hear that the worksbftgred the participants an opportunity
for self-discovery. The participants reported thiaey left the workshop with greater self-
awareness than when they arrived. They expresskegssthat there were no such workshops in
the professional framework and that they had noedso earlier. They noted that this had been
an opportunity to stop and think about their woskragards their professional advancement,
what feelings stemmed from it and how they see fa&ire professional careers.

At the end of the statement stage, | asked thécjmhts to complete the questionnaires for
a second time, examining their attitudes towardsiadement in their professional careers, in
order to examine whether there had been chandgeeiinattitudes regarding development in their

professional careers.
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Appendix no. 2:
PROFESSIONAL DEVELOPMENT — QUESTIONNAIRE FOR TEACHE RS WHO
HAVE REMAINED IN THEIR JOB AS TEACHERS

Dear teachers,

The feeling of a teacher at work and as a resulvark is an important component in
teaching. The purpose of this questionnaire isetrn about the feelings of a teacher. The
findings of the questionnaire will be used for ash and to draw conclusions and upgrade
processes, to improve the system in general, anedchers’ satisfaction in particular.

Please complete the questionnaire in full; theeerar right or wrong answers, only what
suits you best. The data you will supply are anamysnand will be used for research purposes
only.

The questionnaire is phrased in the masculine geravever, it is intended both for
females and for males.

Part A: Feelings of a teacher at work

ever Very seldom Seldom Often Very lways
often
1 | feel that teaching is physically difficult for
me.
2 | feel that | am exhausted by the teaching
work.
3 | feel that my pupils are not doing their best|in
studies.
4 | feel that | do not realize myself in teaching
5 | feel that it is not that important for my pupils
to prove themselves as good pupils.
6 | feel exhausted at the end of a work day at
school.
7 | feel that | would better utilize my ability in &
profession other than teaching.
8 | feel that teaching makes me too tired.
9 I think | would choose teaching all over again,

should | be given an opportunity to start my
professional life anew.

10 | | feel that as a teacher | do not progress
enough in life.

11 | I feel that my pupils don’t want to study that
much.

12 | | feel that teaching wears me out.

13 | Ithink I would want much better pupils than
those | have right now.

14 | | feel that my expectations from teaching ar
not being realized.

1%}

Following are several statements regarding prasessiattrition. State how often you have felt as
described in the sentences below. Mark in the gpjaie place: 1 - never, 2 - very seldom; 3 —@@ld4

— often; 5 — very often; and 6 - always
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Part B: Motivation in teaching

Please note the extent to which you agree with e&tte following statements on a six-
rank scale, wherein 1 - you completely disagreé witat is said in the statement and 6 -you

greatly agree.

Completely Greatly
disagree 2 3 4 5 agree
1 6
15 I am glad | have chosen teaching.
16 | estimate my teaching ability to be high.
17 I am generally satisfied with teaching.
18 I intend to practice teaching for a long time.
19 Teaching is a prestigious profession in society.
18 I have no second thoughts regarding my
decision to be a teacher.
19 Occasionally | have thought of retiring.
22 The teaching profession fits my personality.

Part C: Complete the statements

19. I remained in my position as a teacher in thecational system because:

24. A professional career without changes is:

25. | would/wouldn't like (delete the irrelevang) temain in my position as a teacher in the

educational system as:

26. If your answer is “I wouldn’t like to remain my position as a teacher”, then

complete: | would like:

27. If  would advance in the teaching career | lddeel:

27. | would/wouldn’t recommend (delete the irreletyany teacher colleagues to advance
in professional career in the educational system as

Part D: Details of the person filling out the gquesbnnaire
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Circle the suitable answer in each one of the Yahg questions and fill in what is
missing, if necessary:
27. Gender: A. male  B.female
27.Age:
31. Marital status:
a. Married
b. Single
c. Divorced
32. Number of children:
27. Family income:
a. Monthly income much lower than 11,000 NIS.
b. Monthly income of about 11,000 NIS.
c. Monthly income higher than 11,000 NIS.
31. What is your total teaching experience (inatgdhe current study year, that would be
considered as a full year for the purpose of cogntine years of
Rofessional development. Education (state the Bigkeel of your education, only one

education level is to be stated)

1. Qualified teachers 4. Master’s degree
2. Senior teacher 5. Doctoral degree
3. Bachelor’s degree 6. Other (please give dgtail

36. To which educational stream does the schowahich you teach belong?
a.State
b.State-religious
c.Independent
32. Classify the population you have taught:
1. Regular education
2. Special education
38. What is your main duty in the school (mark ooy main duty):
1. General teacher (for all subjects) and claasshter
2. Class teacher
3. Teacher of a subject or a limited number ofesttb and a class teacher
4. Teacher of a subject or a limited number ofesttb (not a class teacher)
5. Educational counselor and a teacher

