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ABSTRACT

Special education offers tailored instruction to students with disabilities in their
academic, social, and emotional development, helping them reach their full potential.
The study aims to explore the effect of job satisfaction on retention of special education
teachers in special schools in Yangon. The objectives are to examine the factors
affecting job satisfaction and retention among special education teachers working in
special schools in Yangon and to analyze the relationship between job satisfaction and
teacher retention. The study used descriptive and regression methods for primary data.
The study found that special education teachers exhibit high job satisfaction. A
significant strong positive relationship was found between job satisfaction and teacher
retention. Work itself, professional development, work conditions, recognition and
achievement, and pay and benefits significantly positively affect teacher retention. The
study suggests that school leaders should promote a positive attitude toward meaningful
work and professional development, and ensure competitive pay and benefits, safe
supportive work conditions, and recognition programs. These measures can reduce
teacher challenges, increase the satisfied professional teacher workforce, and create a
more sustainable learning environment for children with special needs in the special

education sector.
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CHAPTER I
INTRODUCTION

1.1 Rationale of the Study

In the dynamic landscape of education, developing and keeping a skilled and
committed teacher workforce is essential if high-quality special education services are
to be offered. As the demand for special education services increases, it is important to
take into account how job satisfaction affects teachers’ retention in the particular special
education context. Children with developmental or behavioral issues who struggle with
schoolwork, personal organization, and relationships with adults require special
educational needs. These children, also called children with special needs are
individuals who have some disability and need special extra assistance and care.
UNICEEF (2021) report described 240 million children with disabilities worldwide. As
per the 2019 Inter-Censal Survey in Myanmar, the disability prevalence rate of
Myanmar was 12.8% of the population aged five years and above (Department of
Population, 2020). The ‘Convention on the Rights of the Child’ (CRC) highlights
receiving instructional support, healthcare, training, education, and participation for
children with disabilities, moreover, the ‘Convention on the Rights of Persons with
Disabilities’ (CRPD) also emphasizes equal human rights and basic freedoms for
disabilities, and equal access to education for children with disabilities. World
Education Forum (2015) emphasized the importance of inclusive education, to ensure
no one is left behind.

There are four primary global ways for participation and education of children
with special needs — exclusion, segregation, integration, and inclusion (Hauschild &
Htet, 2015). Although inclusive education is acknowledged by Myanmar’s National
Education Strategic Plan (Singh, 2022), it is not currently progressing in Myanmar due
to the political situation and pandemic (Oo & Kawai, 2023). Therefore, special schools
offer special education services as a form of segregation and remain important for

children with severe disabilities.



Special education teachers are also one of the key stakeholders in training the
children with physical, cognitive, and behavioral challenges and teaching academic,
social-emotional, and life skills to help them reach their full potential. To effectively
maintain qualified special education teachers for the special education demands, it is
necessary to highlight the job satisfaction and numerous obstacles of the teachers. In
today’s world, there are issues of special education teachers’ shortage which adversely
affects the quality of education and development of children with special needs. Even
the developed country, the United States faces a significant shortage of special
education teachers due to high turnover rates, recruitment difficulties, the heavy
workloads. This poses significant challenges to the continuity and effectiveness of
students’ learning in special schools (Alignstaffing, n.d.). Special education teachers
experience difficulties and stress rather than mainstream teachers. “Teaching” job to
children with special needs has a lot of burdens and patience, which is evidenced by
exploring the different major types of these children such as physical, developmental,
behavioral, and sensory impairments.

On the other hand, the global prevalence of children with special needs is
increasing, particularly those with neuro-developmental, or behavioral disorders.
Autism, one of the types of children with special needs, has become well-known in
recent years, and it affects one in every 100 persons worldwide according to World
Health Organization (2023) report, and 1 in 36 children in the U.S. as per the estimation
of Centers for Disease Control and Prevention (CDC, 2023). The special education
service demand is rising in Myanmar as a result of parents’ increasing awareness of the
importance of early detection and diagnosis as well as referrals from child neurologists
and psychiatrists. The side effects of technology and the COVID-19 pandemic situations
negatively influence children’s behavior and create additional special needs and care
for them.

