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This research investigated the impact of teacher in-service and individual
professional development for business educators in the following areas: classroom
instruction, teacher motivation, the continuity of individual professional development, the
professional development needs of business educators compared with those of other
teachers, the status of business education professional development, and the manner in
and extent to which current professional development activities are meeting needs.
Satisfaction levels with in-service and individual professional development were also
identified. Lastly, this study examined the role of business educators in determining local
in-service events.
Participants included 109 Alabama business educators who completed an online
survey about their professional development over the previous 12 months. Respondents
indicated top areas of in-service training: classroom technology, emerging technology,
special needs students, and school safety. Individual attendance at workshops on

software ranked highest; classroom-related workshops followed. Overall, 67% expressed
satisfaction with in-service training, and 82.1% expressed satisfaction with individual
professional development. On average, respondents received 158.1 hours of individual
professional development during the previous year. Computer workshops received the
most attendance while professional meetings received the least. Impact on instruction
was considered modest; the mean impact score of 118 reflected a restrained agreement
with impact statements. Qualitative responses were given on specific impacts in the
classroom. No significant correlation was found between the impact of professional
development on instruction and the number of hours spent in professional development.
ANOVA was conducted and revealed that impact scores of teachers were not
significantly affected by years of experience or satisfaction levels with in-service.
Teachers are generally motivated to pursue professional development. The desire to
learn how to better teach a skill was the greatest motivator. Time and money were the
greatest barriers. The majority of teachers are continually pursuing professional
development over a 5-year period but not doing so annually. Business educators’ topic
preferences were similar to regular education teachers’, especially in the area of
technology. Student motivation and technology were top categories of need. Most
business educators have never served on an advisory committee to suggest in-service
activities.
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CHAPTER I
INTRODUCTION

Continued learning…is key to building educators’ capacity
for effective teaching, particularly in a profession where the
demands are changing and expanding.
(U.S. Department of Education, 1999)

Teachers are constantly asked to adjust to larger class sizes, additional special
needs students, increased content, and extra nonteaching participation in various activities
(Lohman, 2000). Through these adjustments there are possibilities for growth in
leadership and teaching when teachers become learners through professional
development (Lieberman & Miller, 1999). Not just any professional development will
suffice; instead, high quality professional development is one of the important factors for
improving student learning and the teaching that takes place in our changing society
(Policies Commission for Business and Economics Education [PCBEE], 2006). To
ensure that student learning takes place, educators must know their subject matter and
how their students learn, as well as be able to design lessons, teach concepts, evaluate
objectives, and manage instruction effectively (Bartholome, 2003). Teachers need to
participate in professional development that actually changes their instruction for the
better and directs students to higher standards (Landt, 2002). If there is no student
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improvement as a result of teacher professional development, then the professional
development cannot be considered worthwhile (Deojay & Pennington, 2000).

Statement of the Problem
Guskey (2005b) states succinctly the objectives of professional development: “to
make a difference in teaching, to help educators reach high standards, and ultimately to
have a positive impact on students” (p. 12). Past professional development practices
have lead to “unfocused fragmented activities that do not lead to significant changes in
teaching practices” (Stipp, 1997, p. 3). Teachers need continued training to keep up with
new standards, changing technologies, and an evolving culture. Student success relies on
the “continued improvement of teaching” (Landt, 2002, p. 3). The literature shows a
direct link from a teacher’s skill in the classroom and his or her knowledge of the course
content to student achievement (Birman, Desimone, Porter, & Garet, 2000; Holloway,
2003; Mizell, 2003; Sanborn, 2002; Schmoker, 2002; “Strengthening Teacher Quality,”
2000); therefore, a resolute effort to maintain a knowledge base that is consistent with
current trends can translate into positive results for students.
Teachers are motivated to receive professional development or inhibited from that
pursuit for a variety of reasons. Sparks (2000a) states, “the more we can show people
how staff development and the school can be structured to impact student learning, the
more teachers will be motivated to participate in professional learning” (¶12). School
system in-service is, of course, a required aspect of professional development; however,
participation in individual professional development is more dependent on the individual
teacher. Family commitment, lack of funds, and a dislike for the approach to the
2

professional development activity are among the inhibitors for pursuit of more training
(Supovitz & Zief, 2000; Lohman, 2000). Common motivators include financial
incentives, individual recognition, interest in the profession, and a love for learning
(Lohman, 2006; Chard, 2004).
Business education teachers face not only the challenge of providing quality
education that impacts student learning but also the additional challenge of including
current business technology in their course content. Historically, there have been many
changes in technology and in the use of that technology in business as well as in the
classroom. Business education teachers are obligated to remain current in the field or
suffer obsolescence (Scott, 2003), which disadvantages students who must compete in the
workplace or in higher education.
A 1998 study (Wiggs) involving Missouri business teachers revealed that less
than half of the participants were satisfied with their ability to keep up with changes in
technology. In fact, “technological changes” (p. 17) were the most cited problem in
teaching business education. The primary need among business education teachers
identified in this study was more computer technology training. Wiggs reports that
“respondents felt they needed more workshops and training to learn new software
programs and Internet applications” (p. 18). They also felt the need to be able to “attend
more conferences to stay current with business education” (p. 19).
It is essential that professional development needs of business educators be
evaluated periodically so that the best teachers can be supported and the best future
teachers recruited (Stipp, 1997). Obtaining new skills is a continual process for business
3

teachers. These teachers renew their proficiencies by attending professional meetings
where specific workshops are conducted and opportunities for collaboration abound.
Additionally, teachers participate in in-service opportunities, maintain memberships that
provide professional literature, seek additional certificates or licensing, or gain industry
experience through employment in business and industry (Scott, 2003).
Recognizing the need for change is seen as a condition for excellence in any
school system (Crites, 2006). To address the problem of how professional development
actually impacts the classroom and what motivates teachers to pursue individual
professional development, this research study was developed to examine those issues
through assessing the perceptions of business educators and the status of professional
development for business education teachers. This research gathered information from
teachers in the State of Alabama where school systems commit professional development
funds for teacher training and have state standards based on No Child Left Behind
(NCLB) (Alabama State Department of Education, 2006). Alabama business educators
receive professional development training through group in-service and individual
opportunities throughout a school year.

Purpose of the Study
Professional development that truly changes teaching is important for teacher
renewal. Teachers are required by their school systems to spend hours each academic
year in in-service sessions and individual professional development activities. This
research investigated the perceived usefulness of teacher in-service and individual
professional development for business educators in classroom instruction, what motivates
4

teachers to seek individual professional development, how continuous current practices
are with individual professional development, how business educators compare to
teachers as a whole in their perceived professional development needs, the overall status
of professional development for business education teachers in Alabama, the areas in
which business education teachers perceive they need professional development, and the
manner in and extent to which current professional development activities are meeting
those needs. Additionally, this study sought to identify the satisfaction levels of business
education teachers when considering the time spent in group in-service sessions and
individual professional development opportunities. Lastly, this study examined the
extent to which business education teachers in Alabama are part of the decision-making
process when local school or school system in-service events are determined.

Research Questions
The following research questions were addressed during this study:
1. What is the status of professional development for business educators in
Alabama regarding a) the areas in which business education teachers receive professional
development through in-service hours, b) the areas in which business education teachers
receive individual professional development, c) the level of satisfaction business teachers
have with current in-service and individual professional development, and d) the number
of hours business education teachers receive in individual professional development?
2. How does professional development impact the classroom instruction of
secondary business teachers?
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3. Is there a relationship between the participants’ impact scores and the number
of hours spent in individual professional development?
4. What motivates business educators in seeking individual professional
development, and what are the barriers these educators face to obtaining individual
professional development?
5. How continual is the pursuit of individual professional development among
business educators?
6. How do business education teachers compare to other teachers in their
perceived professional development needs?
7. What are the perceptions of business teachers regarding their professional
development needs?
8. Are business education teachers included in the school or school system
decision-making process for determining the focus of professional development during
in-service days?

Justification for the Study
Professional development yields teachers who “learn to think and teach
differently” (PCBEE, 2005a, ¶14), teachers whose roles are strengthened, and students
whose learning improves. If classroom instruction does not improve as a result of a
teachers’ professional development activity, then that activity was of no value to the
students (Deojay & Pennington, 2000); therefore, determining whether instruction
actually changed is an important step towards establishing meaningfulness in professional
development. Knowing what motivates teachers to participate in professional
6

development is also imperative for promoting improved classroom instruction. The
ultimate goal in evaluating professional development is determining the benefits to
students and the impact on student learning (Guskey, 2005a).
With the reality of ever changing technology, it is important that educators remain
current, and in meeting that goal, specific needs should be identified for continued
training. Secondary business educators teach a variety of skills related to business and
technology. The National Business Education Association (Crews, Moore, Rader, &
Rowe, 2006) recently published the research areas most important to business education.
Among those were the questions “How are we assessing the needs for in-servicing
experienced business teachers?” and “What are the professional development needs of
business educators” (p. 23). In fact, professional development was named one of the two
most important research issues. Professional development for the business educator has
implications for teacher retention, curricula in teacher education programs, activities of
professional organizations, as well as significant teaching improvements and student
achievement (Crews et al.).
High-stakes testing is an additional justification for examining professional
development practices and the impact on classroom instruction. State graduation exams
and other tests that foster accountability pressure teachers to use class time efficiently and
effectively so that students reap everything possible academically and take tests as wellprepared students.
In Alabama, all teachers are required to participate in school system in-service
activities and obtain at least seven hours of individual professional development per year.
7

Teachers are evaluated annually by administrators who, in conjunction with each teacher,
complete a plan for the teacher’s professional development during that academic year.
Each school verifies that each teacher completed those hours and activities. In-service
centers throughout the state also evaluate professional development; however, they
examine the areas in which general education teachers express interest for professional
development and then seek to provide training to teachers.

Limitations of the Study
This study was limited to full-time Alabama business education teachers who
responded to the researcher developed instrument. The low response rate (28.91%) is
attributed to the time of year in which the instrument was disseminated (i.e. early May)
and teachers limited access to e-mail after the school year end. Teachers in Alabama
receive professional development through regular in-service and are required to obtain
seven hours of individual professional development each year. In order to be recertified a
teacher must substantiate fifty hours of individual professional development hours within
a five-year time period.
Including both city and county systems in Alabama, there are a total of 132 public
school systems (Alabama State Department of Education, 2007). These are made up of
1,541 schools with a total enrollment of 743,364 for the 2006-2007 school year. There
are 95,294 school personnel in Alabama public schools, of which 49,574 are regular
classroom teachers (Alabama State Department of Education, 2007).
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Definition of Terms
For the purpose of this study, the following definitions were used:
1. Business education: “Business education is education for and about business.
Education about business means preparing all learners for the various roles they will play
as economically literate citizens. Education for business means building on these general
understandings about business in a way that prepares learners to be employed in a variety
of careers” (PCBEE, 2005b, ¶ 1).
2. Continual professional development: for the purpose of this study,
professional development will be considered continual throughout a year if the teacher
participates in at least two of three time categories: summer, 1st semester, or 2nd semester.
Over a five year period the professional development will be considered continual if
participants receive at least eight hours of individual professional development each year.
3. GAP: Goal Accountability Plan. “A package of specific, measurable
objectives which are identified for attainment by a teacher” (Alabama State Department
of Education, 1997, p. 32).
4. Group professional development: professional development attained during
in-service days built into each school year’s calendar (G. Robertson, personal
communication, January 9, 2007).
5. Individual professional development: professional development completed by
individual teachers, beyond regularly scheduled school system in-service days. Each
teacher in Alabama is required to achieve at least seven hours of individual professional
development every year (G. Robertson, personal communication, January 9, 2007).
9

6. In-service: “training provided for teachers typically on a schoolwide or
districtwide basis by local school district personnel, and occasionally on a regional or
statewide basis by college/university faculty or by state department of education
personnel. It allows a teacher to update knowledge, skills, and attitudes in a setting that
is usually close to work and home, at little or no cost other than the investment of time
and effort. Often in-service training is provided a few hours at a time after school, during
a teacher release day, or immediately before or after the regular school year” (Scott,
2003, p. 317).
7. National Business Education Association (NBEA): a professional
organization that is “devoted exclusively to serving individuals and groups engaged in
instruction, administration, research, and dissemination of information for and about
business” (National Business Education Association, ¶ 1).
8. Organized collaboration: teachers are assigned to a team or group of peers
that has regularly scheduled meetings for collaboration and structured discussion.
Teachers relate to one another as colleagues, operate in a culture of trust where all are
working together in an attempt to reach students effectively, and are committed to
continuous learning.
9. PDP: Professional Development Plan. Used in the Alabama PEPE Program
as a “profile of activities developed from an individual’s evaluation results which is
designed to improve/increase skills, knowledge, or abilities in identified areas related to
the competencies and indicators” (Alabama State Department of Education, 1997, p. 35).
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10. PEPE Program: Professional Education Personnel Evaluation Program used
by the state of Alabama for the purpose of assisting “educators through performance
evaluation and professional growth to deliver quality educational services” (Alabama
State Department of Education, 1997, p. 1).
11. Professional development: “The process that improves the job-related
knowledge, skills, and attitudes of business educators. The goals of professional
development are to advance students’ learning and to improve the practice of teaching.
The professional development of business educators is a process that begins with
recruitment, progresses through initial preparation, induction or entry year, and licensure;
the development process continues through advanced certification and career-long
learning. Renewal is at the heart of each of these phases of the professional development
continuum” (PCBEE, 2005a)
12. Software Technology Incorporated (STI): This refers to a software package
used in the Alabama public school system. The classroom version allows teachers to
maintain a computerized gradebook and post grades to the school computer system from
the computer in their classroom.

11

CHAPTER II
REVIEW OF THE LITERATURE

Improvement in education simply means
more students learning better.
(Guskey, 2005a, ¶24)

Educators have the opportunity to improve education through powerful
professional development that “yields a direct and significant impact on classroom
practice” (Guskey, 2005b, ¶25). It is this deliberate, intentional, and reflective
involvement in professional development that distinguishes a teacher as a professional
(Glenn, 2004). Furthermore, this involvement in professional development is the
educator’s connection to discovering and improving learning strategies that link to
student achievement. Research confirms that there is a direct link from instructional
strategies to student achievement in the classroom (Birman, Desimone, Porter, & Garet,
2000; Holloway, 2003; Mizell, 2003; Sanborn, 2002; Schmoker, 2002; “Strengthening
Teacher Quality,” 2000), and professional development is the manner in which teachers
stay current in this effort to improve teaching (Landt, 2002). Professional development is
also a progression, beginning with opportunities for teachers to learn and ending with
students getting the benefits (Mizell, 2003).
The objectives of professional development are to “make a difference in teaching,
to help educators reach high standards, and ultimately to have a positive impact on
12

students” (Guskey, 2005b, p. 12). Professional development is not about “learning
techniques, as if teaching were a set of technical skills, rather than a complex array of
values, knowledge, experience, intuition, and commitment to improve” (Lieberman &
Miller, 1999, p. 63). Good teachers are obliged to persistently learn and then relearn so
that they can reach these high standards as they meet the changing demands of the
teaching profession (United States Department of Education [USDOE], 1999). Good
teachers are successful when they have the necessary skills, but they also need to be
“open and receptive” (Bartholome, p. 31) to new ideas, enthusiastic, and sensitive to the
needs of those they serve and with whom they work.
For business educators the need to grow and learn is especially present,
particularly in the areas of business and technology. “Technology is very powerful and
promises to improve productivity and the quality of life in the United States as well as
other parts of the world” (p. 41), according to Yopp (2003). Business education programs
have to meet the demands of students, the business world, and the public (Crites, 2006);
one fundamental way for business educators to remain progressive and current in the
midst of technological changes is through the avenue of professional development
(Cochrane, 2001).
Lieberman and Miller (1999) assert that there are three ways to organize
professional development—direct teaching, in-school learning, and out-of-school
learning. Direct teaching includes workshops, awareness sessions, and other
presentations that are designed to introduce teachers to a concept or idea. Learning in
school is the practice of the teacher trying out new ideas. These ideas may come from
13

observing students or other teachers. Learning out-of-school is the concept of teachers
forming networks outside of their own school so that they can collaborate, expand what
they are teaching, mentor other teachers, or write curriculum. Teachers in this concept
leave their comfort zone and are exposed to more generalized knowledge.
Lieberman (1994) suggests that education has been conditioned to “accept quick
fixes—single-shot workshops, or even week-long summer seminars and ‘good
presenters’—rather than developing a set of mutually reinforcing conditions that would
need to be considered, understood, and built over time” (p. 15). The concept of teacher
development is a broader idea than in-service classes because it focuses on teacher
improvement in the classroom as well as the building of a collaborative culture at school.
This culture is one of inquiry where teachers learn from each other and are encouraged to
lead. Sparks (2000) states that in many schools, instead of being a “wonderful
opportunity to learn and become more effective as a teacher” (¶10), professional
development has just become a “hurdle” (¶10) or a “mindless, bureaucratic obstacle”
(¶10) that teachers must jump in order to obtain recertification.
Professional development is not just about preparedness in the classroom, but it is
also about leadership in the field. As a whole, teachers have not taken the leadership
responsibility and made the effort to work with colleagues to improve the quality of
instruction at their local school (Sparks, 2000). As business education teachers strive to
be competent for the classroom, they also need to be “competent enough to provide
leadership in the areas of curriculum development and professional development to face
the new and constant challenges in the new era” (Chi-Kim, 2004). The following
14

sections will provide information about the impact of professional development on
classroom instruction and how teachers are motivated or inhibited in the pursuit of
individual professional development.