Thank you very much for your cooperation!
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Appendix no. 3:

MOTIVATION AND PROFESSIONAL DEVELOPMENT: QUESTIONNA IRE
FOR TEACHERS WHO HAVE ADVANCED IN THEIR PROFESSIONA L TEACHING
CAREER IN THE EDUCATION SYSTEM

Dear education personnel,

The feeling of a teacher at work and as a resuMark is an important component in
teaching. The purpose of this questionnaire ig&on about the teacher's feelings. The findings
of the questionnaire will be used for researchwitrg conclusions and upgrading of processes
for improving the system in general and for teashsaitisfaction in particular.

Please complete the questionnaire in full. Theeenarright or wrong answers, only what
suits you best. The data you supply are anonymodisvdl be used for research purposes only.
The questionnaire is phrased in the masculine gehdwever, it is intended both for

females and males.

Part A: Feeling of a teacher at work

Following are several statements in the subjeprafessional attrition. State how often
you have felt as described in the sentences aHgamioMark in the appropriate place: 1

“never”, 2 “very seldom”, 3 “seldom”, 4 “often”, ®very often” and 6 “always”.

Never | Very | Seldom| Ofte | Very | Alwa
seldo n ofte |ys
m n

1 | feel that teaching is physically
difficult for me.

2 | feel that | am exhausted by
teaching.

3 | feel that my pupils are not doing
their best in studies.

4 | feel that | do not realize myself in
teaching.

5 | feel that it is not that important for
my pupils to prove themselves as
good pupils.

6 | feel exhausted at the end of a work
day at school.

7 | feel that | would better utilize my
ability in a profession other than
teaching.

8 | feel that teaching makes me too
tired.
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9 | think I would choose teaching all
over again, should | be given an
opportunity to start my professional
life anew.

10 | |feel that as a teacher | do not
progress enough in life.

11 | Ifeel that my pupils don’t want to
study that much.

12 | |feel that teaching wears me out.
13 | Ithink I would want much better
pupils than those | have right now.
14 | | feel that my expectations from
teaching are not being realized.

Part B: Motivation in teaching

Please score each statement that is presented kedavding the extent to which you agree
with its content. Mark your answer on a six-ranélscwherein 1 - you completely disagree with

the statement and 6 - you largely agree.

Completely Greatly
disagree agree
1 2 3 4 5 6

15 | lam glad | have chosen
teaching.

16 | | estimate my teaching
ability to be high.

17 | 1 am generally satisfied
with teaching.

18 | lintend to practice
teaching for a long time.
19 | Teaching is a prestigious
profession in society.

18 | I have no second thoughts
regarding my decision to
be a teacher.

19 | Occasionally | have
thought of retiring.

22 | The teaching profession
fits my personality.

Part C: Complete the statements

Ur

19. I reduced the teaching hours in class in fa¥@nother duty in the educational system:

24. After the change in duty | sensed:
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25. I would/wouldn’t recommend (delete the irreletyany teacher colleagues to change a
position in the educational system:

26. In order to change a position in the educatisystem one needs:

27. With a view to the future, which position yoouwld wish for yourself five years from

now?

Part D: Details of the person completing the questnnaire

Circle the suitable answer in each one of the Yalhg questions and fill in what is missing,
if needed:
27. Gender: A. male B. female
27. Age:
31. Marital status:
a. Married
b. Single
c. Divorced
32. Number of children:
27. Family income:
a. Monthly income much lower than 11,000 NIS.
b. Monthly income of about 11,000 NIS.
c. Monthly income higher than 11,000 NIS.
31. What is your total experience in teaching (idahg the current study year, that would be
considered as a full year for the purpose of cogntihe years of experience)
35. Education (state the highest level of your etion, only one education level is to be
stated)

1. Qualified teachers 4. Master’s degree
2. Senior teacher 5. Doctoral degree
3. Bachelor’s degree 6. Other (please give dgtail

148



36. To which educational stream does the schoahich you teach belong?
1. State
2. State-religious
3. Independent
32. Classify the population you have taught:
1. Regular education
2. Special education
38. What is your main duty in the school (mark ooy main duty):
1. General teacher (for all subjects) and claashier
2. Class teacher
3. Teacher of a subject or a limited number ofexttb and a class teacher
4. Teacher of a subject or a limited number ofesttb (not a class teacher)

5. Educational counselor and a teacher

Thank you very much for your cooperation!
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Appendix no. 4:

ATTITUDES OF TEACHERS, IN PRACTICE, TOWARDS THE DEV ELOPMENT OF
FUTURE PERSONAL CAREER

You are participating in a study that examinesattiéudes of teachers regarding the
development of a future personal career. The quastire is anonymous and will serve for
research purposes only. | would like you to congletur details as requested and answer the

questionnaire according to the instructions inghestionnaire.