However, the good thing is that the number of special schools in Myanmar is
gradually emerging to support mostly children with neuro-developmental, intellectual,
or behavioral disorders such as autism, and ADHD. It remains a challenge having only
a handful of professionals who certainly understand and care about these children and
offer the accessible special education services everywhere. Children with life-long
developmental or behavioral issues such as autism, ADHD, and intellectual
impairments rather than sensory impairments have more difficulties in independently

surviving in their society. Due to the increasing demand for fulfilling special care for



the children, the adequate of special education teacher workforce is required for
effective teaching and development of children with special needs.

Therefore, this study focused on special education teachers, especially those
related to children with developmental issues in the special education field. From the
perspective of a part of country’s development, the job satisfaction and retention of
special education teachers are crucial for the effectiveness and sustainability of special
education programs at nationwide. Special education teachers provide specialized
assistance and quality education to students with diverse needs, enhancing life skills
and academic outcomes. Their job satisfaction should be promoted because they are
facing with the distinct job-related stress along with the significance changes of social
and economic settings of this country. Their job satisfaction can positively impact
student outcomes and well-being, foster a supportive learning environment and be more
likely to advocate for the safeguarding and inclusive practices and contribute to
effective and sustainable policies in the developing country, and additionally, lead to
retention ensuring continuity and stability in special education programs, allowing for
the accumulation of expertise to provide the children’s development and fostering
public perception and trust in the special education’s ability for the diverse needs of all
learners, which is essential for maintaining public support for initiatives and
investments for the children with special needs.

Through the job satisfaction of special education teachers, promoting their
passions and positive attitudes toward their work, attracting new teachers and
enhancing the retention for the best interest of the children with special needs are
important in the special education sector. In the case of a higher prevalence rate of
children with special needs, teachers’ leaving their profession due to job dissatisfaction
affects teacher retention and also raises concerns over the development and quality of
special education for these children. Exploring job satisfaction and its effect on the
retention of special education teachers in special schools in Yangon not only can
provide insights into strategies that can inform policy-making and school management
strategies, and create a more supportive environment to improve teachers’ morale and
retain qualified teachers but also contribute to the potential to ensure better continuous
learning environment for the development of children with special needs by fostering a

stable and satisfied professional teachers workforce.



1.2 Objective of the Study

The objectives are to examine the factors affecting job satisfaction and retention
among special education teachers working in special schools in Yangon, and to analyze
the relationship between job satisfaction and retention of special education teachers

working in special schools in Yangon.

1.3 Method of Study

The study used the descriptive and regression methods based on primary data.
The simple random sampling method was applied for selecting the special schools in
Yangon. Among the (33) special schools, the sample respondents were (166) special
education teachers from the selected (12) special schools. Primary data were collected
with structured questionnaires which were distributed to special education teachers by
the field survey. Key informant interview was conducted for some required information.
The other secondary data was relevant information from literature, journals, articles,

and websites.

1.4 Scope and Limitations of the Study

The scope is limited to conducting a study on the effect of job satisfaction on
retention of special education teachers in special schools in Yangon, Myanmar. This
study mainly focused on (166) special education teachers who are working at special
schools, providing children with learning, developmental, and intellectual difficulties

in Yangon. The data period was from May to July 2024.

1.5  Organization of the Study

There are five chapters in this study. Chapter one is the introduction with the
rationale of the study, objective, method, scope and limitations, and organization of the
study. Chapter two is the literature review for special education, job satisfaction and
teacher retention. Chapter three shows the overview of teaching in the special education
sector in Myanmar. Chapter four presents the survey analysis. The conclusion including

findings, and suggestions is mentioned in Chapter five.



CHAPTER1II
LITERATURE REVIEW

This chapter discusses the definitions of special education, the concept of job
satisfaction and teacher retention in general, including discussions of the theory and
importance of teachers’ job satisfaction and retention. It then discusses the effect of job
satisfaction on teacher retention before discussing the factors influencing teachers’ job
satisfaction and retention. The chapter concludes with reviews on previous studies of

job satisfaction and retention in special education settings and other related studies.