The Impact of Professional Development
As mentioned previously, various sources link teacher skill to student
achievement (Birman et al., 2000; “Strengthening Teacher Quality,” 2000; Holloway,
2003; Schmoker, 2002; Sanborn, 2002; Mizell, 2003) and indicate that it will be difficult
to help students meet high standards without an improvement in professional
development. These sources consider improved teaching the primary path to improved
student achievement. Guskey (2005b) says that the bottom line in professional
development is the impact on students and states that there should be a link from the
goals of professional development to student outcomes. Specifically, Schmoker asserts
that students who do poorly on specific standards will improve if teachers work as a team
to create strategies to teach those specific standards. He believes that staff development
should be a team effort focused on assessed standards, the review of achievement data
and the setting of achievement goals, and the design and assessment of strategies that
target specific standards in the areas of student low achievement. He appears adamant
that focusing on specific lessons that are linked to an assessed standard is the key to
improved instruction and urges educators to create and share lessons that are teacherproven. Holloway offers similar insight when he advocates changing the focus of
professional development to training teachers to use state assessment tools targeting the
specific needs of students.
15

A study by Frampton, Vaughn, and Didelot (2003) examined the effectiveness of
professional development provided through a professional development school (PDS).
Thirty-four percent of the teacher participants felt that the PDS had a positive effect on
student achievement because of the teachers’ increased knowledge and practice. Thirtysix percent felt that there was student achievement due to their increased confidence in
their ability to teach. Thirty-seven percent said that after the PDS they were more willing
to try new ideas and methods in the classroom. Overall, 39% felt that their general views
of learning and teaching had changed. As a result of the PDS experience, 31% indicated
that they would work more collegially with their fellow teachers. Additionally, the
professional development opportunity appears to have advanced the majority of the
teachers in their willingness to be reflective professionals.
Landt’s study (2002) on the professional development of cooperating teachers is
important in appreciating the variability of professional development opportunities. This
qualitative study found cooperating teachers who gained much through the process of
supervising a student teacher. While working collaboratively with the fledgling teacher,
the veteran observed newer techniques and received more up-to-date examples for
classroom use. These teachers reconsidered their own practices; as a result, they gained a
greater respect for what their students could achieve and ultimately demanded more.
These teachers made curricular and instructional changes after having cooperated with a
student teacher and became better facilitators in the classroom. They learned the
importance of observation and became more aware of their own teaching practice.
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Following this experience, the cooperating teachers used more authentic activities for
students and scrutinized their own teaching methods more frequently.

Quality Professional Development
Ostensibly, professional development cannot be called “quality” if there is no
positive impact on the students since the students should be either the direct or indirect
recipients of the teacher’s learning opportunity. Guskey (2005a) points out that
“powerful professional development helps educators recognize that defining learning
goals and identifying specifically how those goals will be measured are not new ideas”
(¶10) but have always been important to teacher effectiveness.
So what constitutes a quality professional development activity? The literature
shows it to have a “substance…stimulates the mind, and leaves much to think about
afterward” (Educational Leadership, 2002, p. 92), features expressed needs, “makes the
learning active” (p. 92), and involves collaboration with experienced teachers. Birman et
al. postulate that there are six key features to effective professional development. These
features focus on (1) content knowledge, (2) active learning such as observing and being
observed, (3) coherence in activities and professional communication among teachers, (4)
greater duration, (5) participation by multiple members of the same department or school,
and (6) the form of the professional development. Darling-Hammond & McLaughlin
(1995) name these characteristics that comprise effective professional development:
• It must engage teachers in concrete tasks of teaching,
assessment, observation, and reflection that illuminate
the processes of learning and development.
• It must be grounded in inquiry, reflection, and
experimentation that are participant driven.
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• It must be collaborative, involving a sharing of
knowledge among educators and a focus on teachers’
communities of practice rather than on individual
teachers.
• It must be connected to and derived from teachers’ work
with their students.
• It must be sustained, ongoing, intensive, and supported
by modeling, coaching, and the collective solving of
specific problems of practice.
• It must be connected to other aspects of school change
(¶4).
McCotter (2001) says that beneficial professional development should be
“experiential, empowering, ongoing, contextual, collaborative, and relate
theory and practice” (p. 700).
The National Board for Professional Teaching Standards (NBPTS, 2002)
published five core standards that offer a vision of expert teaching and emphasize the
need for continual professional renewal and lifelong learning for teaching professionals.
These NBPTS standards are:
(1) teachers are committed to students and learning, (2)
teachers know the subjects they teach and how to teach
those subjects to students, (3) teachers are responsible for
managing and monitoring student learning, (4) teachers
think systematically about their practice and learn from
experience, and (5) teachers are members of learning
communities. (¶3)
The NBPTS standards for Career and Technical Education (2001) reiterate the need for
recurrent professional development. As an example, standard eleven, “collaborative
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partnerships”, says that teachers have to be “alert to student needs” (p. 65) and advocates
leadership by stating, “designing an integrated curriculum is central to broadening the
base of contextual learning activities and creating rich learning experiences for students”
(p. 66).
According to Birman et al. (2000) the depth of professional development quality
can be compromised by money and the politics of numbers. Because school systems
need to show high numbers of teachers who have received professional development,
there may be a temptation to take the emphasis off of quality. Mizell (2003) calls that
focusing “more on delivery of staff development than on its results” (p. 10).
Deojay and Pennington (2000) provide a framework for teachers and their selfselected professional development. The basis of this framework is for teachers to
maintain control over their own development and to link their activities to measurable
student achievement. The steps include identifying student performance, making a plan,
and then evaluating and communicating student progress to the parents and students.
This framework allows teachers to identify student needs and then seek professional
development that will have a direct impact on that particular student.

Topics
Lieberman (1995) writes that the content of professional development that is
“unrelated to the organization and context of one’s own classroom” (¶16) cannot compete
with everyday life in the classroom and does not become operational even when teachers
are enthusiastic about the topic. Lieberman indicates that teachers must have an
opportunity to learn about using and developing new ideas. Traditional approaches to
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professional development may dominate many school systems since there are in-service
requirements in most systems. Research done by Desimone, Smith, and Ueno (2006)
reports that the teachers with the most content knowledge are the ones already
participating in professional development focused on content. Their research focused on
math educators and found that the teachers with weak content knowledge were not the
ones participating in “sustained content-focused professional development” (p. 205).
Public school teachers in both elementary and secondary schools are expected to
participate in professional development, and according to the National Center for
Educational Statistics (USDOE, 2005), almost 95% of those surveyed reported
participating in workshops, conferences, or some form of training. This study surveyed
teachers about their professional development activities for the previous 12 months.
Seventy-three percent of these teachers were involved in professional development
focused on teaching methods, and 59% participated in professional development focused
on their content area. A 1997 study (Darling-Hammond) found that only about 30% of
teachers engaged in in-depth study of their content area during professional development
activities. Parsad, Lewis, and Farris (2000) reported that 74% of teachers participated in
professional development that focused on classroom technology integration, 72% focused
on in-depth study of the content area, and 49% focused on needs of students with
disabilities.
Teachers are not impressed by broad professional development (Birman et al.,
2000). They simply learn better when they have a problem to solve that is of immediate
practical interest (Glenn, 2004). Teachers reported feeling more knowledgeable and
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skilled after subject-specific professional development experiences such as testing motion
in physics or examining how students solve word problems in math. Birman et al. point
out that “if teachers are expected to teach to new standards, including complex thinking
skills, it is essential that they have a sophisticated understanding of the content and of
how students learn that content” (p. 30).
Professional development that focuses on special education issues is a topic of
concern because of No Child Left Behind (NCLB) legislation. Braden, Huai, White, and
Elliott (2005) maintain that “continuing professional development to enhance inclusion is
essential to ensure meaningful and appropriate educational assessment practices for
students with disabilities” (p. 69). An Illinois study involving ten to fifteen hours of
direct training for teachers and additional informal discussion and responses found that
teachers had more confidence in their ability to make “participation and accommodation
decisions” (Destefano, Shriner, & Lloyd, 2001, p. 19) with special education children.
Specifically, the teachers involved, after having the professional development, changed
accommodations and the way students participated in math and language assessments.
Business educators are in the business of teaching a variety of skills through an
assortment of courses such as computer applications, accounting, general business,
personal finance, business math, desktop publishing, webpage design, and business
communications: Yopp (2003) mentions “integration of business courses into the
academic curriculum” (p. 36) as one of the current trends in business education. In many
states, basic computer skills are included along with the core curriculum in graduation
requirements (Yopp). The state where this research will be conducted is no exception:
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the Alabama State Department of Education requires one-half credit in computer
applications before a student is eligible to graduate (Alabama State Department of
Education [ASDOE], 2002); therefore, teachers in this state must stay current with the
business technology content so that students will reap the benefits.
Classroom technology integration is also a common topic of professional
development. A study done in Louisiana (Redmann & Kotrlik, 2004) reported business
teachers integrating technology into instruction at advanced levels with teachers stating
that they had “moved beyond simply experimenting with technology integration” (p. 83).
These teachers received training through various forms of professional development,
including workshops/conferences, self-initiated learning, university courses, and
collaboration with colleagues.

Methods
Scott (2003) lists several components that often combine to form lifelong
professional development for a business educator. These components are “undergraduate
teacher education, graduate teacher education, reading of professional literature, peer
relationships, in-service training, work-experience placements, professional certification
or licensure, travel, sabbatical leave, and membership in professional organizations” (p.
315).
In the Birman et al. (2000) study, the “reform” type of professional development
activity was not the “traditional workshop or conference” (p. 29) but included
professional development activities such as internships, mentoring programs, and
committees or research projects. These authors considered the reform type of professional
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development generally more effective primarily because of the longer duration. This
added length naturally means that teachers receive more content information and more
opportunity for active learning and collaboration among faculty; however, the researchers
found that traditional workshops are also more effective if the time is lengthened.
Job-embedded learning is “one of the most promising new approaches to
professional development” (Wood & McQuarrie, 1999, ¶1). This style of professional
development uses active learning, reflection, and collaboration through such avenues as
study groups, mentors, coaches, and action research. Job-embedded learning has several
advantages over other means of professional development, namely the opportunity for
immediate application and cost savings since there is less time away from school.
Collaboration is an important concept in professional development and has
implications for the whole organization of a school (Lieberman, 1995). Teacher
knowledge gained from experience in the classroom is often minimized or devalued.
Collaboration is a useful approach for tapping into the resource of experience. Experience
could be used to transform a school into one where people work together to solve
problems cooperatively. Lieberman writes that this collaboration “involves thinking
through how the content and processes of learning can be redefined in ways that engage
students and teachers in the active pursuit of learning goals; it involves a joining of
experiential learning and content knowledge” (¶8). Seels, Campbell, and Talsma (2003)
contend that interacting with other teachers adds “depth to experiences” (p. 100).
Generally speaking, the amount of teacher collaboration is positively related to how
much teachers believe it improves their classroom instruction (USDOE, 1999). Without
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a “culture of support” (Lieberman & Miller, 1999, p. 64), it will be hard for teachers to
try new ideas, receive reactions or comments from peers, and then make changes so that
the concept can be used in teaching.
Birman et al. (2000) call collaboration “collective participation” (p. 31), which
includes participation of several members of the same department or school or grade.
This allows teachers to collaborate and discuss topics or problems that come up during
the professional development activity. It also allows those teachers to collaborate about
shared curriculum and assimilate what they have learned into their particular content
area. Teachers who have the opportunity to collaborate as a team during shared planning
periods at least once a week are more likely to report improved teaching than those who
only have the chance several times a year (USDOE, 1999).
McCotter (2001) says that professional development can help educators resist the
hegemonic elements in schools, in classrooms, and among teachers. Collaboration
among teachers allows for “intense and comprehensive investigation of context and
personal experience” (p. 700), which can assist in breaking down the embedded
inequitable elements in schools. Dialogue among professionals permits educators to
discuss what needs to be changed and gives a better understanding of how to practically
implement strategies even when they may go against traditional approaches.
Lieberman and Miller (1999) maintain that collaboration is created when teachers,
in an attempt to reach their students and reorganize their instruction, relate to their
colleagues. A community is formed and lessons are learned as they work together and
gain confidence in the changes in how they interact with students. These authors also
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believe that professional development has a distinct “bottom-up” (p. 60) aspect, meaning
that the professional attitudes of teachers make a difference when considering the impact
of administrative changes from the top levels of education. Collaboration among
teachers serves as a powerful mediator between policy and actual change since teachers
stand together as they try to effect change within a group of students. Lieberman (1994)
gives the example of a New York City school in which teachers collaborate on individual
students. One teacher studies the child’s work, his or her academic, social, and emotional
disposition, and tries to acquire a better understanding of the child from all angles. A
group of teachers then attempt to understand and discuss strategies for helping the child.
This is a way for teachers to learn from each other as well as profoundly help a student.
Schools in general can have “isolating tendencies” (McCotter, 2001, p. 701) that
can be countered by collaboration among educators. Collaboration gets teachers out of a
single classroom and into someone else’s “world” to hear of experiences or failures that
may help in a similar situation. In this case, collaboration becomes an empowering agent
for meaningful change in how students are taught. Lieberman and Miller (1999) convey
that collaboration is a way for teachers to take advantage of “inside knowledge” (p. 63)
since it involves combining teaching with gleaning ideas or information from fellow
teachers.
Collaboration often comes in the form of informal activities or self-initiated
learning activities (Benson, 1997; Lohman & Woolf, 2001). In the study completed by
Lohman and Woolf, teachers reported that knowledge exchange was the way “they
developed their professional knowledge and skills” (p. 65) as they shared and reflected
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with other teachers, and sometimes even students, about experiences and classroom
application. Eighty-six percent of the teachers involved in the study believed that
collaboration was an “important way of pooling expertise among groups of teachers” (p.
66).
Collaborative partnerships do not necessarily come from professional colleagues
but can also derive from a variety of other sources, such as local businesses or
postsecondary institutions (NBPTS, 2001). The undergraduate teacher education
program is considered the foundation for lifelong professional development (Scott, 2003)
and is a form of collaboration. The NBPTS standards for career and technical educators
include developing and maintaining multiple partnerships for the purpose of
connection—“connecting career and technical knowledge to other disciplines, connecting
theory to practice, and connecting students’ immediate lives to their futures” (p.65). It is
also pointed out in these standards that collaborations can translate into support for the
career and technical programs as others become aware of the courses and advantages
available to students.
Coherence is a feature of collaboration that refers to
the extent to which professional development experiences
are part of an integrated program of teacher learning—
activities that are consistent with teacher goals, build on
earlier activities, are followed by additional activities, and
involve teachers in discussing their experiences with other
teachers and administrators in the school (Birman et al., p.
31).
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The idea is that teachers will acquire more knowledge and skills if the professional
development activity is part of a “wider set of opportunities for teacher learning and
development” (p. 31).
The concept of mentoring is also a form of professional development. The 1999
report by the USDOE indicates that only 34% of new teachers participated in a formal
mentoring program, but 70% of those who were mentored at least once a week believed
that it improved their teaching “a lot.” A 2005 report (USDOE) shows an increase—42%
of teachers surveyed participated in mentoring and coaching, which is “a format more
likely than workshops and conferences to integrate professional development with
teachers’ daily work” (p. 2). Those teachers with three or fewer years of experience were
more likely to participate in mentoring or peer observation, and teachers in high poverty
schools were the most likely to participate in mentoring or peer observation. Seventyfour percent joined in regularly scheduled collaboration. Teachers with 10-19 years
teaching experience were more likely to participate in regularly scheduled collaboration
(USDOE).
Professional organizations play a huge role in professional development for
business educators according to Scott (2003). Professional organizations will remain
useful in the area of professional development as long as educators choose to take
advantage of membership; however, membership in professional organizations appears to
be declining (O’Neil & Willis, 2005). They are the facilitators of opportunities for
professionals to interact, obtain knowledge through seminars and workshops, and form
communities that allow sharing of information. Additionally, most often their chief
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purpose is to promote leadership and professional growth while encouraging quality
education (PCBEE, 2006). Professional organizations also provide easy access to
professional literature. This literature is important because it provides much practical
information and direction. In addition to the advantages of literature, Scott notes that
professional organizations also offer professional meetings that “meet the practical needs
of business educators at various instructional levels” (p. 321). Scott points out that the
educator in a small department may need to use professional literature in the place of
colleague interaction simply because the interaction is not available.
Peer relationships are notably important because they have the ability to
strengthen morale, encourage the novice teacher, foster the sharing of information about
new technologies or teaching strategies, and, overall, play a part in success in the
classroom (Scott, 2003; Carr, 2005). Harper (1998) declares networking with other
business educators as the “key” to growing professionally, especially for those teachers in
small departments or isolated geographic areas. This 1994-95 study brought together
educators from several high schools and junior high schools, one community college, and
various local adult and occupational education facilities. The group met monthly and
appropriated time specifically for improving classroom instruction, planning, and
organization; brainstorming on critical issues to the field of business education; and
banding together in support of business education in the face of opposition by school
administration. The teachers enjoyed camaraderie and shared information and resources
with colleagues; moreover, they experienced the overflow of enthusiasm for students and
subject matter. Old and young alike joined in the effort to kindle creative thinking,
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develop and expand instruction, and help one another grow professionally. Carr says that
peer review is “a highly effective and efficient professional development approach” (p.
48) that is a form of collaboration that encourages connection between teachers and
assists the teacher in internalizing and applying high-quality standards to his or her
instruction, assessment, and overall curriculum.
Reflection, observations of other teachers in the classroom, researching using the
internet, and scanning for information when meeting new people were also mentioned as
informal ways teachers learn and increase their potential for effective teaching (Lohman
& Woolf, 2001; Lieberman & Miller, 1999). Benson (1997) refers to the informal
activities of training in industry, such as watching another worker perform a task or
listening to a supervisor explain a procedure, as “just-in-time” (p. 93) training because it
happens every day on the job. Lieberman and Miller indicate a professional development
format called “teacher scholar” (p. 76) that involves having teachers individually or in
small groups research issues of school interest in order to “deepen understanding and
improve practice” (p. 76). “Collegial review” (p. 76) was another format mentioned by
Lieberman and Miller. This format involves teachers observing one another and then
having sessions to discuss what they saw, both positive and negative. Serving on a
curriculum development committee was an additional method of learning in school. This
requires hours of collaboration about courses, assessment, special education issues, and
course outcomes, as well as many other issues.
Reflective professional development is another format mentioned in the literature
(Osterman & Kottkamp, 1993). This involves a greater self-awareness on the part of the
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teachers regarding “the nature and impact of their performance” (p. 19). These authors
contend that this awareness is necessary for professional growth and is necessary for
behavioral change. The teacher has to be aware of his or her behaviors and actions and
the effects of those. This process is emotional and rational because it involves personal
change. The purpose of reflective professional development is behavioral change,
whereas the purpose of traditional professional development is knowledge acquisition.