Thank you in advance,

Part A: personal details:

Gender:

1. Female

2. Male

Date of birth:

Marital status:

1. Married

2. Single

3. Other:

Place of residence:

City

Town

Community center

Cooperative settlement (Moshav)
. Kibbutz

Current education level:

Qualified teacher
Senior teacher
B.Ed.

M.A.

. Other:

Years of experience:
Positions you hold in school:
Teacher

Class teacher

Age group coordinator
Vice school manager
School manager

Other. Give details:
Your main position:

1. School manager

2. Vice school manager

akrowbNPRE
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Age group coordinator
Subject coordinator
Class teacher
Teacher

Other. Give detalils:

NOo Ok

Year of experience in position:

Work environment:

1. Primary school

2. Junior High school
3. Post-Primary school
Stream:

1. State

2. State-religious

Part B: Career realization

Following is a list of statements relating to adw@ment in career. Grade your agreement
with each of the statements on a scale of six $ewbille 6 indicates “strongly agree” and 1
indicates “strongly disagree”

Statement

Strongly
agree

Agree

Tend to
agree

Tend to
disagree

Disa
gree

Strongly
disagree

1

. The planning of my career and my

professional development are not my
main concern in life.

.1 do not consider myself as a careerist.

3. Deepening of and professional expertis

in a position constitutes occupational
advancement.

. Professional advancement does not

depend mainly on the will of my superid

=

. In my work place, there is sufficient

information regarding future directions
development of the organization.

6.

| consider my current position as a
springboard to a higher position.

7.

Marriage and family are more importan
for me than career.

[

8.

When career collides with other prograr
in my life, | give preference to career.

ms

9.

Leadership positions at work interest m
and | would like to achieve them.

10. Managerial positions interest me and

would like to practice them.

11. In my workplace, there is a free flow

information on occupational vacancies.

12. Should | know about directions of

development of my workplace | might
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relate my professional development to
the requirements of the organization.

13. The criteria for professional
advancement in my workplace are clea
to all employees.

=

14. 1 am willing to take the risk in
transferring from one workplace to
another as long as it constitutes an
advancement for me.

15. In the organization | work in,
professional advancement depends on
skills.

16. Should | wish to advance to a more

senior position, | would have no problem
about it.
17. Professional career does not have to|be

related to assignment of a superior.

18. 1 will never give preference to career
over family.

19. | prefer to direct my career in a way n
to hurt home and family.

ot

20. Should I be offered a higher position
than my current one, | will gladly accep
it.

—F

21. Should I be offered to specialize in th
field of my position, | will gladly accept
it.

[¢)

22. | experience a very strong conflict
between commitment to family and
between commitment to career.

23. Development in occupational career
means transition from a lower to higher
position.

24. When a higher position than mine
opens in my workplace, | know about it
from reliable sources.

25. In my workplace, not everyone can
apply for a position vacancy.

26. | am willing to exert a lot of effort in
order to reach a higher position.

27. My success at work is not a guarante

for my advancement to higher positions.

28. More than skills are required in order
to advance to higher positions.

29. The chance to advance in my
workplace, depend first and foremost
upon myself.

30. Leadership and managerial positions
better to men.

31. Women succeed better in senior
professional positions.

32. In my workplace, management
encourages employees to apply to

position vacancies.
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33. ltis better to take risk in a transition
from one workplace to another as long
it is an advancement of position.

as

34. The considerations for professional
advancement in my workplace are
professional and practical.

35. Even if | will excel in my work | will
not gains the appropriate appreciation
from my superiors.

36. Women have difficulties to meet the
requirements of senior managerial
positions.

37. At my workplace, they would prefer t(
recruit employees for the most senior
position, from outside.

38. An employee who wants to advance

his workplace should better get closer to

members of management.

n

39. The possibility to advance to senior
positions depends more on luck.

40. One who advances in position once,
has more chances to advance to furthe
positions.

41. | would have been extremely pleased
should it be possible to devote all the
time to home and family.

42. ltis correct to view the development
occupational career as a growth in sanj
position or in position with similar statu

e

U7

43. To be well connected is a key to
professional advancement.

44, Young people in an organization hav
a better chance to advance to higher
positions.