2.1 The Definitions of Special Education

There are numerous definitions of special education over time. The Individuals
with Disabilities Education Act (IDEA), created in the U.S. Congress in 1990, defines
as follows: special education means “specially designed instruction, at no cost to the
parents, to meet the unique needs of a child with a disability, including (i) instruction
conducted in the classroom, in the home, in hospitals and institutions, and other
settings; and (ii) instruction in physical education” (U.S. Department of Education,
2017).

“Children with special needs (CWSN) are those who have some type of
disability and require exceptional care and extra help” (Lalit, 2021). Individuals with
significant differences in mental, physical, social, or emotional attributes are often
considered exceptional in society, which can sometimes cause challenges and impact
various social contexts. Educating students in a way that considers their unique
differences and special needs is known as “special education, special-needs education,
exceptional education, aided education, or SPED”. Special education includes training
children who deviate physically, mentally, or socially from the norm to a degree that
necessitates adaptations in standard educational approaches. It addresses many
conditions like cognitive, emotional, behavioral, intellectual, sensory, speech, learning

disabilities, gifted children’s abilities, and developmental impairments (Ali, n.d).



One of'the several key features of special education is that it requires specialized
teachers, instructional strategies, and learning settings designed for each student to
ensure highly individualized support (Ali, n.d). Therefore, schools that are organized
with specialized facilities, resources, and personnel dedicated to meeting the needs of
CWSN, without enrolling in the mainstream classes are called special schools (Disabled
World, 2022). Special education teachers work with students with physical, mental,
emotional or learning disabilities by modifying general education lessons for those with
mild to moderate disabilities and teaching basic skills for those with more severe needs

(Fikes, 2022).

2.2 The Concept of Job Satisfaction and Teacher Retention

Job satisfaction is one’s feelings of fulfillment about their work nature.
Employees are satisfied when their needs and interests meet with their jobs. There are
multiple definitions of the term ‘job satisfaction.” Hoppock (1935) defined job
satisfaction as “any combination of psychological, physiological and environmental
conditions, which makes a person satisfied his job.” Smith et al. (1969) state that
feelings experienced are influenced by the disparity between job expectations and actual
experiences and the comparison of this disparity to alternative jobs. So, people with
higher expectations are more likely to have lower job satisfaction. Locke E. (1976)
defined “Job satisfaction is a pleasurable or positive emotional state resulting from the
appraisal of one’s job or experience.” Purohit (2004) states that job satisfaction is a
subset of employees’ attitudes toward specific factors, such as work conditions, pay,
and job security (Hoppock (1935); Smith et al. (1969); Locke (1976); Purohit (2004),
as cited in Azash & Thirupalu, 2017).

“Job satisfaction is an attitudinal construct reflecting one’s evaluation of his or
her job rather than emotional state” (Ilies & Judge, 2004). Job satisfaction is defined by
Bader (1997) as “the degree of satisfaction of the needs of the individual as a result of
engaging in that work or occupation.” It is consistent with the perspective of Maslow’s
hierarchy of needs theory, which includes the order of physiological, safety,
belongingness, esteem, and self-actualization needs (Tayyar, 2014). If the job fulfills
the person’s expectations and satisfies him, good reactions and results will be in his
workplace and society. Meeting expectations, emotional responses to job conditions,
and attitudes toward job characteristics can determine job satisfaction (Luthan (1998),

as cited in Azash & Thirupalu, 2017). Muller & Kim (2008) described job satisfaction



in two types: job facet satisfaction, which is feeling about benefits, pay, and resource
quality, and global job satisfaction, which is the general feelings of employees (Sahito
& Vaisanen, 2016).

Teacher attrition and an inadequate number of new teachers joining the
profession are the main causes of teacher shortages (McKee, 2003). Due to the many
enrollments of students and retirements of teachers, an insufficient supply of new
teachers means a teacher shortage. Among the different factors contributing to the
demand for teachers, an apparent amount of increased demand involves an increase in
student enrollment and a reduction in pupil-teacher ratio in the breakdown of 2012,
2016, and 2020 in the United States, while preretirement attrition causes the most
considerable amount of teacher demand. “Teacher attrition is the act of teachers leaving
their current positions for a different teaching position or leaving education completely”
(Otto & Arnold (2005), as cited in Jones, 2020). Teacher attrition can be both positive
such as moving leadership roles which is acceptable and negative (McKee, 2003). The
attrition of teachers who completely abandon the profession is the main concerning part
of the teacher shortage.