Duration
The time spent actually attending professional development activities is reported
as a factor in the effectiveness of professional development. Increased time in
professional development contributes to a teacher’s perception of improvements in his or
her teaching (USDOE, 1999). The NCES report describes teachers who received more
than eight hours of professional development as more likely to say that their teaching was
improved “a lot” (p. v). Additionally, the professional development activity beyond one
or two days may change the expectations of teacher roles and place professional
development as a fundamental part of the school so that learning is engaging for the
teacher as well as for the student (Lieberman, 1995). Many teachers surveyed in the
USDOE (2005) study had obtained fewer than eight hours of professional development in
the previous 12 months. More elementary teachers received more than 33 hours of
professional development focused on content area and teaching methods than did
secondary teachers. Teachers with three or fewer years of experience were less likely to
get more than eight hours of professional development.
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Most professional development is provided by the school system or district and is
in the form of a workshop or conference (USDOE, 1999). Specific goals are directed
towards realizing a particular change or addition in instruction or instructional practice.
This method of short-term workshops or conferences is criticized the lack of hands-on
activities, the segregation from the classroom context, and the absence of reflection and
collaboration with contemporaries. These workshops do not have intensity because of
the short time period and, therefore, lack the ability to effect any meaningful change
(USDOE, 1999).
Lifelong learning continues throughout the career of the educator (Scott, 2003).
The Policy Commission on Business and Economic Education states that “continuing
professional development is a required, not an optional, element in school reform”
(PCBEE, 2005a, ¶ 2) and that Business educators are obligated to ongoing professional
“renewal” because they are preparing students for changes in technology and for the
intricacies of the office or private lives. PCBEE Policy statement number 61 further
reiterates the importance of professional development in the statement, “Changes in
society result in the need for continuous learning” (¶1).

Teacher Needs
The process of lifelong learning can be difficult for many teachers, and
Lieberman (1995) says that professional development has been constrained by a lack of
knowledge about how adults learn. Darling-Hammond and McLaughlin (1995) believe
that teachers learn much like their students learn -- through reading, doing, reflecting, and
collaborating. Additionally, they postulate that teachers learn by observing students and
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students’ work and by sharing their observations. These authors suggest that this type of
learning lets teachers go from theory to actual practice in the classroom. More
knowledge and skills were a reported result in the Birman et al. (2000) study when
professional development activities included active learning opportunities. These
opportunities include teaching in a simulated environment, assessing student work,
leading a discussion, writing a report, or giving a demonstration.
Both experience and new knowledge are important factors in teacher learning
(Lieberman, 1995). The thought process of the learner is stretched and ideas for
application of new knowledge are widened when a teacher is the learner and the
participant simultaneously. When the teacher is the learner, access to subject-area
expertise is needed so that the teacher can confidently face new questions as his or her
students investigate topics under new teaching strategies (Bransford, Brown, & Cocking,
1999).
One study indicates that business educators prefer such professional development
as hands-on workshops or online modules available during the summer (Skinner &
White, 2004). Few expressed an interest in weekend workshops or those completed
during planning periods or after school. A majority of those surveyed expressed interest
in “online on demand” (p. 180), but only half that number were interested in the selfstudy method of professional development. A similar study showed interest in
professional development via hands-on workshops (56%) and online-on demand
opportunities (48.7%), with less educator interest in professional development during the
afternoons, weekends, or planning periods (Pritchett, White, & Skinner, 2006).
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Forty percent of participants in Wiggs’ 1998 study reported a low level of
satisfaction with local school district workshops, 40% reported a high level of satisfaction
with local university workshops, and 43% also had high satisfaction with state or national
organization workshops. When asked to name the best part of teaching, the most
mentioned area was subject matter and the third most mentioned was technology (Wiggs,
1998). Technology was considered challenging, exciting, and varied. Survey
participants commented that business subject matter was relevant, “related to the real
world” (p. 18), and practical. All of these factors contributed to their satisfaction with
teaching business education and called for continuous professional development.

Teacher Input
As mentioned earlier, teachers learn better when they have a problem to solve that
is of immediate interest (Glenn, 2004); this adds validity to the practice of a school
system asking its teachers to identify areas in which they desire training. In the 19992000 study by the USDOE (2005), only 26% of school principals reported teacher
preferences as “very important” when determining professional development content.
Instead, principals responded that their school improvement plan was a “very important”
influencer of the content of professional development activities.
Glenn (2004) suggests that the teacher is the best judge of what his or her needs
are in order to be effective. Once teachers know what they need, they hold themselves
accountable. Arguably this accountability tactic is “based in real world applications and
learner-centered strategy” (Glenn, p. 10) and is a major contributor in identifying
professional development needs. The aforementioned Wiggs (1998) study recommended
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more workshops and classes and said that “consideration should be given to needs of
business teachers when scheduling workshops” (p. 19).
Typically, administrators do not use a needs analysis to determine professional
development for their teachers, but more and more they are beginning to call on student
achievement data to affect professional development (Sanborn, 2002). This helps prevent
the tendency toward random professional development. This strategy of data-driven
professional development relies on teacher involvement. Teachers look at the data and
design lesson plans to targeted areas. The teachers own the program and in some cases
are paid for release or coordination time. Sanborn describes an Iowa program using a
“mini-course structure that allowed teachers to learn a strategy, try it in the classroom and
discuss it with their peers at follow-up meetings” (¶ 20). Teachers take ownership,
discuss strategies in departmental meetings, and then determine what professional
development is needed for the upcoming school year. Basically, what teachers learn
should be based on what students need and not on what educators want (Mizell, 2003).
One elementary school finds out what teachers want after regular in-service so
that additional two-hour mini in-service can be provided to teachers (Richardson, 2000).
This same author reports a high school that offers lunch-hour learning activities that are
delivered by in-house staff members and focus on a specific content area.
Desimone, Smith, and Ueno (2006) suggest that administrators encourage and
motivate teachers to pursue challenging content-related professional development. They
also advise that tough approaches to professional development may be necessary and
state that “this would involve discarding the existing teacher self-selection model of
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choosing professional development in favor of a more proactive role for administrators in
evaluating teachers and deciding what kinds of professional development different
teachers need” (p. 206).

Motivators and Barriers to Professional Development
Teachers face normal dilemmas regarding their own time and the efforts put into
teaching and are motivated or inhibited by a number of factors when considering how or
if to spend time in individual professional development. Sparks (2000) believes that to
some degree “teachers have always been motivated by becoming more effective with
their students” (¶11). Grimmett and Neufeld (1994) break down professional
development and the corresponding motivators into three categories—traditional,
alternative, and authentic. Those that are traditional are motivated by extrinsic gains and
are more bound by the agendas of others. The alternative form is comprised of those who
are motivated by internal reasons, such as what they personally or professionally will find
satisfying or rewarding to pursue. The authentic method focuses on what is right for the
student. This is considered a moral aim and is “caught up in a struggle to do what is
necessary and of value, not just for the organization or just for oneself, but ultimately in
the important interests of learners” (p. 5). Balachandran, Blair, and Lewis (2007) concur
that as teachers assess their own teaching and look for meaningful professional
development, they demonstrate that they are “concerned with seeing their students excel”
(p. 154).
Administrators and school systems can encourage teacher motivation by showing
how professional development, along with the school structure, can impact student
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learning. School districts can be leaders in the field of professional development.
Richardson (2000) maintains that if a school district believes professional development is
vital in improving the school, that mind-set will pervade everything else the district does.
Additionally, it is important to note that administrators may not always view teachers as
professionals and may not trust these teachers to use their non-instructional time wisely
(Sparks, 2000), which poses an administrative attitude barrier that teachers may have to
overcome.
Financial reasons are among the most mentioned motivators and barriers for
teacher participation in professional development (Lohman, 2006; Chard, 2004;
Monahan, 1996). Many teachers seek a master’s degree primarily because they want a
pay increase; this illustrates that incentives can motivate learning and improvement
(Sparks, 2000). In one study, thirty-one teachers said that a lack of funds kept them from
participating in informal professional development activities (Lohman, 2006). Eighteen
of those teachers said that a lack of money for substitutes prevented them from being able
to observe other teachers, and five teachers in the study were unable to purchase
professional literature due to the lack of money.
A teacher’s personal initiative is believed to be another motivating factor in
choosing to participate in individual professional development (Lohman, 2006).
Richardson (2000) calls these teachers “instructional nerds” (¶1) because they “are
intrigued by what they need to learn to improve student achievement and how they can
learn it” (¶1). This attitude may feed upon itself since some learning can kindle the
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desire for even more. Goodbread (2000) asserts that the “best champion for quality staff
development” (¶1) is the teacher who has an attitude as a lifelong learner.
In writing about an ethic of collaboration among teachers, Lieberman & Miller
(1999) express that a teacher’s commitment to collaboration can be influenced by a lack
of time due to personal circumstances such as divorce, marriage, age of children, aging
parents, or economic status changes. Supovitz and Zief (2000) concur that family
commitments can be a barrier to professional development involvement. Teachers in
these situations typically choose the more traditional professional development
workshops that are available on release days. They are more content with “short and
compact sessions” (¶9) and believe that an effectual professional development workshop
disseminates information rather than calling for exploration of “larger ideas and concepts
based on subject-content knowledge” (¶10).
The lack of time is a reported major influence on professional development
(Lohman & Woolf, 2001; Supovitz & Zief, 2000; Lieberman & Miller, 1999). It is
regarded as the most influential factor on self-initiated learning activities (Lohman &
Woolf) and includes limitations such as lack of non-teaching time, increased
responsibility in school management, and other supplementary school activities.
Richardson (2000) reports that schools hiring substitutes, allowing teachers to attend
quality mini in-service functions during the school day, found that the faculty were
motivated to attend these functions.
Another determiner for professional development participation is that of
centralization—the level at which decision making transpires in the school system
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(Lohman & Woolf, 2001). Lohman and Woolf reported that when administrators
communicated the teachers’ lack of influence outside the classroom, it influenced the
teachers’ participation in certain professional development activities. In their study,
junior high teachers were asked to participate in collaborative groups to work on a
specific school management issue. When the group’s findings were rejected by the
administration, the group ceased any further meaningful work.

Professional Development in Alabama
In 2002, the Alabama State Board of Education adopted the following state
standards for professional development based on the No Child Left Behind (NCLB)
definition:
Standard 1: Effective professional development organizes
adults into learning communities whose goals are aligned
with those of the school, the district, and the state.
Standard 2: Effective professional development requires
knowledgeable and skillful school and district leaders who
actively participate in and guide continuous instructional
improvement.
Standard 3: Effective professional development requires
resources to support adult learning and collaboration.
Standard 4: Effective professional development uses
disaggregated student data to determine adult learning
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priorities, monitor progress, and help sustain continuous
improvement.
Standard 5: Effective professional development uses
multiple sources of information to guide improvement and
demonstrate its impact.
Standard 6: Effective professional development prepares
educators to apply research to decision making.
Standard 7: Effective professional development uses
learning strategies appropriate to the intended goal.
Standard 8: Effective professional development applies
knowledge about human learning and change.
Standard 9: Effective professional development provides
educators with the knowledge and skills to collaborate.
Standard 10: Effective professional development prepares
educators to understand and appreciate all students; create
safe, orderly, and supportive learning environments; and
hold high expectations for their academic achievement.
Standard 11: Effective professional development deepens
educators’ content knowledge, provides them with
research-based instructional strategies to assist students in
meeting rigorous academic standards, and prepares them to
use various types of classroom assessments appropriately.
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Standard 12: Effective professional development provides
educators with knowledge and skills to involve families and
other stakeholders appropriately (Alabama State
Department of Education, 2006, p. 4-5).