D

45. | believe that my advancement to

higher positions in my workplace will be
related only to objective circumstances|

46. Home and family do not have same
importance and satisfaction for me as
building a career.

47. Marriage and creation of a family has

much importance to my opinion.
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Appendix no. 5 -23:
VERBATIM EXTRACTS FROM THE IN DEPTH INTERVIEWS
A . Career-driven pattern extracts

Turning to teaching out of family and social pressai

Appendix 5, Nurit

“... The reason | turned to teaching is my mother (@nyl my partner, who is nhow my
husband, put pressure on me to go to teachingnfeslao study accounting and ... they told me:
‘no! teaching is more appropriate, try’. (Nurit)

Appendix 5. Miri

“(...) sometimes there is uncertainty as to whickection to turn to (...) and there is also
the matter of what your siblings (do). Somehowrlraat say that | had it inside and | knew that |
am turning to teaching, | had family pressure” (Mir

Appendix 5. Batsheva

“The choice (of teaching) was entirely incidentaccompanied my sister-in-law to the
application examination at the Achva college, amemvl arrived there | was recommended: ‘if
you are already here, why shouldn’t you sign uplidithe exam, and a few days later they
called my sister-in-law to tell her that she did pass (laughter) and | was told: ‘you passed.
Come to pay and start getting the things goingétéeva).

Appendix 6, Bath Sheva

.Transition from the teacher’s position to anotheopition throughsuperiors

“(...) It is not that | don’t want to (be a vice-saiomanager), the school manager has
marked me. One day he came and told me: ‘you areggdo the management course’. | said to
him: ‘tell me, are you crazy? | have only been h#ag for a few years.” He said to me: ‘no, you
are going! Go study and see that it is not softemg (...) after the management course | found
out: “(Batsheva) you are not different than othgmj really can aspire to this direction as well’.
Then | became vice-school manager” (Batsheva?2).(5.

Appendix 7 Bath Sheva
Transition from one position to another through exernal factors

“(...) In the master’'s degree framework, an inspectdro studied with me, was looking
for teachers for a new school. She (the inspectskpd me: ‘Batsheva, what do you think?’ |
told her: ‘what do you think?’ She answered: ‘lo@knew school (...) you would be able to
develop, there are plenty positions in high schdabld (the inspector): ‘you know what, | think

I'll come’. That's it, this is how | arrived at teling in high school. After a very short period (in
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the new school) the school manager told me: ‘ydubei my vice school manager’, this is how |
became in fact a vice school manager (...)” (Batsh&®a3)
Appendix 7, Nurit
“| started as a class teacher. | taught math inhenalass... after two years a veteran math
coordinator retired and | was offered the posi{iNarit)
Appendix 7, Nurit
“This (position of vice school manager) is not stimmgy | said ‘I want to be a vice school
manager’. No! | knew | want to do things for thestgm .... the vice school manager position
also had a tender with four candidates but somehawas expected to apply to the tender”
(Nurit)
Appendix 7, Yaffa
“(...) | developed without knowing that | have theld to empower outside school.. the
inspector removed us completely from teaching aaderus all instructors and one into a school
manager (...) Since that year it was on the le¥direaking boundaries, meeting in teachers’
lounges, meeting teachers in all of southern Isiaadvery city, connecting to school managers,
preparing meetings with them, with boards of dwext getting familiar with all the top people
and ... later on, being on a district and natidena|” (Yaffa).
Appendix 8, Bathsheva/
A lack of self-consciousness in one's own abilitiésd strengths and having a low sense
of capability
“When someone believes in you and tells you: ‘yan be a school manager’. Right, it
takes time to digest. But even if you do not badien this yourself (at first) later at work,
experience does its thing (...)" (Batsheva ).
Appendix 8, , Eti
“The moment | began receiving positive reinforcemenomplements from the
management (...) later from the factors with whomat tbeen in contact - teachers, pupils,
management - made me feel that this position & sehool manager would be my destiny."
Appendix 9
turning to teaching entirely incidentally
Appendix 9, Hagit
“(...) when | was in the military compulsory drafiteau | was offered this as an option.
There was a course for girls prior to the draft (. ajrived there, did the course (...) when | was

discharged | had two years of teaching
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studies and | completed the third year as a civiiad | had a teaching diploma and then |
started working” (Hagit).

Appendix 10, Transition from a teaching position tcanother position by incident

Appendix 10, Hagit

“Three years prior to starting studying there wasnder for vice school manager in
school. | felt that | was very qualified for thebjand | applied (for the tender). In retrospect, |
can say that | applied innocently. | couldn’t sdeatwoes on under the (..) in fact, it was all
decided and clear that someone else gets it, treésne” was my friend. | got slapped real hard
in the face (...). Emotionally | was uncomfortablebtthere anymore... it shocked me. | said to
myself: ‘that’s it, you must find yourself sometgielse” (Hagit).