Retention issues are emerging as the foremost challenges in workforce
management for the near future (Irabor & Okolie, 2019). “Teacher retention is
described as teachers choosing to remain in their current teaching assignments in the
same school” (Billingsley (1993), as cited in Jones, 2020). The “need to prevent good
teachers from leaving the job for the wrong reasons” is teacher retention in which the
wrong or negative reasons may be the workload, stress or student behavior
(Kelchtermans (2017); Williams (2018), as cited in Arthur & Bradley, 2023). For this
study, teacher retention is described as SPED teachers’ choosing to remain in special

education field or keeping SPED teachers in special education field.

2.2.1 Importance of Teachers’ Job Satisfaction

Several types of research reflect the importance of job satisfaction to employees
as well as organizations. Much research evidence highlighted that higher job
satisfaction produces positive actions and good performance, and a satisfied one is
expected to be more innovative. It also plays a significant role in maintaining the
employees’ mental and physical well-being, as well as in ensuring that they are engaged
and committed to the job (Tayyar, 2014). It directly influences the employees’ way of

thinking, opinion, attendance, efficiency, and engagement (Sahito & Vaisanen, 2016).



Job satisfaction of the teachers can be seen by the achievement of their
responsibilities and difficulties, as well as advancement opportunities (Johnson &
Johnson (1999), as cited in Kinyua, 2014). According to Tayyar (2014), teachers’ job
satisfaction is “general and specific positive feelings and attitudes of teachers, related
to the needs they expect to be met by their job.” In the education sector, job satisfaction
affects the outcomes, which are absenteeism, attrition, and retention (Perrachione et al.
(2008), as cited in Tayyar, 2014). Teachers’ job satisfaction can be beneficial for the
students’ satisfaction and enthusiasm in their learning situations. This results from
satisfied teachers’ willingness and passion (Hurren (2006), as cited in Tayyar, 2014).

Special education (SPED) teachers working in special schools have a higher
chance of leaving their jobs than mainstream teachers because they face difficulties in
teaching children with developmental and behavioral challenges (Katsiyannis et al.
(2003), as cited in Major, 2012). Xie & Johns (1995) mentioned that employees with
challenging jobs feel more stressed; Emery & Vanderberg (2010) also acknowledged
that the emotional effort of SPED teachers working with children with behavioral,
intellectual, and physical difficulties is great. Therefore, according to Billingsley (2005),
ongoing stress at high levels in the special education field leads to a lack of satisfaction,
tension, intention to quit, and attrition (Major, 2012). This points out the significance of
job satisfaction in preventing these outcomes. SPED teachers experiencing job-related
stress struggle to harmonize their expectations in the workplace. Employees who feel
job dissatisfaction have a greater chance of leaving their profession. Individuals who
wanted alternative jobs with motivated rewards than the current job were more likely
to try to find them (Spector (2008), as cited in Major, 2012).

Hence, in order to help SPED teachers address the challenges of their role well
and lack of satisfaction if the administration performs ways to consider motivation,
these teachers can improve self-efficacy and effectively apply their ability in the
teaching job. Creating a suitable work environment forces the teachers to work well
with various children with special needs (Abushaira (2012), as cited in Ketheeswaran,
2018). Otherwise, SPED teachers staying engaged with dissatisfaction can leave their
jobs and lessen the benefits for children with special needs. When SPED teachers are
given a suitable work atmosphere, teamwork opportunities, and general administration
support, even though they have difficulties providing services for children with special
needs, they are satisfied with their work and will also remain in their current profession

(Abina et al., 2022). Teacher job satisfaction can aid in keeping qualified teachers and



ultimately tempt fresh teachers despite factors like retirement and family issues being
out of control (O’Shea, 2021). The level of job satisfaction among SPED teachers is
critical for sustainable special education and to recognize the human rights of children

with special needs (Strydom et al., 2012).