Group Professional Development
Group professional development consists of professional development obtained
by all teachers during the seven in-service days built into each school year’s calendar.
For the 2006-2007 school year, the Alabama legislature brought the total in-service days
to seven by authorizing the addition of two days to the school calendar. All of the inservice days provide professional development and continuing education for the purpose
of improving classroom instruction, discipline, and school safety (Alabama State
Department of Education, 2006).
Of the 132 public school systems in Alabama, each is required to submit a Local
Education Agency (LEA) Plan and a Comprehensive Professional Development Plan to
the State Department of Education describing how the professional development needs of
system employees will be met. The professional development plan outlines specifically
the professional development priorities for the LEA and the implementation strategies for
the professional growth and career development of system employees (ASDOE, 2006).
No federal programs’ money may be spent on professional development activities that are
not listed on the school system’s professional development plan. Additionally, state
auditors review professional development expenditures to determine if they match the
system’s plan (G. Robertson, personal communication, January 9, 2007).
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Each individual school within a system submits a professional development plan
to their central office so that a comprehensive school system plan can be put together for
the State Department of Education. The individual schools assess student data and gather
input from teachers to determine how their teachers can best be served by professional
development activities. These activities take place during the seven in-service days built
into every school system calendar (G. Robertson, personal communication, January 9,
2007).
On alternating years, the eleven in-service centers across Alabama survey all the
teachers in their area to determine their preferences for training for more effective
classroom instruction. The in-service centers inform the school system of teacher needs
based on this survey so that schools and school systems can develop professional
development plans accordingly (G. Robertson, personal communication, January 9,
2007).

Individual Professional Development
The second type of professional development in Alabama is individual
professional development. Each teacher in Alabama is required to obtain at least seven
hours of individual professional development every year. This must be above or separate
from the group professional development achieved through in-service. Teachers can
satisfy this requirement by completing the programs or projects listed on their
Professional Development Plan (PDP), which is part of an annual Professional Education
Personnel Evaluation (PEPE) (G. Robertson, personal communication, January 9, 2007).
Each school verifies that each teacher attained his or her seven hours during the year by
41

having a signed and completed PDP form indicating that the earlier administrator’s
designated areas of professional development training were achieved.
In Alabama, teachers are evaluated by administrators annually (ASDOE, 1997).
The administrator completes an Evaluation Summary Report (ESR), which presents
scores for competency areas obtained through multiple teacher observations and a
structured interview. The results of the ESR are shared with the classroom teacher, and
the PDP is completed. (See appendix A for a copy of the PDP form.) No more than
three competency areas are identified and included on the PDP. Potential professional
development activities that might be included on the PDP are observations of other
professionals, university courses, attendance at professional conferences, readings, or
professional discussions with a colleague. The activities listed are specific and related to
the competency areas identified.
In addition to the PDP, a Goals Accountability Plan (GAP) is employed by some
Alabama schools systems (Alabama State Department of Education, 1997). This form is
used for multi-year evaluation cycles for tenured teachers who have undergone full
evaluation within the past two years and is very similar to the PDP. The GAP form has
areas for objectives in student achievement or program improvement as well as for
personal or professional objectives.
The PDP also has a section for scoring a teacher’s competency in the area of
professional development and leadership. The purpose of this is to “assure that each
teacher is involved in activities which promote and increase knowledge and skills in the
area of professional development and leadership” (ASDOE, 1997, p. 24). The evaluator
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is concerned with the teacher’s professional ambition or the teacher’s initiative with
personal goals for improving his or her own content area skills and providing leadership
for improving education. This is evaluated by looking at the following as outlined in the
Alabama State Department of Education’s Professional Education Personnel Evaluation
Program of Alabama: Orientation Manual for Teachers (1997):
• Participates in a professional development program to improve job
performance
• Participates in school, system, and state professional development
programs and/or attends state, regional, and national conferences
• Uses ideas from books, professional journals, and professional
organizations to improve teaching
• Participates in professional organizations
• Takes formal coursework or obtains advanced degree(s)/certification
• Provides leadership in identifying and resolving issues and problems
facing education
• Provides leadership in establishing and/or achieving school/system
goals
• Initiates activities and projects in the school/system
• Conducts workshops/training sessions
• Shares ideas, materials, and resources with peers and others
• Participates in shared decision-making in the school
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Activities that meet these conditions include the obvious, such as attending professional
meetings, but also activities such as chairing a committee to improve scores in the
content area, mentoring or tutoring another teacher, or preparing a plan to provide extra
instruction for a particular segment of the student population (ASDOE, 1997).

Teacher Recertification
Both group and individual professional development serve the purpose of
improving student learning by improving instruction; however, all professional
development fulfills another need in Alabama—that of teacher recertification. For
recertification in Alabama, classroom teachers must verify 50 clock hours of professional
development over a five year period as well as complete three years of teaching (T.
Jackson, personal communication, December 18, 2006). Teachers may use in-service
hours as well as individual professional development hours to fulfill this requirement.

Summary
The research shows that the impact of quality professional development on the
classroom is improved teaching and increased student achievement. Through providing
subject-specific experiences, reasonable durations, and the consideration of teacher
needs, professional development encourages teacher reflection and collaboration, as well
as the institution of new ideas, teacher confidence, and the adjustment of strategies to fit
student needs. The literature also shows that teachers are motivated to pursue
professional development because of dissatisfaction with the ability to keep up with
changing technologies, increased income, and personal initiative. Primary barriers
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include both a lack of time and money. The Alabama system for providing professional
development includes in-service time and individual professional development
requirements.
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CHAPTER III
METHODOLOGY
Substance…stimulates the mind, and leaves
much to think about afterward.
(Educational Leadership, 2002, p. 92)

Research Design
This research sought to find out the usefulness of professional development in
classroom instruction as perceived by business education teachers; the motivation for
teachers to pursue individual professional development and if their pursuit is continuous
throughout a twelve month period; the similarities between business teachers’ and all
teachers’ professional development needs; the overall status of professional development
for the business educator regarding levels of satisfaction, perceived needs for professional
development and the activities that meet those needs; and to determine if business
educators are part of the school or school system decision making process for providing
professional development to teachers. Descriptive and correlational research methods
were used in this study. These methods were useful for describing a population,
obtaining data from a large group of individuals about a particular topic, and establishing
relationships among variables (Fraenkel & Wallen, 2006).
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Validity and Reliability
The threats to internal validity of this research were primarily a subject
characteristics threat and an instrumentation threat. A subject characteristics threat may
have existed because teachers inherently differ from one another in a variety of ways that
could have affected the results of this study. School systems and administrators differ
and, along with their attitudes towards professional development, may have influenced
the teacher in the area of professional development. The amount of funds available for
individual professional development may also have been a factor that impacted the
subjects in this research. A teacher’s age and years of teaching experience could have
affected the hours available for individual professional development and his or her
attitude towards local in-service opportunities.
The surveys used were also potential threats to internal validity. The validity of
the outside survey used across the state of Alabama (in the fall of 2006) to determine
professional development perceived needs among Alabama teachers was addressed by
the eleven in-service center directors (M. O’Neil, personal communication, January 30,
2007). These directors, who are experts in their field, are familiar with the teachers in
their areas and addressed the validity of their instrument prior to administering it to
Alabama teachers. The survey created by the researcher and the issue of validity are
addressed in the instrumentation section.
External validity or generalizability of the results to the whole population of
business education teachers in Alabama or to those in other states is subject to the
representativeness of the actual respondents. Population generalizability is the “degree to
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which a sample represents the population of interest” (Fraenkel & Wallen, 2006, p. 104).
A representative sample of the whole population of business education teachers was
important to the study for the purpose of generalizing to Alabama business education
teachers; therefore, a random sample of all business teachers was selected for
participation in this study. Generalizability to other states may also be possible; however,
the manner in which professional development is conducted in the other states as well as
state and systemwide education expenditures will have bearing on the generalizing of
results. To encourage responses and increase the possibility of representativeness, three
main factors were employed: incentives were offered, the survey was brief, and e-mails
with hyperlinks were used for ease in completing and submitting the information.

Sample Size
Of the 1,007 business education teachers, the researcher chose to randomly select
410 participants for this research. A moderate effect size of .5 was estimated (ά=.05)
with a projected sample size of 80 participants. This would yield a power level of .882,
which is an acceptable power level for this study (Hair, Black, Babin, Anderson, &
Tatham, 2006). The greater number of participants (109) provides a power level of .940.

Participants
A random sample of 410 Alabama secondary business educators were asked to
participate in this voluntary study by completing a survey about their professional
development activities, interests, and perceptions over the past 12 months. The survey
response rate was 28.9%. The Alabama State Department of Education Career/Technical
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Section provided the list of business educators that was used to locate the sample of
participants. E-mail addresses were located by accessing school web pages and
contacting schools by telephone. Information from the returned surveys was utilized for
the data analysis. Of those who participated, 84.9% were female, 69.1% hold a master’s
degree or higher, 13.8% have a bachelor’s degree, 17% have completed some graduate
school, 57.4% are nine month employees, 85.9% teach grades nine through twelve, and
10.7 was the average number of years of full-time teaching experience.

Instrumentation
A combination of two surveys was used in this research. In the fall of 2006, all
Alabama secondary education teachers received a survey asking for their perceived needs
for professional development. This survey was administered by the eleven regional inservice centers on behalf of the Alabama State Department of Education. Data from
these surveys were obtained from the University of Alabama at Birmingham Center for
Educational Accountability in a Needs Assessment Report made through a contract with
the In-Service Center Directors of Alabama (see Appendix B). Additionally, a survey
was developed by the researcher after careful review of the literature regarding the
impact of professional development on actual classroom instruction, the barriers and
motivators teachers face when considering professional development, and the nature of
professional development in Alabama education. The researcher also used 12 years of
experience as a business education teacher and familiarity with in-service and individual
professional development in the Alabama public school system to assist with
development of topics, areas, and procedures for professional development.
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This survey was disseminated to participants through a hyperlink provided in an
e-mail. This survey was created and maintained using Surveymonkey.com. Upon
request, this survey company deleted access to IP addresses for the survey to ensure
participant security. A copy of the survey is provided in Appendix C. Several initial
actions were taken to ensure the validity of the instrument; these are described in the
following paragraphs.
Based on a technique suggested by Patton (2001), the researcher personally
distributed the survey to an experienced teacher and asked this teacher to verbalize her
thoughts while completing the survey under the researcher’s observation. The researcher
made notes of comments and questions the teacher expressed, and changes were made so
that validity was better assured. This teacher articulated several concerns; therefore, the
following changes were made: one item was added to question 14 about motivators for
professional development to include the “possibility for more job opportunities/more
career options in the future”; the timeframes associated with question 20 were changed
from first nine weeks and second nine weeks to first semester and second semester; the
ten minute time reported for the survey on the cover page was changed to 15 minutes; the
incentives for completing the survey were placed in bold text; and a final deadline for
survey completion was added to the bottom of the cover page of the survey.
To address the content-related validity of the instrument, the survey was given to
a panel of two experts to determine if the research questions were correctly addressed
using the survey. One expert is a retired business education professor who has extensive
knowledge and experience with Alabama education at both the secondary and
50

postsecondary levels. The second expert is an administrator in charge of professional
development in Alabama’s largest high school. She also has extensive experience
teaching as well as administering the professional development system mandated by
Alabama’s State Department of Education. Each expert was provided with the research
questions and given an overall explanation of the purpose of the study along with a copy
of the instrument. The panel reviewed the survey questions and marked questions that
were unclear regarding the objectives of the study. The panel also commented on the
suitability of the instrument’s format. Comments or problems revealed by the panel were
recorded, and appropriate corrections were made to better ensure the reliability and
validity of the instrument. Those corrections included rewriting an item in question one
so that it is less confusing, adding the bold feature to portions of each question so that the
meaning was clear, adding STIClassroom use as a new category to question 11, and
adding the word “feel” to question 16c so that it reads “feel it is unnecessary”.
The last step involved a pilot study using the proposed instrument, with any
appropriate changes made based on information gathered from the observation and the
panel of experts. The pilot survey was disseminated to 18 secondary education teachers
in Autauga County, Alabama, through a link to the survey in an e-mail to each teacher.
None of those used in the pilot survey were included in the final survey administration.
Participants were asked to respond with additional comments or questions if any part or
parts of the survey were unclear or confusing so that adjustments could be made for the
final survey if necessary. Several adjustments were made based on these comments. One
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punctuation error was corrected in question ten, and three potentially confusing items in
question one were rewritten.
An item analysis from the pilot survey response data was conducted to test both
the reliability and validity of the instrument (Patten, 2001). This analysis provided
information helpful for revising the questions. Percentages of responses were examined
to identify choices marked by few or those that may appear inconsistent. The first
instrument question regarding the impact of professional development on classroom
instruction was of particular concern since there were multiple parts that required positive
and negative responses. Pilot respondents appeared to have made the distinction between
the positive and negative statements and appropriately marked their level of agreement.
There were no categories that could be eliminated from this question. After looking at the
impact scores for the highest one-third of respondents and the lowest one-third, there
appeared to be no inconsistencies, and all items in these questions were retained for the
actual study. Regarding future professional development, responses to questions eleven
and twelve resulted in the addition of a new category: interactive whiteboard use and
setup.
Instrumentation threat was seen as the main threat to internal validity in this
study; however, input from the verbal respondent, the pilot survey, and the panel of
experts, as well as the clearly written and defined questions, have controlled for this
threat by eliminating obvious defects and any bias fortuitously introduced by the
researcher. Use of the pilot survey and personal dialogue with the experts and verbal
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respondent helped to ensure that the questions were correctly understood by the
participants and that the instrument gathered information meaningful for this study.
Using SPSS, an internal reliability estimate was calculated for question one of the
instrument. This question contained 30 statements. Cronbach’s Alpha coefficient
revealed an internal consistency of ά=.95. Question three contained 21 items.
Cronbach’s alpha coefficient revealed an internal consistency of ά=.97.

Procedures
IRB approval was obtained using the application found in Appendix D. The
proposed instrument, e-mails, and cover letter were included for review. Using Microsoft
Excel, a formula was used to create a list of 410 random numbers. The list of Alabama
business education teachers included 1,007 names with schools and addresses; therefore,
each teacher was assigned a number so that teachers could be randomly selected using the
Excel list of numbers. The e-mail addresses for the 410 business education teachers were
then obtained. An e-mail (Appendix E) was sent to these teachers; the e-mail contains a
hyperlink to the survey located on the world wide web at the following URL:
http://www.surveymonkey.com/s.asp?u=94763769647. One week later, another e-mail
with a survey link (Appendix F) was sent to all non-respondents asking again for their
assistance in completing the survey. The survey link was closed, and data was
downloaded and examined after three weeks had passed from the time of the first e-mail.
Thirty-three total e-mail messages were returned as undeliverable which means a total of
377 teachers received the survey link through e-mail. One hundred and nine responses
were received, resulting in a 28.91% response rate. Of the 109 responses received, nine
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were found incomplete and, therefore, were discarded. This left 100 surveys usable for
the data analysis, which will be detailed in the next section.

Data Analysis
Descriptive and inferential statistics were used to describe the data collected and
to make suppositions about business educators and their professional development
included in Chapter Five. Initially, the collected data was placed into a data table in
Statistical Package for Social Sciences (SPSS) version 14.0 so that it could be analyzed
and the research questions stated in Chapter one answered. Frequency tables with
percentages and means were used to report the data collected from each item on the
instrument. The Pearson r correlation coefficient was calculated to determine a positive,
negative, or non-existent relationship between the data. The Spearman r was used to
determine correlation between variables, and an analysis of variance (ANOVA) was used
to determine significant differences between variables. An alpha level of .05 was used to
determine statistical significance.
The following are the research questions, the specific number on the instrument
that collected the data necessary, and a discussion of the data analysis done for each
question. See Appendix C for the actual survey.

Research Question 1
What is the status of professional development for business educators in Alabama,
regarding a) the areas in which business education teachers receive professional
development through in-service hours, b) the areas in which business education teachers
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receive individual professional development, c) the level of satisfaction business teachers
have with current in-service and individual professional development, and d) the number
of hours business education teachers receive in individual professional development?
This question was answered using items 3, 4, 7, 10, 19, and 20 on the survey instrument.
Frequency, mean, and percentage responses were calculated and statistical tables
prepared to answer this question. For the purpose of calculating each participant’s total
clock hours, one semester hour of graduate credit equaled forty-five clock hours. Cross
tabulation analysis was done to examine the level of education of participants who
reported graduate credit among professional development hours.

Research Question 2
How does professional development impact the classroom instruction of
secondary business teachers? This question was answered using item 1 on the survey
instrument. Frequency, mean, and percentage responses were calculated. An impact
score (which represents the level of impact professional development has had on their
classroom instruction) was calculated for each respondent using the following scores on
the five-point Likert scale: “Strongly agree” = 4; “Agree”=3; “Unsure”=2;
“Disagree”=1; and “Strongly disagree”=0.