“Now | am in management course. (...) | don’t kndwwill go now (... | mean) if | will
participate in the tender in a year or two butt fofsall studying was good for me, | like it, and
besides, | have the option, so when it will comaiit happen. As of now, | am 18 years (in the
system) so I'll have to (work) for 11-15 years martil | retire. So what? Same thing all the
time? Come on, let's do something else (laughtg#f#git).

Appendix 5.6, Deganit

“It all began in the sabbatical year (...) | feltth&ave to rest. And then the thoughts
came: what am | doing (in the sabbatical year)thérfirst stage | thought | would take courses
for fun and pleasure to the soul (...) | thoughtéded a degree on the way as well. | connected
with a peer from work, | realized that she, as wethks for something to study, we saw
educational counseling. We thought that this (celing) might contribute at home with
individual children and something with which sheilcbremain in the educational system but in
a slightly different niche. | went to study (...) wkelready the first step of change was”
(Deganit).

Appendix 10, Deganit

“All sorts of things occur to me, what else | ammdpto study. Something, still in the field,
a framework with children. What leads me is thad ll the time with children. I love what | do
now and | want to advance” (Deganit)

Appendix 11/
Low self-consciousness and sense of capability
Appendix 11, Hagit

.“(...) I got slapped real hard and... first of alinbs uncomfortable for me emotionally to

be there any loner (...) it shocked me and | samyself, that’s it, you must find something else

for you” (Hagit).
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Appendix 11 , Deganit

“It all started in the sabbatical year. (...) | thbtigbout what am | doing. The first stage
was that | take courses for fun and pleasure ®istul and ... later | started to think that | need
a degree along with it. Then | said: ‘well, letreeck about masters degrees, let’'s see what is
there’. And ... then | connected with a peer from kvgaughter) and realized that she, as well,
looks for something to study and then we saw edutatcounseling” (Deganit).

Appendix 12 /
Internal motives for professional development
Appendix 12, Lior
“I cannot tell what has brought me exactly (tactaag), It has always been clear to me
that | would be a teacher, | cannot explain whyiof).
Appendix12,Aliza

...When | was discharged (from the military serviaeyl thought of what | would like to
study, it was clear to me that | am going to sttehching. And there was only need to choose
the field. What do | like? The field | liked the stds the field of science (...) and when | began
studying there was no science orientation (...)l epphed the dean and asked him: ‘if | want to
open the track what does it mean?’ And he answéamedhave an excellent pedagogical
instructor for teaching of science if you find agp of ten girls who are willing (to study
science) | will open the track next year'. | sadgellent’. And that is what | did. | worked all
my charms and persuasion upon the girls in themrdle were a group of 40 seminary students,
| persuaded girls who have no relation to scietaugghter) (...)" (Aliza).

Appendix 13 / Recognition of the need for professmal advancement
Appendix13, Lior

“After 11 years, | sensed that | am satiated artcbd patience. Once | felt | no longer give
the response children deserve, that the childrenvwere not receiving all | can give them. |
decided simply that | that is it. | searched ia @mployment notices (in the papers) and saw that
there is nothing | can do as well as this (teacghamgl then | decided to move forward, | signed
up for a management course and got accepted andias lucky that at the end of the first year
(of the management course) | applied for a tendeldreceived the school (...)” (Lior).

“In 10-11 years | will definitely be ripe for theert position (...) for now | am still far from
it (...) I think (...) of possible positions in the $gm... | have not checked which positions are
there? Where can one go? But | think that | hawattsted the glass ceiling. This means that the
moment | break the glass ceiling then it is easietevelop to other directions and there is

enough managerial positions, | am certain“ (Lior).

157



Appendix 13, Aliza

“| started as a teacher, it was clear to me froenbipginning that | would not remain for
long in the same position, that | would do somaglelse. (...) when | felt that | began to get
bored, to feel that | start to repeat myself... @lized) that | need something for myself, to
develop, advance, and study (...) “(Aliza)

“Despite the fact that after eight years of teaghhrere was an opportunity to go to a
management course (the school manager offered seayl: ‘yes | am going’. It is not that |
intended to be a school manager after eight ybatd,said: ‘this is an opportunity to study’. |
went to the management course. | enjoyed studyang much, and from the process and | said
that | should wait a little longer that it is noyrtime (to manage) mainly out of personal/familial
considerations. Inside (I felt that...) | would like.)” (Aliza).