2.2.2 Importance of Teacher Retention

The imbalance of teacher demand and the number of qualified teachers offering
a service occurs in different places and fields (Sutcher et al., 2019). Also, in the special
education sector, despite the fluctuation of SPED teachers’ supply for nearly 30 years,
the demand for these teachers has continuously exceeded the supply (Boe, 2006). The
need for SPED teachers will increase along with the number of students who need
special education services (Cooc & Yang (2016), as cited in Jones, 2020). SPED teacher
shortage can be viewed as the inability to supply the demand for these teachers who
meet the requirements of being highly qualified teachers by the No Child Left Behind
Act of 2001 (NCLB) (Boe, 2006).

The Individuals with Disabilities Education Act (IDEA) ensures children with
disabilities receive special education programs, however, the shortage of SPED
teachers risks that opportunity (Peyton & Acosta, 2022). Keeping qualified SPED
teachers is challenging due to paperwork, low pay, the rising cost of education and
specialized training, and classroom management stress. Despite these challenges,
dedicated and committed teachers must prioritize quality education and training support
for children with special needs (Alignstaffing, n.d.).

SPED teachers provide personalized support to children with special needs by
overcoming their frustration and confusion in the classroom. They understand their
students’ needs and how to individually work with them, ensuring comprehension of
teaching materials (Alignstaffing, n.d.). Two-thirds of teachers quit their profession due
to job dissatisfaction in the United States (Sutcher et al. (2016), as cited in O’Shea,
2021). New entrants SPED teachers greatly depend on the administration’s support for
a better understanding of teaching and the concept of special education, however, when
they do not receive detailed knowledge and training, they do not feel enough
preparation and self-efficacy, as well as leaving their positions is occurred for the
teachers with lack of fundamental skills or competencies (Hope (1999); Kilgore &
Griffin (1998); Adnot et al. (2016), as cited in Jones, 2020).



According to U.S. National Education Statistics (2020), while children
receiving special education programs increased from 6.4 million in the school year 2012
to 7.1 million in the school year 2019, finding and retaining SPED teachers is still
challenging. Since SPED teachers offer the service to children with special needs
requiring high levels of need and additional assistance, these children are also
negatively impacted by teachers’ leaving their profession (Billingsley (2004), as cited
in Jones, 2020). The shortage of SPED teachers is not just a problem for the special
education system but also a direct threat to the well-being and future of children with
special needs.

Hence, it is the responsibility of educational leaders to prioritize maintaining
qualified teachers, the valuable human resources. SPED teachers collaborate with
professionals to address students’ complex needs, fostering interdisciplinary
collaboration, and enhancing professional development, mentorship, and sharing of
best practices, and encouraging a skilled workforce to effectively address the needs of
students with special needs. The way to lessen the consequences of leaving their
profession is to undertake the encouraged intervention for retention. One of the key
considerations determining the teachers’ decision to remain in the special education
field is job satisfaction. Leadership practices, communication, and cultural norms are
also highlighted for job satisfaction and retention (Jones, 2020).

Attracting and maintaining the teachers and supporting them in continuous
learning is also vital to improving student success (Darling-Hammond, 2003). School
leaders have endeavored to augment the supply of skilled teachers through recruitment
strategies like tuition compensation, unusual certification, and teacher apprenticeship
programs, while the growing number of children entering schools can be unaddressed
(Sutcher et al., 2016). The retention of SPED teachers in their profession plays a crucial

role in strengthening the special education sector.

23 Effect of Job Satisfaction on Teacher Retention

Job satisfaction plays a vital role in recruiting and attracting SPED teachers to
the profession. It provides a win-win-win situation for SPED teachers, children with
special needs, and special schools. Job satisfaction brings benefits such as better attitude
and motivation, enriched commitment, self-esteem, and social relations for the teachers,

decreased absenteeism and turnover, enhanced teamwork and retention for schools, and

10



also children’s learning outcomes and well-being which can contribute to a teacher’s
decision to stay in this profession.