Research Question 3
Is there a relationship between the participants’ impact scores and the number of
hours spent in individual professional development? This question was answered using
items 1 and 19 on the survey instrument. The Pearson correlation coefficient (r) was used
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to determine the relationship that exists between the impact score and the hours spent in
individual professional development. The Spearman r was used to determine if a
correlation existed between the impact score and the hours of professional development.
Cross tabulation analysis was performed to see if the impact scores differ among
teachers’ years of experience and the length of annual contract. An analysis of variance
(ANOVA) was conducted to investigate impact score differences in overall satisfaction
with in-service activities and years of experience among teachers.

Research Question 4
What motivates business educators in seeking individual professional
development, and what are the barriers these educators face to obtaining individual
professional development? These questions were answered using data from items 13, 14,
15, 16, and 17 on the survey instrument. Frequency, mean, and percentage responses
were calculated. Teachers were asked to rank motivators on a scale of one to five (with
five being the highest and one being the lowest) in order to indicate attitudes towards
different motivators. Cross tabulation analysis was used to examine each motivator and
the respondents’ years of experience.

Research Question 5
How continual is the pursuit of individual professional development among
business educators? This question was answered using item 28 on the survey instrument.
Frequency, mean, and percentage responses were calculated. Cross tabulation analysis
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was performed to determine if the continuity of professional development differs with
years of experience or the length of annual contract.

Research Question 6
How do business education teachers compare to other teachers in their perceived
professional development needs? This question was answered using items 11 and 12 on
the survey instrument and also involved the survey done by Alabama in-service centers
(results in Appendix B).

Research Question 7
What are the perceptions of business teachers regarding their professional
development needs? This question was answered using item 11 on the survey instrument.
Frequency, mean, and percentage responses were calculated for all the areas teachers
indicate as a perceived need for professional development.

Research Question 8
Are business education teachers included in the school or school system decisionmaking process for determining the focus of professional development during in-service
days? This question was answered using items 29 and 30 on the survey instrument.
Frequency and percentage responses were calculated.
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CHAPTER IV
RESULTS
Teachers are universally concerned with
seeing their students excel.
(Balachandran, Blair, & Lewis, 2007, 154)
The purpose of this study was to examine the perceived usefulness of professional
development for business education teachers in their classroom instruction; the
motivation for these teachers to engage in individual professional development and if this
activity was continuous throughout a twelve month period; the similarities between
business teachers and regular education teachers in their professional development needs;
and the overall status of professional development for business educators regarding their
levels of satisfaction, their perceived needs for professional development and the
activities that met those needs, and the role of business educators in the school system’s
decision-making process for providing professional development to teachers.
This chapter focuses on statistical analysis and interpretation of the data collected
for the purpose of answering the eight research questions. Data were collected primarily
through the survey sent to business education teachers in Alabama public schools. In
Alabama, a total of seven hours of individual professional development is required of
each teacher every year, and an additional seven days of in-service are provided each
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year for teachers at the school or school system level. The survey considered teachers’
perceptions and preferences and time spent in professional development activities.

Analysis of Data
Descriptive and inferential statistics were used to analyze the survey data.
Responses for each question were coded with an appropriate scale. Initially, data were
downloaded from Surveymonkey.com as an Excel spreadsheet with condensed data
containing numerical values and actual values. It was then opened as a data file in SPSS.
A description of the analysis used with each research question is as follows:

Research Question 1
What is the status of professional development for business educators in Alabama,
regarding a) the areas in which business education teachers receive professional
development through in-service hours, b) the areas in which business education teachers
receive individual professional development, c) the level of satisfaction business teachers
have with current in-service and individual professional development, and d) the number
of hours business education teachers receive in individual professional development?

In-service Training
In order to ascertain what topics business education teachers experienced during
their school or school system in-service days, the researcher’s survey provided a list of
in-service training areas and asked teachers to indicate if they received no training in an
area or indicate their satisfaction level with the training in the area mentioned (question
three). A 5-point scale was used and was scored as follows: No Training in This Area=
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no value; Very Satisfied= 4; Satisfied=3; Dissatisfied=2; Very Dissatisfied=1. For the
purpose of this analysis, a mean of 3.0 was considered “satisfied”.
Twenty-one areas were listed, and Table 4.1 summarizes the data collected from
question three. The majority of respondents received in-service training in all areas
mentioned (see Table 4.1) except Apple/Macintosh computer systems. The top four areas
in which teachers reported in-service training were using technology in the classroom
(n=91), emerging technologies (n=82), teaching special needs students (n=81), and first
aid/safety issues (n=80).
Additionally, participants were asked to name (survey questions 4, 6, and 8) any
other in-service training they had received in the past twelve months that had not already
been reported on the previous survey question. A complete listing of all open-ended
responses can be found in Appendix G. Five out of 44 (11%) open-ended responses to
this question mentioned receiving in-service training in the area of reading or reading
strategies. In-service on specific software was mentioned four times (9%) including
voice recognition software and Windows Movie Maker. Other areas mentioned were
grouped into two categories: student issues and teaching strategies or methods. Student
issues identified were gangs, poverty, retention, child abuse, drugs, and healthy eating.
The teaching strategies or methods reported in in-service were “vertical teaming,” “web
based learning,” writing, “differentiating instruction,” “learning communities,” Intel
Teach to the Future workshop, and “brain based strategies.” Other areas of in-service
mentioned separately included “annual yearly progress” (AYP), “change,” “notebook
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orientation,” STI, alternative parenting methods, finances, managing stress, teacher
insurance, and NCLB.

Table 4.1 Descriptive Statistics: Areas of In-Service and Level of Satisfaction
Areas of In-Service
a. Classroom management
b. Classroom discipline
c. Student motivation
d. Using technology in the classroom, including
equipment
e. Emerging technologies in education
f. Teaching students with special needs and/or issues
associated with special education
g. Teaching students with limited-English proficiency
h. Testing and assessment in the classroom
i. Methods of teaching
j. Alabama high school graduation exam remediation
k. Sexual harassment
l. Legal issues in education (excluding sexual harassment)
m. First Aid/Safety issues-including student safety and
personal safety
n. Windows operating system
o. Word processing software
p. Spreadsheet software
q. Database software
r. Multimedia presentation software
s. Desktop publishing software
t. Webpage creation, design, management, or use with
classes
u. Apple/Macintosh computer systems

n
68
66
75
91

M
3.00
2.89
2.95
3.29

SD
0.68
0.68
0.70
0.79

82
81

3.16
2.94

0.85
0.78

59
78
71
73
64
69
80

2.73
3.00
3.10
3.23
3.13
3.04
3.25

0.78
0.74
0.70
0.68
0.63
0.67
0.65

60
65
65
62
68
64
62

3.17
3.29
3.28
3.11
3.26
3.16
2.92

0.83
0.81
0.80
0.89
0.80
0.88
0.93

31

2.35

0.99

Individual Professional Development
To establish the areas of professional development beyond in-service training,
question 20 on the survey asked that participants specify areas in which they received
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individual professional development training by marking how much time was spent in the
training and the time of year this training was completed. Table 4.2 shows the frequency
of responses to the items listed on the instrument. Emerging technologies (40%),
multimedia presentation software (30%), webpage design software (27%),
classroom management (28%), and curriculum development (25%) were the top areas
marked. When areas are categorized, software related activities (n=106) received the
most professional development attendance, classroom related issues (n=74) were second,
and professional development activities on the topic of teaching methods (n=43) were
much lower. Only two respondents reported attending professional development about
computer programming languages, and only two reported Apple/Macintosh computer
systems as a professional development topic. The instrument included choices for four
applications and methods-related activities. These four courses are common courses
taught in Alabama secondary schools, junior high schools, and career technical centers.
Of the four listed, professional development on personal finance applications and
methods (16%) was the most attended.
As on previous questions, teachers were given the opportunity to comment on
other individual professional development activities not mentioned in the survey by
responding to questions 21 and 24 (refer to Appendix G). A delivery method for
professional development was mentioned four (18%) times: Career Tech Conference,
SBEA, and NBEA. Teaching strategies and methods identified as professional
development activities included “inclusion and mainstreaming,” “writing lesson plans,”
“cooperative education training,” “teaching the special needs student,” Intel Teach to the
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Future workshop (which includes project based learning methods focused on technology
integration into the classroom), and “methods of teaching at the secondary level.” Other
responses included writing, student retention, special certifications, school safety, co-op
coordinator, and SACs review team member.

Table 4.2 Areas of Individual Professional Development
Professional Development Activity
a. Classroom management
b. Classroom discipline
c. Student motivation
d. Emerging technologies
e. Windows operating system
f. Word processing software
g. Spreadsheet software
h. Database software
i. Multimedia presentation software
j. Webpage design software
k. Desktop publishing software
l. Computer maintenance & repair
m. Computer programming languages
n. Apple/Macintosh computer systems
o. Curriculum development
p. Accounting applications and methods
q. Computer applications and methods
r. Entrepreneurship applications and methods
s. Personal finance applications and methods
t. Equipment purchases
u. Present/Teach at a local in-service meeting
n=100

63

n
28
21
25
40
7
12
13
6
30
27
18
12
2
2
25
5
14
8
16
10
9

Satisfaction with Professional Development
Teachers were asked (questions 10 and 27) how satisfied they were overall with
the effectiveness of both the in-service and individual professional development they had
received over the past twelve months. The 5-point Likert scale was used and scored as
follows: Very Dissatisfied=1; Somewhat Dissatisfied=2; Neutral=3; Somewhat
Satisfied=4; Very Satisfied=5. For the purpose of this analysis, a pre-set score of 4.0 was
used to determine satisfaction with in-service training. Given this standard, 67% of the
respondents indicated that they were either somewhat satisfied (i.e., “4” on the scale) or
very satisfied (i.e., “5” on the scale). However, a mean of 3.68 (SD=1.14) (question 10
on the survey) indicated that, overall, the participants’ satisfaction was between a neutral
response and a satisfied response. For the related question regarding how satisfied
teachers were with individual professional development (question 27 on the survey),
82.1% reported that they were either somewhat satisfied or very satisfied (M=4.10,
SD=.83) with individual professional development.
Fifteen of the twenty-one items listed in question three and shown in Table 4.1
had a mean of 3.0 or greater (for this question 3.0 is considered a satisfied score);
therefore, of the in-service items listed, the majority received a satisfied score from
respondents when assessing their level of satisfaction. Classroom discipline (M=2.89),
student motivation (M=2.95), teaching students with special needs (M=2.94), teaching
students with limited English proficiency (M=2.73), webpage creation and design
(M=2.92), and Apple/Macintosh computer systems (M=2.35) all had means of less than
3.0 or unsatisfied scores. Teachers reported the highest levels of satisfaction with in64

service training on using technology in the classroom (M=3.29), word processing
software (M=3.29), multimedia presentation software (M=3.26), and first aid/safety
issues (M=3.25).
Question 37 of the instrument asked teachers for general comments on what they
would change about professional development opportunities in their school system or at
the state level. Responses are reported in Appendix G. These 38 responses indicated
dissatisfaction with professional development by comments, which, for the purpose of
this research, have been grouped into categories associated with time, financial support,
content, and delivery.
Teacher remarks about time included these:
…I spend more time outside of class than I ever have.
It would be nice if teachers did not have to give up so much of their
personal time to attend professional development.
…forced in-services with mandatory workshops when our PDPs have
been satisfied and our hours requirements have been satisfied are a waste
of my valuable time.
In-service opportunities tend to be boring and seem like a waste of time.
Financial support was also an area for dissatisfaction:
I would like to have financial support from the school system for
professional development workshops. It is hard to pay for a substitute and
have to use money (own) to go to workshops. There is very little support
from administration.
…more paid professional development through your school system!
More money…to attend national conferences.
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The content of the professional development and the focus were also issues of
dissatisfaction. Teacher criticism included the following:
…gear in-service opportunities towards subject-specific areas
…more technical update hours at the Summer Professional Development
Conference.
I wish there were more professional development for advanced computer
users.
More…opportunities especially in technology areas
…more specific and in depth
…more advanced computer applications workshops
Currently we do not offer enough advanced computer skills development
opportunities. In my county, 99% of development is for BASIC level of
computing.
…professional development is not sufficient and very elementary in
nature.
…teachers should be allowed professional development in the area(s) they
choose.
The phrase “more hands-on” was used five times (13%) throughout the 38
comments as a requested delivery method for professional development. More available
online training was mentioned only once. One participant commented that administration
“would rather purchase books for teachers to read (we never read them) instead of help
their teachers attend good workshops.”

Hours in Professional Development
Question 19 on the survey asked teachers to report their hours spent in individual
professional development activities. Respondents who answered “No” on question 18
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(n=7), indicating they received no professional development over the last 12 months,
were given a zero score when calculating the average number of hours for teachers. For
the purpose of this study, one semester hour of graduate credit equals approximately
forty-five clock hours. Table 4.3 displays the data collected. The most time spent in
professional development was through pursuing graduate credit; however, there was a
large variability among respondents. Of the 91 who responded to this question, only 18
reported graduate hours. A cross tabulation was done to examine the 18 based on their
level of education (Appendix H). One respondent did not report his or her level of
education. More than half (n=10) who reported taking graduate credit had already
obtained a master’s degree. One held a bachelor’s degree, six had completed some
graduate coursework, eight held a master’s degree, one held a specialist’s degree, and one
held a doctorate. On average, respondents received 158.1 hours each (n=98) of
professional development during a 12 month period. Excluding graduate credit,
respondents participated in an average of 38.6 hours each of professional development
during a 12-month period.
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Table 4.3 Total Professional Development Hours
Professional Development
Opportunities

%

Computer Workshop Hours

n

Sum

M

SD

74.7 68

1,015

14.93

20.27

Other Workshop Hours

60.4 55

699

12.71

17.17

AETC Hours

36.3

33

394

11.94

8.88

Alabama Career Tech Summer
Conference Hours

56.0

51

719

14.10

7.57

Graduate Hours

19.8

18

11,970

665.00

429.84

Professional Meeting Hours

24.2

22

255

11.59

9.83

Other Professional Development
Hours
n=91

40.7

37

441

11.92

11.13

Computer (74.7) or other workshops (60.4) and the summer conference for Career
Tech educators (56.0) had the highest percentage of responses for participation. The
Alabama Career and Technical Professional Development Conference is a three-day
conference held each summer. Any teacher may attend, but it is specially designed for
members of the Alabama Association of Career and Technical Education (AACTE).
AACTE is affiliated with the National Association for Career Technical Education
(ACTE), which includes teachers in all career technical fields, such as agricultural
education, trade and industrial education, family and consumer sciences as well as
business education. Only 36.2% attended the Alabama Educational Technology
Conference (AETC). The AETC is sponsored by the Alabama State Board of Education
and promotes the use of technology in schools and classrooms by highlighting the
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advantages of using technology and by providing up-to-date training to teachers and
administrators.
The lowest mean was reported for time spent at professional conferences
(M=11.59), such as the National Business Education Association (NBEA), the Alabama
Business Education Association (ABEA), the Southern Business Education Association
(SBEA), or Delta Pi Epsilon (DPE). Cross tabulation was completed to investigate who
reported attending the conferences (see Appendix I). Of the 19 who completed
demographic data, the average years of experience was 12.26; 50% held a master’s
degree; 30% had completed some graduate school; 10% held a bachelor’s degree; and
10% reported a specialist’s degree.