“When | finished the management course | wantestudy something and make a change.
| said: ‘(...) what can | study?’ (...) | said: ‘letfgo to the field of counseling’ (...) | studied for a
masters degree in educational counseling, enjdyedtudies very much, | fell in love with it
much more than | thought | would, prior to begirqstudying. And then, it was obvious to me
that the first career change | am doing is changm teaching to counseling. In counseling |
haven't fulfilled myself yet. (But) also when | enéd counseling | said: ‘| want a counseling
position for 8-9 years’. The transition to managativeas not a planned thing. It was not
something | intended to do. It could happen inva years as well (...)last year when the
opportunity appeared and | was approached regandargging a special school then (ah...) it
took me a long time to reply. | had to think, weiglo and... | decided to on the challenge. And
this also was something temporary for me (...) | téke my mind that this is for some period of
4-5 years. What would happen then? | don’t knowtwhll decide. Either I'll go back to
counseling or it would be another position” (Aliza)

It seems that Aliza's credo regarding a careét gdon’t believe that there is faith or
something like this but there is opportunity. libeé that opportunities exist all the time, we
should know how to recognize them and | know howetmgnize them” (Aliza).

Appendix 14/
having high self-consciousness and a sense of capgb

Appendix 14,Lior “(...) I decided that | am leaving the systemnhgly decided that I'm
... that's it. | searched in the employment notiagadlfe papers) and saw that there is nothing |
can do as well as this (teaching) and then | dedidenove forward, | signed up for a
management course and got accepted and ... | wag tlhiakat the end of the first year (of the

management course) | applied for a tender andwedé¢he school (...)" (Lior).
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“(...) I think (of possible positions in the systerhflon’t know if | want to be an inspector
as it is a terrible position. (Ah...) I didn’t cheakich other position are there? Where is there to
go?”(Lior).

Appendix 14 , Aliza

“The transition to management was not somethiagmed or something | intended to do.
It could happen in a few years as well (...) lastryelaen the opportunity appeared and | was
approached regarding managing a special school#ten) it took me a long time to reply. |
had to think, weigh, do and... | decide to take wpdhallenge” (Aliza).

Appendix 14 , Yaffa

Professional development as contributing to satigfa “The light in the eyes, the sparkle
to get up in the morning each day feeling that gmadoing new things, that you are refreshing
and that you touch upon people be it at work imffiaf pupils and seeing the shine in their eyes,
or be it in front of teachers and presently in frohschool managers, coordinators, in front of
the instructees. (...) (Yaffa).

Appendix 14 , Eti

“I| feel that | am doing things more out of choiaat as someone forced, not as someone
has chosen for you... all my life | am managed amsl ot my choices and ... ah... all of a
sudden now there is also... my say.

Today | say everything... no one manages me, | nenagelf... | feel much better with
myself. Much, much better” (Eti).

Appendix 14 ,Yamit

“If | distinguish between the (current) positiomceteaching, then teaching is less
(pleasurable...) (The sense of pleasure and signdeat work stem from) can-do attitude,
leadership, ability to get things going, abilitylie in the steering team, the thinking team,
deciding things, executing” (Yamit).

Appendix 14 , Batsheva

“Motivation is high.. At first it was a bit diffiglt for me to get into it but then I fell in love
with it and when you love doing something then yaativation is accordingly (...) | found out
that with this field (pedagogical coordinator) yoan do many things and really fly with it to
many directions so (ah...) with this matter comes #i& motivation (...)” (Batsheva ).

Appendix 15/
Responsibility in the current position as a characistic that contributes to motivation at
work

Appendix 15, Lior
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“It is more difficult as a school manager, as @¢ually | am alone in making the decision
(...) Atthe most, | consult but | bear the respbitisy alone. If | did wrong they come to me
complaining not to anyone else and it is a burdern’most of the time it is a pure experience”
(Lior).

Appendix 15, Eti

“I see great responsibility in this position. Resgibility for the next generation, of the
future generation (...) | feel responsible to relethgepupils from our school that are ready for
life not only in a study aspect but social and eamatl as well. (...). (...) Yes I think that | had it
(motivation) all the time but now it is more (ah.Lro longer help a small class | help all the
pupils. Now | am a teacher of 450 pupils, and gaghl in the school is important to me” (Eti).

Appendix 15, Nurit

“I've always been highly motivated for work andlays get up in the mooring with a
smile, with energies and desire to do and affegt.iBthis position (vice school manager) you
are much more significant. There is much willingnh&scontribute, to affect. | must control
many fields, you need many areas. | think thatpbistion is a very significant position and... it
is not simple, very challenging but | have veryrhigotivation* (Nurit).