There is a relationship between job satisfaction and retention (Bolger (2001), as
cited in Horrison-Collier, 2013). Understanding the job satisfaction’s effect on retention
of SPED teachers is crucial because of their unique challenges and stressors. Herzberg
(1968) affirms that the motivating and satisfying factors are the elements of satisfaction
that increase employee retention. Higher job satisfaction levels are associated with
more commitment, higher retention rates, and productivity. Job satisfaction leads to
longer employment, resistance to attractive job offers, and making referrals to other
people as a great workplace (Irabor & Okolie, 2019). Therefore, the recommendation
of SPED teachers who are satisfied with their jobs can attract others to work teaching
jobs, and as a consequence, it can also increase the supply of SPED teachers to serve
children with special needs and reduce retention issues.

To compliance the requirements in legislation, such as No Child Left Behind
(NCLB, 2001) and Individuals with Disabilities Education Improvement Act (IDEA,
2004), schools experiencing the SPED teacher shortage have the responsibility to
recruit and keep the teacher supply and also to ensure the teachers with high-quality
standards. It increases the duration of pre-service teacher training and also forces the
current teachers to take additional courses to meet competency. Depending on the
specialty and experience, SPED teachers’ employment is different. Because of the
diagnosis at earlier ages and medical improvement, the increased number of children
with special needs in recent years is expected to continue. The demand for these teachers
will be increased by the children with multiple and/or severe disabilities. For example,
according to the U.S. Department of Education (2003), children with autistic disorders
getting the required services significantly increased from less than 10,000 in 1992 to
nearly 65,000 in 2001 (Showers, 2008).

Therefore, these teachers’ requirements and teacher demands made them
struggle with stress and caused a lack of satisfaction. Research evidence also indicated
that these necessities forced teachers to leave their profession, leading to reduced
retention and causing a worse shortage (Rosenberg et al. (2004), as cited in Showers,
2008). Teachers who plan to quit are less satisfied with their jobs, and recruiting ones
on a temporary basis does not solve the problem of long-term teacher retention
(Ebrahimi, 2013). As per Herzberg’s two-factor theory, when employees are motivated

and content with their jobs, they are unlikely to have any incentive to seek opportunities

11



elsewhere (Sunderji (2004), as cited in Irabor & Okolie, 2019). The aspects of
satisfaction that retain skilled staff are personal satisfaction, feelings of attachment, and
achievement of long-term personal goals (Okolie & Omole (2017), as cited in Irabor &
Okolie, 2019).

SPED teachers’ satisfaction with their jobs decreases attrition, causes positive
favorable attitudes, and enhance cooperation, collaboration and job performance for
positive student outcomes, however, dissatisfaction has negative effects on teacher
retention (Horrison-Collier, 2013). As a consequence, it has negative effects on student
achievement, especially SPED teachers’ leaving the profession can mostly impact the
progress of students with special needs. Job satisfaction has several effects on SPED
teachers’ retention by improving commitment, morale, performance, relationships,
sense of fulfillment, and sense of belonging and support for this field. Hence, job
satisfaction not only can enhance the retention of desirable teachers but also can get

other benefits for the students and schools.

2.4  Factors Influencing Teachers’ Job Satisfaction and Retention

Many studies described measuring factors or dimensions of teachers’ job
satisfaction. Sahito & Vaisanen (2016) studied six dimensions; workload and
responsibilities, development opportunities, monetary and other benefits, supervision,
approvals and autonomy, working relationships, and work environments and facilities.
Wangari & Orodho (2014) studied SPED teachers’ satisfaction by experience, training,
compensation, terms of service, and administration support. Job satisfaction of SPED
teachers 1s examined by the influencing factors such as relationship with colleagues,
employment stability, personal affairs, career growth, accomplishment, salary and
compensation, supervisory support, administration and regulations, the job itself,
acknowledgement, responsibility, and working conditions (Kinyua, 2014). Job
satisfaction of SPED teachers can be determined by both intrinsic factors such as career
growth opportunities and recognition and extrinsic factors such as resources, salary,
and work environment (Strydom et al., 2012). Abina et al. (2022) studied the job
satisfaction of SPED teachers in terms of job content, promotion, compensation,
colleagues, and supervisor.