Research Question 2
How does professional development impact the classroom instruction of
secondary business teachers? Teachers were asked to respond to thirty statements about
the impact of professional development on their instruction. An impact score (which
represents the level of impact professional development has had on their classroom
instruction) was calculated for each respondent by adding up the individual’s total points
based on the Likert scale used. The following scores on the five-point Likert scale were
applied for the positive statements: Strongly Agree =5; Agree=4; Unsure=3; Disagree=2;
and Strongly Disagree=1. The negative statements were coded as follows: Strongly
Agree=1; Agree=2; Unsure=3; Disagree=4; and Strongly Disagree=5. The highest
possible impact score was 150. This was computed by multiplying the highest
satisfaction level possible (5) (or dissatisfaction level for negative statements) by the
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number of statements (30). The mean impact score of professional development on
classroom instruction was 117.98, and the standard deviation was 18.04. “Agree” and
“Strongly Agree” were the highest reported responses to the following four statements:
“I have reflected on how I teach specific topics” (93.4%); “I continue to be excited about
the subject(s) I am teaching” (93.5%); “I am implementing new ideas, practices, and/or
techniques” (93.5%); and “I have learned something new and then taught it to my
students” (95.3%).
Sixty open-ended responses were reported on question two of the instrument,
which asked participants to give examples of how professional development had changed
their instructional practices. These responses are listed in Appendix G. Twenty-five
mentioned technology related impacts due to professional development with comments
such as the following:
I have updated lesson plans to reflect current trends in technology and
business practices....
Use of blogs would be a wonderful idea for reading, writing exercises…
I am now aware of the internet resources…am going to develop some type
of project for next year that will include blogging.
Through professional development training on new technology, I am able
to integrate the use of that in the classroom to improve or enhance my
teaching (use of an ACTIVE board, and Voice Recognition technology are
two prime examples).
I have learned to use different technology software and equipment to
enhance lessons and make learning more exciting in my classroom.
I have incorporated more online services and materials into my daily
lessons. Students are now able to access my master list of web sites in
class and at home.
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I…discussed classroom computer monitoring software with other
teachers…
Professional development has helped me most in learning about new
technology (software) and how it is being used in industry. For example,
after attending a workshop on Photostory, I now use it along with
PowerPoint to teach multimedia presentations.
My instructional practices are now…technology driven. Students take
tests online and either print or e-mail their results. Computer and the
Internet are used extensively.
I have learned about several free Internet sites that I plan to use to make
my classes more challenging and enjoyable to my students.
I…have taken many workshops related to Web and Graphic Design which
have enabled me to add these two courses to my class offerings.
Respondents also reported more reflection on their teaching as a result of professional
development:
I take a more in depth look at everything I teach and ask myself how it
improves student learning. I also ask more often “What is the end
product/goal of what I am trying to teach?”..
Professional development helps me to take a closer look at myself and
evaluate my skills.
[Professional development] has made me reflect on how I teach my
students.
Also reported were multiple examples of teaching strategies:
I have implemented rubrics into projects so that my students will have a
better understanding of what is expected of them for the assignments.
Project-based Internet activities—collaborative work.
I try to make learning more fun…
Professional development has provided me with resources and best
practice strategies to my way of teaching. For example, the use of
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interactive games and modules are utilized in my classroom to enhance
lecture and classroom activity.
I am also demanding more of my students.
As a result of a reading workshop, I now have students read aloud when
appropriate in my Accounting classes. I also created some PowerPoint
review activities for vocabulary in all my classes.
…more group projects
Attending professional development has made me realize written and
verbal directions are best. I also give more real world examples about
subjects taught.
Professional development allows me to be more creative, and I have
developed additional ways of interacting with my students.
I am able to incorporate real-life situations.
Comments associated with special education needs included these:
Professional development on special education has prompted me to
evaluate the methods I use to teach these students. It has allowed me to
create various alternative methods in the classroom.
I have learned how to work with special needs students more effectively. I
understand better their struggles and therefore I can help them and work
with them better.

Research Question 3
Is there a relationship between the participants’ impact scores and the number of
hours spent in individual professional development? The Pearson correlation coefficient
(r) was used to determine the relationship that exists between the impact score and the
hours spent in individual professional development. The data were screened and missing
scores were omitted from the analysis (n=98). A negative correlation was found (r=-.10)
between the impact score and hours spent in individual professional development
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activities. A non-parametric correlation was performed using the Spearman r approach.
A .06 correlation (significant at the alpha level of .05) was found between the impact
score and the hours of professional development (p=.28), indicating that there is not a
significant correlation between the two variables. Figure 4.1 shows the general direction
of the data.
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Figure 4.1 Correlation: Impact Scores and Hours of Professional Development
A cross tabulation analysis (Appendix J) was performed to see if the impact
scores differ among teachers with varying years of experience. Less impact was reported
by seasoned teachers. Teachers with 1-14 years of experience reported more impact of
professional development on their classroom instruction.
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An analysis of variance (ANOVA) was conducted to investigate impact score
differences in overall satisfaction with in-service activities and years of experience
among teachers. Data were first screened for missing data and outliers and then
examined for test assumptions. Data screening led to the deletion of 10 missing cases
and the transformation of six outliers to a value within the extreme tail in the acceptable
distribution. No further transformations were performed to moderately skewed data since
ANOVA is not highly sensitive to nonnormality when group sizes are not small (Mertler
& Vannetta, 2005). Levene’s test for equal variances indicates homogeneity of variance
among groups, F(18, 69)=1.19, p=.29.
The two-way ANOVA results, presented in Table 4.4, show no significant main
effect for satisfaction with in-service (F(4, 69)=.40, p=.75, partial η2=.02) and no
significant main effect for years of experience (F(3, 69)=2.88, p=.03, partial η2=.14).
There was no significant factor interaction, F(11, 69)=.95, p=.50, partial η2=.13. Results
revealed that impact scores of teachers were not significantly affected by years of
experience or satisfaction levels with in-service.

Table 4.4 ANOVA: Impact, Satisfaction with In-Service, and Years of Experience
Source
SS
Between Treatments
4654.79
Satisfaction with In-Service
2698.26
Years of Experience
282.57
Satisfaction x Years of Experience
2452.149
Within Treatments
16176.66
Total
1251814.00
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Df
18
4
3
11
69

MS
258.60
674.57
94.19
222.92
234.44

F
2.88
.40
.95

P
.03
.75
.50

ES
.14
.02
.13

Research Question 4
What motivates business educators in seeking individual professional
development, and what are the barriers these educators face in obtaining individual
professional development? Teachers were asked for their general level of motivation
regarding professional development and were then given a list of possible motivators and
barriers; they were then asked to rank them on a scale of one to five (with five being the
highest and one being the lowest) in order to indicate their attitude towards different
motivators and barriers.

Motivators
Question 13 on the instrument asked, “How motivated are you to obtain
professional development beyond in-service?” The following 5-point Likert scale was
used: Very Unmotivated=1, Somewhat Unmotivated=2, Neutral=3, Somewhat
Motivated=4, Very Motivated=5. For the purpose of this analysis, “motivated” was
considered 4.0. In general, teachers were motivated to seek individual professional
development (M=4.32, SD=.73).
Table 4.5 lists each of the possible motivators and the mean scores for the ranking
of that motivator. The desire to learn a skill so that it can be taught better (M=4.61,
SD=.55) was ranked as the highest motivator for seeking professional development. A
general desire to be more effective in the classroom (M=4.45, SD=.68), the constant
changes in technology (M=4.54, SD=.63), and a teacher’s own initiative (M=4.32,
SD=.71) also ranked high in motivating teachers to pursue individual professional
development.
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Table 4.5 Professional Development Motivators

a. Financial incentives, such as a higher
salary for completing a higher degree
b. Required by my administration to attend
certain conferences each year
c. My own initiative
d. A desire to learn specific skill to that I
can teach it better
e. In general, want to be more effective in
the classroom
f. Constant technology changes
g. Software changes due to textbook
adoption
h. Recertification
i. Possibility for more job
opportunities/more career options in the
future

n

M

SD

99

3.61

1.26

98

3.12

1.33

99

4.32

.71

97

4.61

.55

98

4.45

.68

98

4.54

.63

96

4.01

1.07

96

3.67

1.17

97

3.79

1.21

Cross tabulation analysis (Appendix K) was done to examine each motivator and
the respondents’ years of experience. This assessment revealed that financial incentives
motivated teachers with 1 to 19 years of experience more than those with greater than 25
years. The fact that professional development is required did not highly motivate any
experience category. Initiative of the respondent motivated all experience groups. A
desire to learn a specific skill served more as a motivator for those with 1-14 years of
experience. Effectiveness in the classroom was more motivating for teachers of 1-14
years of experience than for those of 15-30 years. Technological changes and software
changes motivated everyone. Recertification was more motivating for those with 1-9
years of experience. Those with 1-19 years experience were more motivated by the
possibility for more job opportunities/career options in the future.
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Respondents were also asked to list any additional factors that may motivate them
to seek professional development (see Appendix G). One comment included the time of
year the professional development activity is offered; the end of the school year was more
motivating than the beginning or middle. Collaboration with other teachers, being “able
to pass it on to students,” “to have as much knowledge as possible and learn new ideas,”
and “keeping the classroom fun” were also mentioned as motivators.

Barriers
Table 4.6 displays the list of barriers included in the survey and in the responses.
Time was ranked as the highest barrier (M=4.18, SD=1.08) to a teacher pursuing
individual professional development. Money (M=3.79, SD=1.22) was ranked as the
second highest barrier. Attitudes suggesting that professional development is
unnecessary (M=1.90, SD=1.13) and that teachers are not interested in professional
development (M=1.38, SD=.67) were considered the least eminent barriers for teachers.
Open-ended responses to question 17 (see Appendix G) provided respondents the
opportunity to comment about additional barriers to obtaining individual professional
development and included “paperwork, there’s too much already” and no compensation
for industry certifications. One contributor wrote concerning barriers:
Mandatory workshops during in-service days instead of being allowed to
work in rooms for planning, grading, etc. If we are able to get our hours
and meet our PDP during the summer on our own time, it is a sticking
point with me that we should have to attend workshops that are not as
relevant as those we choose.
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Table 4.6 Barriers to Professional Development

a. Time
b. Money
c. Feel it is unnecessary
d. Lack of recognition from administration
or school system
e. Proximity of learning resources
f. Lack of financial support from
administration
g. Not interested in professional
development

n
97
96
96

M
4.18
3.79
1.90

SD
1.08
1.22
1.13

97

2.35

1.28

95

2.92

1.16

96

2.96

1.38

96

1.38

.67

Research Question 5
How continual is the pursuit of individual professional development among
business educators? Frequency, mean, and percentage responses were calculated.
Question 28 asked respondents if they had participated in at least eight hours of
individual professional development each year over the last five years. Responses were
coded: No=0; Yes=1. A majority of teachers (94.62%, M=.95; SD=.23) responded
“yes,” that they did receive continual individual professional development over a five
year period.
Question 20 asked respondents to report the timeframe in which they received
professional development in the previous 12 months. Thirty respondents did not report
this information. Timeframes included Summer, 1st Semester, and 2nd Semester. For the
purpose of this study, continual on an annual basis means that a teacher participated in
professional development during two of the three timeframes during a year. Responses
were coded: No=2, Yes=1, None reported=0. The results (n=70) showed that 50% of
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teachers (M=1.5; SD=.50) were continual in receiving professional development on an
annual basis and 50% were not continual in this pursuit.

Research Question 6
How do business education teachers compare to other teachers in their perceived
professional development needs? The University of Alabama at Birmingham (UAB)
Center for Educational Accountability performed a needs assessment for in-service topics
for regular education teachers in Alabama public schools and subsequently made a report
to the In-Service Center Directors of Alabama (see Appendix B). This report reveals that
PowerPoint (15%), webpage design (12%), student motivation (13%), behavior
management (10%), and the social studies portion of the Alabama High School
Graduation Exam (AHSGE) (10%) are the topics regular secondary teachers choose most
for future in-service needs. Business education teachers reported on the researcher’s
survey (see Table 4.7) that student motivation (64%), webpage design (62%), emerging
technologies (61%), interactive whiteboard use and set-up (46%), computer maintenance
and repair (46%), and classroom management (45%) were the topics most needed for
future in-service or professional development training. Three of the top five perceived
topics for professional development of business teachers coincided with the report to Inservice centers for all secondary teachers: web page design, student motivation, and
classroom/behavioral management. The technology needs of both groups were also
similar since webpage design ranked high for all teachers and for business teachers.
Classroom issues (motivation, management, and behavior) were also important topics for
both groups.
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Research Question 7
What are the perceptions of business teachers regarding their professional
development needs? Table 4.7 shows the response rate for the items listed in question 11
of the instrument. As stated previously, student motivation (64%), classroom
management (45%) and technology-related issues such as webpage design (62%),
emerging technologies (61%), interactive white board use and set-up (46%), and
computer maintenance and repair (46%) received the most responses. Of the individual
topics listed, three categories again emerged and were the most reported in perceived
needs for professional development: classroom issues, technology issues, and teaching
methods.
Teachers were given the opportunity to specify additional topics or categories for
professional development in the future. Those comments (see Appendix G) include
assessment, legal issues, industry observations, Internet and Computing Core
Certification (IC3), “make-up work ideas or management,” and organization and
documentation of Career Tech materials and forms.
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Table 4.7 Business Teacher Perceptions for Future Professional Development
Professional Development Topics
Classroom management
Classroom discipline
Student motivation
Emerging technologies
Problem Based Learning techniques
Remediating for Alabama High School
Graduation Exam
STIClassroom use (computerized
gradebook)
Interactive whiteboard (such as a
SmartBoard) use and set-up
Windows operating system
Word processing software
Spreadsheet software
Database software
Webpage design software
Desktop publishing software
Multimedia presentation software
Computer programming languages
Apple/Macintosh computer systems
Accounting applications and teaching
methods
Computer applications and teaching
methods
Entrepreneurship applications and
teaching methods
Personal finance applications and
teaching methods
Equipment purchases
Computer maintenance & repair
Curriculum development and/or
growth
Technology in the classroom
Other (please specify)
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Response
Rate
45%
43%
64%
61%
34%
13%
28%
46%
12%
11%
24%
28%
62%
25%
34%
20%
18%
28%
27%
43%
43%
34%
46%
28%
37%
1%