Appendix 16,/
autonomy and leeway
Appendix 16, Hagit

“In counseling work (...) I plan what, whom | meetdawhen, for how long (...) part of
the day | spend in personal conversation with gupile way | feel | should, | meet with the
truant officer, with a psychologist for two set bBehours, conversations with parents, | invite
to me, 1 go on house calls, very dynamic (...) thengenty of activity. Amazing! | love it. |
enter the school at eight, haven’t looked at thickvgiet and it is already two. The day passes
with pleasure” (Hagit).

Appendix 16 , Zehava

“In age group coordination, the day is very dynantievolves, it is very much dependent
upon the conduct of pupils during the day, thepietees for all kinds of matters, forms that
arrive for handing (...) | can arrive at a workdayemH know that | am handing one, two, three
things and | find myself handing other things todt.is quite changing, unclear, very dynamic
(...)the motivation stems from the fact that the wisrklynamic and not boring or routine,
motivation stems from the fact that it is often tegictable (...)* (Zehava).

Appendix 16 , Lior
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“(... Work as school manager is much better as)hawe budgets, it is not like a
teacher... here | am responsible for the budget drasvé a much wider freedom of action. |
leave a fingerprint in a system rather than a diags” (Lior).

Appendix 17
/Ability to have an effect on a system level
Appendix 17, Aliza

“I think that presently motivation is much higtees the position is more challenging, (...)
much more factors are involved in it. Managemeiat lisgistics thing that is expressed in
systematic thinking, in setting policy which is amuch higher and general level (...) | bring to
the position the counseling skills as well which & be employed with anyone | work with:
teachers, parents and pupil (Aliza).

Appendix 17, Nurit

“My motivation is higher due to the really highilgly to affect things. As it is not just one
area (...) (Nurit).

Appendix 17, Zehava

“I| feel that the process is more challenging ammaterpleasurable than what | have been
doing, | am doing other things, they refresh meytgive me involvement in areas | have not
touched before, the motivation stems from the tla@t you do many things on a macro level of
the age group rather than something specific,lef@ of pupil or class” (Zehava).

Appendix 18/
Low motivation for teaching as compared with mottian for work
Appendix 18, Lior.

“I do not assign myself for classes. (...) Enougim dulfilled with it! I'm fulfilled with
the subject of teaching. The subject of workingoagding to study programs. | greatly enjoy
entering a class and talking about matters thatest me, | can speak for hours with the children
but working according to a definite program andoadmg to standards, enough! I'm no longer
there” (Lior).

Appendix 18 ,Eti
“As long as | was the class teacher, motivation knghk all through the way. The moment |
moved to management (and...) | was require to gétl@asses) not as a class teacher the
motivation changed (...).Today? | feel like manadiuygmyself. Do not interfere. Let me make
decisions, | want to do it my way” (Eti).

Appendix 18, Yamit
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“If I look today, when | am partly in the positi@nd (partly) teaching, then my motivation
for teaching is less than my motivation for theipos. In teaching, it is something that is a
routine and regular already, | come and teach (atieliyer the material and that’s it. And in the
position it is something else, it is something mooenplex “ (Yamit).
Appendix 18 , Hagit
“I like also the teaching hours (...) sometimes wh@re is too much noise outside when
the counselor is constantly consumed: ‘I need yomust see you’, ‘come for a moment’, then
to get into a class with a group of 18 pupils alude the door, these are moment of quiet. But |
have more motivation for the counseling work (...priésently I am asked what do you prefer
tomorrow morning, to come for a day of six hourgezfching in a class or six hours in which
you are a counselor? Without a doubt! | preferginrs of counselor” (Hagit).
Appendix 18, Batsheva
... Occasionally | get tired of the fact that in pysition, teachers come to me all the time
‘and what about his, and what about that...’ so irgo a class and deliver the lesson and | enjoy
delivering it to the children, but would not hawwdsthe same should | go in for six hours of
work every day, no doubt about it” (Batsheva ).
Appendix 19/
Being fulfilled by the position constitutes a moévor professional development
Appendix 19, Hagit
“In the 11th year | sensed that | was fulfilledrfr@every angle. | said that | must do some
kind of a break. | thought of leaving the educagicsystem and later, when | was a little more
calm, | realized that | am looking for somethingesbut similar in the same system (so that) the
experience and the social benefits would be redeioreme and | will not have to leave the
educational system. | checked and got connectedately to the field of counseling” (Hagit).
Appendix 19 , Deganit
“The moment you feel that you are fulfilled, thatuyare saturated... that you have nothing
to innovate... or that you feel that each time yawvarin the same place and do the same thing
and there is nothing that is exciting and diffeyeénhink that you should tell yourself: ‘wait,
stop, let’s see how it can be changed’ (...)” (Depani
Appendix 20
Promoting motives/ The need for change and renewal
Appendix 20 , Deganit
“A change in people usually is something goodel telittle more vitality, feel that | am in

a slightly different place than where I've been.)(it was good the change. | think that many
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people should do some thinking, pause, and makamrge. It creates new energy, gives powers
to refresh and do something else and... maybe geterloutput” (Deganit).
Appendix 20, Batsheva