Herzberg’s Two-Factor Theory helped to understand job satisfaction in
educational settings (Karimi (2008), as cited in Patricia & Asoba, 2021). This theory is

well-known and developed in 1959. Herzberg thought that two dimensions contribute
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to the employee’s behavior in the workplace. The first dimension is called hygiene
factors (extrinsic factors), which means the job dissatisfiers related to: “working
conditions, pay and security, company policies, interpersonal relationships, and
supervisors.” If these factors are poor, the employees are dissatisfied with their job.
However, good hygiene factors can prevent dissatisfaction in their work. The second
factor, called motivators, motivates the employees to get more performance. These are
also called satisfiers (intrinsic factors) that are required for highly satisfied and
motivated for the long term. These motivators include: “achievement, recognition,
personal growth, responsibility, and work itself” (Daft & Marci, 2022).

Hygiene factors refer to the area of dissatisfaction in which the employees feel
a lack of satisfaction, and although the factors like noisy environment, low pay, and
poor relationships are corrected, if motivators are absent for them, employees will be
at the center scale of neutral. Motivators can lead to a high level of motivation and
satisfaction and also produce more performance in their work (Daft & Marci, 2022).

According to this theory, the following factors influencing special education
teachers’ job satisfaction which are adaptable with the context of the study area are
determined in this study -
(1) Pay and Benefit — Ketsela (2017) indicates that pay provides job satisfaction as
well as self-esteem according to Bruckner (1998), and higher satisfaction and
acknowledgment for teachers will be obtained by higher salary, moreover, other
benefits like vacation and retirement must be provided according to Herzberg et al.
(1959). According to equity theory, teachers who feel unfairly remunerated for their
efforts and struggles may decide to leave the profession in order to address the inequity
(Giacometti, 2005).
(i1))  Interpersonal Relationships — Positive supervisor-supervisee relationships
foster a sense of support and autonomy, which creates a conducive environment for
decision-making. Building strong rapport among colleagues can promote and predict
job satisfaction in the workplace. Some teachers realize that their relationships with
colleagues greatly increase their level of satisfaction in their jobs. Furthermore, the
interpersonal relationships between teachers and students, as well as parents, serve as
pivotal factors influencing teacher satisfaction (Tayyar, 2014). Parental involvement in
their children’s education and cultivating a good rapport with teachers can improve both

the working environment and influence job satisfaction (Mandal & Dhar, 2023).
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(ii1)  Work Conditions — Job satisfaction may be affected by the workplace
conditions. A positive working environment is based on some factors, e.g., the comfort
of classrooms, proper lighting and temperature, sanitation and availability of required
teaching materials and kits, and well-maintained facilities. It is also essential to have
access to adequate teaching resources in order to be satisfied with the job. Teachers’
satisfaction with their work is enhanced by the availability of adequate teaching
resources such as teaching materials, technology, and other resources that support
effective teaching as well as a sufficient workload, which is an important organizational
concern. When teachers are equipped with manageable workloads and have access to
essential teaching materials and technology, it decreases stress and increases job
satisfaction (Mandal & Dhar, 2023).

(iv)  Professional Development — Teachers need continuous learning training to
solve problems in managing the classroom, developing the curriculum, and instructing
the children in specialized areas. Professional development can increase their personal
and professional growth and effectiveness, as well as allow them to exchange their new
teaching perspectives with coworkers and learn and create new approaches for
instruction and student assessment. Professional development programs which increase
human capital can influence job satisfaction and retention in the profession (Njiru,
2014).

(v) Work Itself — Work itself is characterized as the level to which a position
delivers individuals with engaging tasks, prospects for personal development, and
learning opportunities, as well as affording them the responsibility and accountability
for achieving results (Robbins et al. (2003), as cited in Tayyar, 2014). People work their
best when the work itself engages and stimulates them, provides meaning and purpose,
and they feel meaningful, purposeful, and valued for their contributions. Work itself
offers intrinsic rewards and promotes job satisfaction and performance (Daft & Marci,
2022). Jobs that are challenging and inspiring, enable employees to utilize their skills
fully, and promote their status provide higher satisfaction when individuals find their
work stimulating, meaningful, and aligned with their potential (Irabor & Okolie, 2019).
(vi)  Recognition and Achievement — Teachers’ job satisfaction depends greatly on
acknowledging and appreciating their achievements and efforts. Teachers’ satisfaction
levels can be positively affected by organizational procedures recognizing and valuing
their diligent efforts, such as rewards, incentives, and public acknowledgment (Mandal