Research Question 8
Are business education teachers included in the school or school system decisionmaking process for determining the focus of professional development during in-service
days? School systems are required to submit a comprehensive professional development
plan to the State Department of Education each year and must obtain teacher input for
this plan. Schools within school systems form committees or advisory boards comprised
of teachers in that specific school. These boards or committees then decide upon
professional development activities for individual schools and report that information to
the school system for inclusion in the comprehensive professional development plan (G.
Robertson, personal communication, January 9, 2007). For the purpose of analysis, the
data for this question was coded as follows: Never served on a committee=0; served on a
committee in the past=1; and currently serving on a committee=2. The instrument
revealed that 63.44% of business education teachers surveyed had never served on an
advisory committee or advisory board; 25.81% had served on a committee in the past;
and 10.75% were currently on an advisory committee or board.
Of those who had served on a committee or were currently on a committee, the
survey redirected them to an additional question about the degree of implementation they
perceived from the recommendations their committee provided to their school system or
school. Thirty-five were qualified to respond, of which 37% were unsure of the
implementation of their recommendations, and 57.15% recorded that “some” or “almost
all” of the recommendations were implemented.
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Summary
In summary, this research found that the business teachers surveyed were less
satisfied overall with their in-service opportunities than with their individual professional
development opportunities. Using technology in the classroom, emerging technologies,
teaching special needs students, and first aid/safety issues were the most reported inservice topics while emerging technologies, multimedia presentation software, webpage
design software, classroom management, and curriculum development were the top areas
reported for the teacher-selected individual professional development. After categorizing
individual professional development, attendance software and classroom related issues
received the highest numbers, while teaching methods activities ranked among the lowest
attended. Computer or other related workshops as well as the summer conference for
Career Tech educators had the highest percentage responses for hours of participation in
professional development. Professional conferences specific to the field of business
education received the lowest number of hours when respondents reported professional
development participation.
When asked what teachers believed they needed for professional development,
business teachers responded most with student motivation, classroom management, and
technology related issues such as webpage design, emerging technologies, interactive
white board use and set-up, and computer maintenance and repair. The majority of
teachers do receive professional development continually over a five year period, but
only half reported continual professional development during a school year.
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A comparison was made involving data from the researcher’s survey and that of a
survey administered to all Alabama secondary teachers in the 2006-2007 school year
regarding teachers’ perceived professional development needs. Business teachers and the
population of secondary teachers had similar perceived needs, including web page
design, student motivation, and classroom/behavioral management issues. Technology
needs were ranked high for both groups.
Data were also collected regarding business teacher involvement in the decisionmaking process for professional development activities in the schools and school system.
Sixty-three percent of business teachers surveyed had never served on a school or school
system committee or advisory board. Of those who had served on a committee, 57%
believed that “some” or “almost all” of their recommendations were implemented.
The actual impact of professional development on classroom instruction was also
researched. The mean impact score of professional development on classroom
instruction was 118, and the standard deviation was 18.0. Reflecting on teaching specific
topics, learning to demonstrate new ideas differently, and learning something new and
then teaching it all ranked the highest for statements of impact. Multiple open-ended
responses reported instructional impact examples involving topics such as technology,
teacher reflection, teaching strategies, and special education. There was no significant
correlation found between the impact of professional development on classroom
instruction and the number of hours spent in professional development activities. Less
instructional impact was found for veteran teachers than for teachers with 1-14 years of
experience. An analysis of variance (ANOVA) was conducted to investigate impact
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score differences in overall satisfaction with in-service activities and years of experience
among teachers. The ANOVA results showed no significant main effects for satisfaction
with in-service or years of experience.
Motivators and barriers also play a role in professional development activities for
teachers. In general, teachers reported being motivated to pursue professional
development. The desire to learn a skill so that it can be taught was ranked the highest
motivator for seeking professional development. A general desire to be more effective,
constant changes in technology, and personal initiative were also high-ranking motivators
as reported by teachers. Money motivated teachers with 1-19 years but not those with
greater than 25 years experience. Personal initiative motivated teachers with all levels of
experience. Those with 1-14 years of experience were motivated more by the desire to
learn a specific skill and be effective than those with more than 14 years of experience.
Time and money were ranked highest for barriers that inhibit professional development.
Teachers were not inhibited with the attitude that professional development is not
necessary nor did they express a lack of interest in professional development.
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CHAPTER V
SUMMARY, CONCLUSIONS, AND RECOMMENDATIONS
In order to meet the changing demands of their jobs,
high-quality teachers must be capable and willing
to continuously learn and relearn their trade.
(USDOE, 1999)
Professional development is designed to make a difference in teaching, impact
instruction, and help teachers reach high standards for the classroom (Guskey, 2005b).
Teachers need continual training in order to keep up with evolving technologies, newer
standards, and a changing culture. This training helps teachers adjust to larger class
sizes, accommodate for all learners, consider and implement new standards, plan
projects, and create or redesign effective assessments that measure true understanding.
Business education teachers face the challenge of providing quality instruction but also
face the challenge of staying current in business technology while staying current in
course content (Scott, 2003).
This study was designed to investigate the perceived usefulness of professional
development for business education teachers in their instruction; the motivation for these
teachers to participate in individual professional development and if this professional
development was continual throughout a twelve-month period; the similarities between
business teachers and regular education teachers in their perceived professional
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development needs; and the overall status of professional development for business
educators concerning their levels of satisfaction, their perceived needs for professional
development and the learning opportunities that met those needs, and the part business
educators play in the school system’s decision-making process for providing professional
development to all teachers.
The primary mode of data collection for this study was through an instrument
created by the researcher. A random sample of Alabama business educators were asked
to participate by completing the survey distributed through a hyperlink in an e-mail
message. The survey considered teachers’ perceptions, preferences, and time spent in
professional development activities. The instrument response rate of 28.9% included 100
usable surveys. Of those who participated, 84.9% were female, 69.1% held a master’s
degree or higher, 13.8% had a bachelor’s degree, 17% had completed some graduate
school, 57.4% were nine-month employees, 85.9% taught grades nine through twelve,
and 10.7 was the average number of years of full-time teaching experience. For
comparison, data was also used from a survey conducted by the in-service center
directors across the state of Alabama using all 2006-2007 public secondary teachers in
Alabama.
In Alabama, a total of seven hours of individual professional development is
required annually for each public school teacher. Additionally, the State Board of
Education sets aside seven days each school year for teacher in-service training.
Descriptive and inferential statistics were used in this study to describe the data
collected and to make suppositions about business educators and their professional
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development. Statistical Package for Social Sciences (SPSS) was used to analyze the
data. This chapter focuses on a discussion of the findings, the conclusions, and the
recommendations that were identified as a result of this study.

Summary and Discussion of Findings
Eight research questions were used to determine the impact of professional
development on instruction, the factors motivating teachers to pursue professional
development, and the overall status of professional development for business educators.

Research Question 1:
What is the status of professional development for business educators in
Alabama, regarding a) the areas in which business education teachers
receive professional development through in-service hours, b) the areas in
which business education teachers receive individual professional
development, c) the level of satisfaction business teachers have with
current in-service and individual professional development, and d) the
number of hours business education teachers receive in individual
professional development?
The majority of respondents received in-service training in all areas mentioned in
the survey except Apple/Macintosh computer systems. The top four areas in which
teachers reported in-service training were using technology in the classroom (n=91),
emerging technologies (n=82), teaching special needs students (n=81), and first aid/safety
issues (n=80). This research, which reports that 91% of business teachers receiving
professional development focused on technology in the classroom, differs from previous
research, which found that 74% of teachers had engaged in professional development
focused on classroom technology integration (Parsad, Lewis, & Farris, 2000). The
seven-year difference could account for this increase in technology training. This same
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previous study reported that only 49% of teachers engaged in professional development
that focused on the needs of students with disabilities, and the current study shows that
81% of Alabama business educators received in-service professional development
regarding special needs students. Since in-service activities are typically not subjectspecific (G. Yeargan, personal communication, July 17, 2007), it should be noted that the
topics of in-service noted by business teachers may also be the topics many regular
secondary education teachers in Alabama experienced. The No Child Left Behind
(NCLB) Act that became law in 2002 may explain the increased focus on special needs
children.
The majority of the in-service items listed on the survey instrument received a
“satisfied” score from respondents; however, classroom discipline (M=2.89), student
motivation (M=2.95), teaching students with special needs (M=2.94), teaching students
with limited English proficiency (M=2.73), webpage creation and design (M=2.92), and
Apple/Macintosh computer systems (M=2.35) all had “unsatisfied” scores. Teachers
reported the highest levels of satisfaction with in-service training on using technology in
the classroom (M=3.29), word processing software (M=3.29), multimedia presentation
software (M=3.26), and first aid/safety issues (M=3.25). The most mentioned in-service
topics in the open-ended responses were reading and software (voice recognition and
Windows Movie Maker). Other areas comprised student issues (gangs, poverty, retention,
child abuse, drugs, and healthy eating) and teaching strategies/methods (“vertical
teaming,” “web based learning,” writing, “differentiating instruction,” “learning
communities,” “Intel Teach to the Future” workshop, and “brain-based strategies”).
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In professional development training beyond in-service, emerging technologies
(40%), multimedia presentation software (30%), webpage design software (27%),
classroom management (28%), and curriculum development (25%) were the top areas
marked. The topic of personal finance applications and methods (16%) was the most
attended of those listed. By combining the topics of word processing, spreadsheet,
database, web page design, and desktop publishing software, it can be stated that
software-related activities (n=106) received the most professional development
attendance. The previous USDOE (2005) study shows 59% participating in professional
development focused on their content area and supports the level of attendance found in
the current study. In the current study, two respondents reported attending professional
development about computer programming languages, and two reported
Apple/Macintosh computer systems as a professional development topic.
Classroom-related issues (n=74) were second in professional development
attendance. Professional development activities on the topic of teaching methods (n=43)
were much lower. Open-ended responses included writing, special education issues,
teaching with technology, preventing high school dropouts, special certifications, school
safety, and project-based learning as attended areas of individual professional
development.
When asked about overall satisfaction with the effectiveness of both in-service
and individual professional development received over the past twelve months, 67.35%
reported satisfaction with in-service training; however, given the pre-set score of 4.0 as
“satisfied,” the mean (M=3.68, SD=1.14) indicated that, overall, participants’ satisfaction
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was between neutral and satisfied. Overall, 82.1% reported satisfaction with individual
professional development training (M=4.10, SD=.83). The level of satisfaction with inservice in this study differs from previous research, which reported that 40% of teachers
had a low level of satisfaction with local school district workshops (Wiggs, 1998). The
current study shows that business educators are receiving in-service in special needs,
safety, and classroom-related issues, and individual professional development in their
content area; however, they reported dissatisfaction (3.0 was satisfied) with in-service
involving special needs students (M=2.94), student motivation (M=2.95), and classroom
discipline (M=2.89).
The most time spent in professional development was through pursuing graduate
credit; however, only 18 reported graduate hours. A cross tabulation was done to
examine these 18 based on their level of education. More than half (n=10) had already
obtained a master’s degree. One held a bachelor’s degree, six had completed some
graduate coursework, eight held a master’s degree, one held a specialist’s degree, and one
held a doctorate. On average, respondents received 158.1 hours each (n=98) of
professional development during a twelve-month period. Excluding graduate credit,
respondents participated in an average of 38.6 hours each of professional development
during a twelve-month period. Comparing the current study with a previous USDOE
study (2005) reveals that business teachers received on average more hours of
professional development than regular education teachers; in the USDOE study, teachers
were asked in the 1999-2000 school year about hours spent in professional development,
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and “a majority of teachers reported receiving eight or fewer hours of professional
development in the previous 12 months” (p. 1).
Computer (74.7) or other workshops (60.4) and the summer conference for Career
Tech educators (56.0) had the highest percentages of responses for participation. Only
36.3% attended the Alabama Educational Technology Conference. The lowest mean was
reported for time spent at professional conferences (M=11.59). Cross tabulation was
completed to investigate who reported attending the conferences. Nineteen participants
completed demographic data. The average years of experience was 12.26; 50% held a
master’s degree; 30% had completed some graduate school; 10% held a bachelor’s
degree; and 10% reported a specialist’s degree.

Research Question 2:
How does professional development impact the classroom instruction of
secondary business teachers?
The mean impact score of professional development on classroom instruction was
117.98 with a standard deviation of 18.04. “Agree” or “Strongly Agree” were the highest
reported responses to the following four statements: “I have reflected on how I teach
specific topics” (93.4%); “I continue to be excited about the subject(s) I am teaching”
(93.5%); “I am implementing new ideas, practices, and/or techniques” (93.5%); and “I
have learned something new and then taught it to my students” (95.3%). Eighty-four
percent agreed or strongly agreed with the statement “I have more confidence and
courage to try something new,” which is a higher number than the 37% reported on a
similar statement in the Frampton, Vaughn, and Didelot (2003) study. Reflection has
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also been noted in the literature as an informal way teachers learn and become more
effective (Lohman & Woolf, 2001; Lieberman & Miller, 1999); according to Osterman
and Kottkamp (1993), reflection is necessary for professional growth and change because
it involves a greater self-awareness. Ninety-three percent in the current study agreed that
they were willing to be reflective about specific topics, which agrees with the findings of
the Frampton, et al study. A review of the open-ended responses revealed technologyrelated impacts to instruction due to professional development, more reflection on
teaching, adjusted teaching strategies, and positive impacts to teaching those with special
education needs.

Research Question 3:
Is there a relationship between the participants’ impact scores and the
number of hours spent in individual professional development?
The Pearson r coefficient found a negative correlation (r=-.10) between the
impact score and hours spent in individual professional development activities. The nonparametric Spearman r correlation found a .06 correlation (significant at the alpha level
of .05) between the impact score and the hours of professional development (p=.28),
indicating that there is no significant correlation between the two variables. This does
not agree with the USDOE study (1999) that suggests that increased time in professional
development contributes to a teacher’s perception of improvements to his or her teaching.
In the current study, less impact was reported by seasoned teachers, and teachers with
1−14 years of experience reported more impact on instruction due to professional
development. ANOVA was used to investigate impact score differences in overall
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satisfaction with in-service activities and years of experience. Results revealed no
significant main effect for satisfaction with in-service (F(4, 69)=.40, p=.75, partial
η2=.02) and no significant main effect for years of experience (F(3, 69)=2.88, p=.03,
partial η2=.14). There was no significant factor interaction, F(11, 69)=.95, p=.50, partial
η2=.13. These results showed that impact scores of teachers were not significantly
affected by years of experience or satisfaction levels with in-service.

Research Question 4:
What motivates business educators in seeking individual professional
development and what are the barriers these educators face in obtaining
individual professional development?
In general, teachers do consider themselves motivated to seek individual
professional development (M=4.32, SD=.73). The highest ranked motivator for seeking
professional development was the desire to learn how to better teach a skill (M=4.61,
SD=.551). Other top motivators for pursuing professional development included these: a
general desire to be more effective in the classroom (M=4.45, SD=.675), the constant
changes in technology (M=4.54, SD=.629), and a teacher’s own initiative (M=4.32,
SD=.712). At least two other studies found that money was a motivator for professional
development (Lohman, 2006; Chard, 2006); however, in this study money was not
reported as a chief motivator. This study does agree with the Lohman study that shows
personal initiative as a motivator. Cross tabulation revealed that both money and the
possibility for additional job opportunities motivate teachers with 1 to 19 years of
experience more than those with 25 or more years. Professional development as a
requirement was not a motivator for any experience category. Initiative, technological
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changes, and software changes motivated all groups. A desire to learn a specific skill and
the need for effectiveness in the classroom were more motivating for those with 1 to 14
years of experience. Wiggs (1998) reported previously that less than half of Missouri
business education teachers were satisfied with their ability to keep up with the
technology changes. This may indicate a motivator to professional development,
especially since the Missouri teachers wanted more training.
Time ranked as the highest barrier to seeking individual professional
development, and money was the second highest barrier. Supovitz and Zief (2000) and
Lohman (2000) agree that money and time (specifically family commitments) are barriers
to pursuing professional development. Attitudes that professional development is not
necessary or that teachers were not interested were ranked as the lowest barriers to
pursuing professional development.

Research Question 5:
How continuous is the pursuit of individual professional development
among business educators?
There were two elements of continuity measured: continual over a five-year
period and continual over a twelve-month period. The majority of teachers (n=93;
M=.95; SD=.227) did receive continual professional development over the five-year
period, and half (n=70, M=1.5; SD=.50) were continual throughout the previous twelvemonth period. The National Board for Professional Teaching Standards (2002)
emphasizes the need for continual professional development and lifelong learning;
however, the term “continual” is not specifically defined. Balachandran, Blair, and
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Lewis (2007) maintain that teachers consider professional development an “ongoing
process” (p. 154). The current study suggests that over a five-year period, teachers are
keeping the professional development process ongoing. Teachers in Alabama experience
the recertification process every five years, which could provide an explanation for such
continuity.

Research Question 6:
How do business education teachers compare to other teachers in their
perceived professional development needs?
Business education teachers were compared with all secondary teachers in
Alabama regarding their perceived needs for professional development. Three of the top
five topics for professional development for business education teachers coincided with
general secondary teachers: web page design, student motivation, and
classroom/behavioral management. Technology needs for both groups were high.
Secondary teachers listed PowerPoint and web page design as the primary two
professional development needs while business teachers named web page design and
emerging technologies as their second and third most needed topics for professional
development. Student issues, such as student motivation, ranked first for business
teachers and third for the general secondary teachers.

Research Question 7:
What are the perceptions of business teachers regarding their professional
development needs?
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The primary needs reported for professional development were student motivation
(64%), classroom management (45%) and technology-related issues such as webpage
design (62%), emerging technologies (61%), interactive white board use and set-up
(46%), and computer maintenance and repair (46%). One hundred teachers responded to
this question, and only six posted additional comments. Two were related to content, and
two were classroom management related.