“As this (teaching) work is very difficult and bigs about burnout, you can enjoy teaching
when you make a change. He (the teacher) mustraseh in the educational system, to see in
front of him what is the next thing he would dot nwore of the same thing but something else.
Which target he would set for himself” (Batsheva).

Appendix 21/
An inner need for professional development
Appendix 21, Yaffa

“(...) Each professional process is a kind of m&juitb advance from one stage to
another. To say I'm fulfilled with it and what ise next stage? What am | going to do
differently? (...) This is not remaining in one plgce) so it is true that you continue to renew
yourself all the time, but once you are in the feavork, in the educational system and you have
the mobility and the advancement to aspire at ngoum then move up, do not stay down (...)”
(Yaffa).

“I very much want to be in the part that sets ppolitcthe part of future study programs. To
break through the familiar and try to think of sahieg else” (Yaffa).

Appendix 21, Aliza

“When | felt that | begin to be bored, feel thatarted repeating myself, and... (1) realized
that | need something for me, to develop, advastcely (...) | wouldn’t remain in one place.
Even now (as a school manager) | will not remamdag (laughter). Even when | entered
counseling | said that | want a counseling positmrB-9 years” (Aliza).

Appendix 21, Batsheva

“(Ahm...) it is a desire to breakthrough, neveremain in same place, the desire to
advance. I've advanced within the school and théside as well (...) | love what | do, | loved
what | did. And when | didn’t | looked for sometigielse. In management after eight years | felt
that... that's it (...) right now | am in a beginningsomething new | don't feel like (changing a
position) it should be given time, if | would fablat I'm fulfilled with it then ah... I'll seek for
another change” (Batsheva).

Appendix 22

JInhibiting motives-fear of changes and convenienoéremaining in the familiar place

Appendix 22 , Lior
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“I happen to think about it, how a teacher can doaa c-d or e-f (...) for 27 years not
everyone is built for this. There are people whel tmmfortable remaining in the familiar area
and the comfort zone” (Lior)

Appendix 22 , Deganit

“You need courage to make a change (...) to be aldetup and take hold of yourself and
do something different is not easy. Familiarizimgself anew with everything, to start building
yourself again (and...) you need courage for thiggdanit).

Appendix 22 ,Batshevsa
There are those who do not seek advancement bugegthat they do the Sisyphéan
work and if you ask them and they were honest watl, they would tell you that they are
burned out (Batsheva).
Appendix 23
Implications of professional non-development
Appendix 23, Deganit
“What would have happened (should | remain in rogifion as a teacher)? | think | would
feel more and more burned out from year to yeah. (Al feel more tired, obviously with age,
with the years and the requirement a school hasviihistry of Education has in the field of
teaching (...)” (Deganit).
Appendix 23, Lior

“I think that | would burn out and leave no questabout it! (...) the moment there is no
drive of interest and pleasure then children feét is on the account of children and then you
betray the duty. | would definitely leave (Lior).

Appendix 23 , Batsheva

“If I would remain only a teacher, | would definjgdeave and go to something else. As
this is a very difficult work, that brings aboutrbout. You can enjoy teaching in the first years
and you can enjoy when you make a change. If | vbalve to be doing the same thing |

wouldn’t have been able to” (Batsheva).
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Appendix no. 24
THE MAIN SUBJECTS OF THE 10 INTERVENTIONAL MEETI NGS
IMPLEMENTED WITHIN THE "ROOTS& WINGS" EMPOWERMENT W  ORKSHOP

The intervention program included ten meetings imcl the following subjects were
discussed

1. Familiarity with self — the personal circle: idiéication of abilities, qualifications and
skills alongside weaknesses, difficulties and latdns;

2. Constructing a future scene in examination ofdthsired state

3. The disparity between an existing and a desitatt s- reasons, causes and ways of
coping

4. Cognitive coaching — tools for personal empowernaed growth

5. Interpersonal interaction — familiarity betwedre tteam members for a purpose of
familiarization with the powers existing betweeartemembers

6. Change process — what is change? Attendantulifs, objections, concerns, fears, risk
versus chance

7. On the way of realization of the change — styagayl steps in the process
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