& Dhar, 2023). People’s preferences vary, with some favoring tangible rewards like
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presents, bonuses, or vacations, while others value words of appreciation and public
recognition, and others prefer quiet praise of the persons they admire (Daft & Marci,
2022). Teachers experience the highest satisfaction when their students achieve
success. Job satisfaction involves workers’ sense of accomplishment and fulfillment,
directly influencing productivity and personal well-being. It also indicates enthusiasm
and a sense of fulfillment (Sahito & Vaisanen, 2016).

Abina et al. (2022) reviewed to determine the effective ways to retain SPED
teachers using Maslow’s hierarchy of needs theory in which the physiological needs,
such as adequate compensation, alternative employment options for financial needs,
safety needs, such as adequate resources and support, supportive environment, social
needs such as collaborative learning, respectful friendship, self-esteem needs such as
emotional well-being, supportive guidance, and self-actualization needs such as
freedom of decision, skill development opportunities. This study uses the following
factors contributing to special education teachers’ retention in terms of the related job
expectations, attitude, and emotion -

1. Fair and competitive salary, 2. Specialized skills, 3. Collaboration and teamwork, 4.
Support from colleagues and administrators, 5. Appreciation for work, 6. Interest and
hobby, 7. Sense of fulfillment, 8. Motivation for children’s progress and inclusion, 9.

Effective services for children, 10. Awareness, 11. Career advancement, 12. Rewards.

2.5  Reviews on Previous Studies

As the local study, Wai Zin Thu (2020) studied the caregivers’ perception on
special education in Hlaingtharyar township in Yangon by face-to-face survey to 160
caregivers. The study found the significant association between caregivers’ socio-
demographics - gender and income and perception on the special education. It
highlights how critical it is to ensure equitable opportunities for a high-quality life, free
access to education for children with disabilities, and provide intellectual resources for
future generations.

As the international studies, Pazim et al. (2021) reviewed special education
teachers’ job satisfaction in Malaysia and recommended that the welfare of teachers,
including job satisfaction, should be prioritized by all relevant parties, including
ministries, state education offices, district levels, and schools, to enhance student

achievement, teachers’ commitment and performance. It highlights school
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administrators' crucial role in meeting basic job satisfaction needs, ensuring teachers
feel satisfied, and positively impacting students with special needs.

Abina et al. (2022) examined job satisfaction and its effect on the retention of
special education teachers in Davao City, Philippines, using a descriptive correlation
approach with a purpose sampling technique. The study revealed a significantly high
positive correlation between job satisfaction and employee retention among special
education teachers and high level of job satisfaction and retention however, it also
recommended the areas for improvement in salary, job content, safety needs,
physiological needs, and career opportunities, leading to more satisfied teachers,
thereby enhancing their retention and performance in the special education field.

Layden et al. (2022) performed an online survey to explore the career intentions
of special education teachers working with students with intellectual disability,
developmental delay, and autism spectrum disorder. Finding highlights the importance
of addressing working conditions to improve retention rates and reduce turnover rates
in the special education field. The results found significant differences in career
intentions based on demographic factors, highlighting the necessity for targeted
retention strategies for underrepresented groups in special education. The study
emphasizes the impact of working conditions on teachers' decisions to stay or leave the
teaching profession, suggesting that improvements in these areas could help retain
teachers.

Ince & Alkalut (2023) determined the teachers’ job satisfaction in special
education and rehabilitation centers in Turkey by semi-structured interviews. The
finding highlights the need to address challenges in special schools to improve job
satisfaction and education quality, and teachers express concerns about lesson lengths,
materials, paperwork, and lack of parental involvement and awareness. Although
teachers were dissatisfied with their institutions, for insufficient student education
hours, salary concerns, they showed a positive attitude towards their jobs and working
conditions. The study recommended to emphasize the need for adequate wages,
benefits, and working conditions to ensure teacher job satisfaction and retention.

Alkayed et al. (2024) studied job satisfaction amongst special education
teachers using quantitative approach. The study contributes to the understanding of the
factors shaping teachers