Research Question 8:
Are business education teachers included in the school or school system
decision making process for determining the focus of professional
development during in-service days?
Sixty-three percent of business education teachers have never served on an
advisory committee or board for the purpose of establishing professional development
needs in their school or school system; 10.75% were currently on a committee/board, and
25.81% had served on a board in the past (M=.47, SD=.687). Of the 25.81% who had
served on a committee in the past, 57.15% believed that “some” or “almost all” of their
committee recommendations had been implemented by the school or school system. A
previous study by the USDOE (2005) reported that only 26% of principals considered
teacher preference “very important” when deciding how professional development hours
would be allocated. Sparks (2000) points out that some administrators do not see
teachers as professionals, which could possibly explain the reluctance to include teachers
in the decision-making process.
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Conclusions
The following are conclusions based on the findings of this study as they relate to
the eight research questions:

Status of Professional Development in Alabama
The status of professional development in Alabama suggests that teachers are
receiving professional development training in the areas of technology but also want
more in this area. Regarding in-service opportunities, 91 reported in-service hours on
using technology in the classroom, and 82 reported in-service on emerging technologies.
Individual professional development attended included emerging technologies (40%),
multimedia presentation software (30%), and webpage design software (27%); when
categorized, software related activities (n=106) received the most individual professional
development attendance. When asked what future professional development they needed,
61% reported emerging technologies, and 62% reported web page design (other areas
were mentioned but were not technology related). The individual teacher comments
imply that teachers want professional development that is specific, such as webpage
design, emerging technologies, interactive white board use and set-up and computer
maintenance and repair. Specific comments also illustrate the degree of training teachers
desire:
…more specific and in depth
…more advanced computer applications workshops
...we do not offer enough advanced computer skills development opportunities
…professional development is not sufficient and very elementary in nature
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An earlier study done in Louisiana (Redmann & Kotrlik, 2004) reported business
teachers integrating technology into instruction at advanced levels. This seems to confirm
the need for business teachers to have advanced training in their content area. The
previous study reported teachers “[moving] beyond simply experimenting with
technology integration” (p. 83).
Of the four applications and methods-related individual professional development
activities listed on the researcher’s survey, the topic of personal finance applications and
methods (16%) was the most attended. These findings would seem to be in agreement
with the apparent need for training in finances. Valentine and Khayum (2005) found that
high school students do not have high levels of financial literacy, which seems to indicate
a need for training in this area. A Charles Schwab survey done by Harris Interactive
(2007) reported that there are significant gaps in teenagers’ knowledge of finances in
specific areas, such as how to pay bills, what a credit score is, how to have good credit,
and how to budget money. This same survey reported that 89% of teenagers want to
know how to make their money grow, and 65% think that learning about money is
interesting.
A previous study shows 74% of teachers involved in professional development
focused on technology in the classroom and 49% attended professional development that
focused on the needs of students with disabilities (Parsad, Lewis, & Farris, 2000);
however, the current study shows 91% engaged in in-service about technology use in the
classroom and 81% focused on special needs students. In-service in Alabama appears to
be shifting with the technology needs of the culture and addressing the NCLB directives
99

to focus on students of all ability levels; however, business education teachers in this
research expressed lower levels of satisfaction with their in-service training on teaching
children with special needs (M=2.94; on a scale with 3.0 as satisfied). Conversely,
teachers had the greatest overall level of satisfaction with in-service on using technology
in the classroom (M=3.29). Student motivation (M=2.95) and classroom discipline
(M=2.89) were also areas of dissatisfaction with in-service. Along with improved special
education training, this may indicate a need for improvement in these areas.
In Alabama, teachers attain individual professional development hours by
completing the programs or projects listed on their Professional Development Plan
(PDP), which is part of an annual Professional Education Personnel Evaluation (PEPE)
(G. Robertson, personal communication, January 9, 2007). Teachers, with the
endorsement of an administrator, choose how they will attain professional development
hours during an academic year. Regarding satisfaction with professional development,
the current research shows that 67% of teachers were satisfied with in-service, and 82%
were satisfied with individual professional development. These results appear to indicate
that teachers are more satisfied with the professional development that they choose.
Previous literature (Deojay & Pennington, 2000) advocates a framework for self-selected
professional development, which allows teachers to maintain control over their own
development and to link their activities to measurable student achievement.
Of the hours spent in professional development, professional meetings were the
least attended. This is a logical development since professional organization membership
is on the decline (O’Neil & Willis, 2005). Scott (2003) notes that professional
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organizations offer professional meetings that “meet the practical needs of business
educators at various instructional levels” (p. 321). In this study, business educators are
requesting more professional development in the applied areas of emerging technologies
(61%) and web page design (62%). Professional meetings also provide opportunities for
peer relationships, which, according to Scott (2003) and Carr (2005), are important
because of their ability to strengthen morale, encourage the novice teacher, foster the
sharing of information about new technologies or teaching strategies, and, overall, play a
part in success in the classroom. Harper (1998) declares networking with other business
educators as the “key” to growing professionally. The current research does not reveal
that business teachers are taking advantage of this opportunity.
The current study shows that business education teachers are not consulted (63%
have never served on a committee to impact in-service decisions), but they are proactive
in obtaining professional development, evidenced by the number of hours on average
(158.1 hours) despite the barriers of time and money. Compared to the USDOE (2005)
study, business education teachers in this study acquire far more professional
development than regular education teachers, and they do not claim to be motivated by
state requirements. In Alabama, business education teachers on average acquire in one
year (158.1 on average) more than is required in 15 years, for both recertification (50
hours every 5 years) and the state professional development requirements (7 hours per
year). Even the more conservative average reported (38.6 hours), which does not include
any graduate coursework, shows business teachers obtaining far more hours than are
required in one year. The large number of hours spent in professional development by
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business educators seems to indicate that business teachers appreciate the need for
staying current.

The Impact of Professional Development
The mean impact score of 118 reported in this study implies that teachers agree
(or disagree in the case of negative statements) with most of the 30 statements regarding
the impact of professional development on their instruction. A score of 120 (30
statements multiplied by 4 on the 5-point Likert scale) would indicate an overall satisfied
attitude on the instructional impact of professional development. On average, business
teachers in Alabama are experiencing positive impacts on their instruction due to
professional development activities. They are reflecting on the way they teach (93.4%);
they are excited about the subject matter (93.5%); they are implementing new ideas,
practices, or techniques (93.5%); and they are learning new things and teaching it to their
students (95.3%). They also have more courage to try new things (84%) and in a higher
percentage than the previous study by Frampton, Vaughn, and Didelot (2003), which
reported 37%. Several positive comments about the impact of professional development
on instruction are included here (underscore added):
I have updated lesson plans to reflect current trends in technology and
business practices....
I have learned to use different technology software and equipment to
enhance lessons and make learning more exciting in my classroom.
Professional development has helped me most in learning about new
technology (software) and how it is being used in industry.
I…have taken many workshops related to Web and Graphic Design which
have enabled me to add these two courses to my class offerings.
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Relationship Between Impact Scores and Hours
Results from this current study show no correlation between the hours of
professional development and the impact score. These findings do not agree with the
USDOE study (1999) that reports that increased time in professional development
contributes to a teacher’s perception of improvements to his or her teaching. The current
study also reports that impact scores are not significantly affected by teachers’ years of
experience nor their satisfaction level with in-service. To examine what evidence this
study has about professional development’s impact on instruction, sixty individual
comments were considered from question two on the survey. Below is a list of some of
the benefits of professional development that teachers reported. From these comments,
instruction was impacted in specific, practical ways.
These comments are focused on teacher attitudes:
…renewed sense of pride in my profession
…energy and willingness to try something new
…evaluate my skills
…reflect on how I teach
…evaluate the methods I use to teach
Additional teacher comments focused on the technology benefits teachers derived
from professional development:
…more technology
…free internet sites
…technical updates
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…new technology (software)
…use of an ACTIVE board, and Voice Recognition technology
…computer monitoring software information
…I rely more upon the technology
…Internet resources
…using the LCD projector more
…equipment…[use] in the classroom
…experience technology at work
…more online services and materials
Other comments centered on impacted teaching methods:
…new ideas
…new ways to present material
…group project ideas
…project-based information
…how [technology] is being used in industry
…lesson plans
…incorporate real-life situations
…try to make it more fun in class
…use of rubrics GREATLY increased the students' understanding of
grading assessment
…have students read aloud when appropriate in my Accounting classes
…more group projects
…have more examples
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…[define] goals upfront
…give more real world examples
…taught me that you can find project based activities for almost every
type of lesson
…understand and implement better techniques and strategies in teaching
business technology essentials
A final category of comments centered on classroom management:
…learned how to work with Special need students more effectively
…classroom referrals reduced every year
…discussions by practicing teachers
…I have learned new approaches in dealing with negative behavior of
students
…developed additional ways of interacting with my students
…there are new ways of doing old things,
…integrate real-world rules into behavior management
Past studies show that increased time in professional development contributes to a
teacher’s perception of improvements in his or her teaching (USDOE, 1999). This
previous study describes teachers who received more than eight hours of professional
development as being more likely to say their teaching was improved “a lot” (p. v).
Lieberman (1995) maintains that the professional development activity beyond one or
two days may change the expectations of teacher roles and place professional
development as a fundamental part of the school so that learning is engaging for the
teacher as well as for the student. The USDOE study criticizes short-term workshops or
conferences due to segregation from the classroom context, a lack of hands-on activities,
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and a lack of reflection and collaboration with contemporaries; they also, according to the
study, lack intensity because of the short time period and do not have the ability to effect
any meaningful change. The current study does not agree that more hours of professional
development automatically translate into a greater impact on instruction.

Motivators and Barriers
In the literature, Grimmett and Neufeld (1994) break down motivation for
professional development into three categories—traditional, alternative, and authentic.
Traditional means motivated by extrinsic gains and bound by the agendas of others.
Alternative is comprised of motivations for internal reasons, such as what one will
personally or professionally find satisfying or rewarding to pursue. The authentic method
focuses on what is right for the student. This is considered a moral aim and is “caught up
in a struggle to do what is necessary and of value, not just for the organization or just for
oneself, but ultimately in the important interests of learners” (p. 5). Balachandran, Blair,
and Lewis (2007) agree that as teachers look for meaningful professional development,
they demonstrate that they are “concerned with seeing their students excel” (p. 154). The
concept of authentic professional development methods being focused on the students’
good is seen among the chief motivators found in the current study. This research reports
the highest motivator of Alabama business education teachers as the desire to learn a skill
so that it can be taught better (M=4.61, SD=.551); the third ranked motivator also focuses
on what will help students since teachers expressed a general desire to be more effective
in the classroom (M=4.45, SD=.675) as a motivation for pursuing professional
development.
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Lohman (2006) writes that a teacher’s personal initiative is a motivating factor in
whether to participate in individual professional development. Another example of the
authentic category of professional development is Richardson’s (2000) description of
“instructional nerds” (¶1), which are teachers who “are intrigued by what they need to
learn to improve student achievement and how they can learn it” (¶1). The current study
agrees with this assessment; personal initiative (M=4.32, SD=.71) was a high ranking
motivator for teachers in pursuing professional development.
This research also found that constant change in technology (M=4.54, SD=.629)
was another top motivator that teachers had when pursuing professional development.
This agrees with the literature (Wiggs,1998), which reports that less than half of Missouri
business education teachers were satisfied with their ability to keep up with the
technology changes. “Technological changes” (p. 17) were the most cited problem in
teaching business education, according to the Wiggs study. The Missouri teachers
expressed the need for computer technology training, software training, and staying
current in their changing field.
Lohman (2006), Chard (2004), and Monahan (1996) all mention financial reasons
as being among the most frequently mentioned motivators and barriers for teacher
participation in professional development. Although the current study does not agree that
money is a motivator, it does report that money is a barrier to pursuing professional
development. Lohman’s (2006) study reported 31 teachers who said that a lack of funds
kept them from participating in professional development; 18 of those said that a lack of
money for substitutes prevented them from being able to observe other teachers, and five
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teachers in the study were unable to purchase professional literature due to the lack of
money.
The current study reports time as the highest ranked barrier to obtaining
professional development. The lack of time was also reported as a major influence on
professional development by Lohman & Woolf (2001), Supovitz & Zief (2000), and
Lieberman & Miller (1999). Time is regarded in the literature as the most influential
resource on self-initiated learning activities (Lohman & Woolf). When asked what could
be changed about professional development in their system, some business teachers in
this study remarked:
…more money…to attend national conferences
…more paid professional development through [the] school system
I would like to have financial support from the school system for
professional development workshops. It is hard to pay for a substitute and
have to use [my own money] to go to workshops.

Continual Professional Development
For the purpose of this study, continual on an annual basis is when a teacher
receives professional development in two of three timeframes (summer, 1st semester, and
2nd semester). Continual over five years means that the teacher received at least eight
hours of professional development each year of five years. In this study, 94.62% of
teachers were continual in their professional development over a five-year period;
however, only 50% were continual on an annual basis. Balachandran, Blair, and Lewis
(2007) maintain that teachers consider professional development an “ongoing process”
(p. 154). This study suggests that over a five-year period, almost all teachers are keeping
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the professional development process ongoing. Alabama teachers renew teaching
certificates every five years, which could provide an explanation for such continuity. The
practices of these business teachers are consistent with the state requirements for
recertification and the professional development required each year (seven hours is
required per year). The Policy Commission on Business and Economic Education states
that “continuing professional development is a required, not an optional, element in
school reform” (PCBEE, 2005a, ¶ 2). Practices of Alabama business education teachers
appear to be consistent with this since teachers are acquiring professional development on
a continual basis over a five year period and at least half are continual on an annual basis
with their professional development practices.

Needs Compared to Other Teachers
Business teachers in Alabama demonstrated that they have many of the same
needs as other public high school teachers in the state. Three of the top five needs for
both groups (business teachers versus regular education teachers) are similar: web
design, student motivation, and classroom or behavioral management. Regular education
teachers reported two technology needs (PowerPoint and web design) as highest on their
list, indicating an instructional technology need. At present, textbook adoption means an
increase in available technology for the regular education classroom teacher in Alabama.
Textbook companies provide LCD projectors, pre-prepared PowerPoint presentations,
laptops, interactive whiteboards, textbooks on CD, virtual labs, online resources, and
more to schools that adopt their textbooks. This incentive may have catapulted many
schools into the 21st century. The similarity in topics of need between business teachers
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and regular teachers should be noted, as well as the possible differences in levels of need
for the two groups. Previously, it was reported that business teachers requested more indepth instruction and were not satisfied with the basic skill levels of some professional
development, saying that it was “elementary in nature.” This seems to indicate that
business teachers do not need the same level of technology instruction that a regular
teacher would require. Teaching a class on multimedia design or web page design
requires a different skill level than creating or using PowerPoint as an instructional tool
or building and maintaining a class or teacher web page.

Professional Development Needs
The top five needs reported by business educators were student motivation (64%),
classroom management (45%) and technology-related issues such as webpage design
(62%), emerging technologies (61%), interactive white board use and set-up (46%), and
computer maintenance and repair (46%). Teachers reported attending individual
professional development (40%) and in-service (80%) regarding emerging technologies
but still considered this topic one of need. Needs in the area of computer maintenance,
motivation, and classroom management may indicate an importance placed on the
efficient operation of the classroom. This would be consistent with the top motivators for
pursuing professional development (the desire to learn a skill so that it can be taught
better and a general desire to be more effective in the classroom) and their emphasis on
the best interest of the learner.
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Teachers in the Decision-Making Process
Business education teachers are underutilized when it comes to input on how inservice time is spent in school systems. Only 63.44% had ever served on a school or
school system committee to make in-service decisions. This is a higher number than the
nationwide study done in 1999-2000 by the USDOE (2005), where only 26 percent of
school principals reported considering teacher preferences as “very important” when
determining professional development content. Glenn (2004) suggests that the teacher is
the best judge of what his or her needs are in order to be effective; however, the majority
of teachers in this study did not have opportunity for formal input. Reportedly,
administrators do not typically use a needs analysis to determine professional
development for their teachers but are beginning to call on student achievement data to
affect professional development (Sanborn, 2002). This method, according to Sanborn,
helps prevent the tendency toward random professional development and is a strategy
that relies heavily on teacher involvement.

Recommendations for Research and Practice
Based on the findings of this study, the following recommendations are made:
1. Further study should be considered for in-depth qualitative research of teacher
attitudes regarding in-service. Such a study could examine the opinions teachers have
about the utility of the seven days required each year for in-service training in
Alabama.
2. Further study should be considered to learn how the barriers of time and money are
being overcome by some teachers, districts, and state departments of education.
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3. Investigate why Alabama teachers are not using professional organizations as a
means of professional development, and look at the opinions of teachers and current
trends in technology and education in program planning to offer practical, contentspecific topics at professional meetings.
4. Administrators should consider examining ways to reduce the main barriers (time and
money) to professional development; obtain input and expertise from business
education teachers about the technology content of in-service activities; directly
communicate to teachers the value of professional development; examine ways to use
in-service time for content-specific professional development; improve in-service on
teaching special needs students and student motivation.
5. Teachers should consider asking schools or departments within their district to fund
attendance at professional organization national, regional, and/or state conferences,
seek professional development opportunities that meet specific content training, and
be proactive in telling administrators what content is needed for in-service (i.e. do not
wait to be assigned to a committee).
6. Universities should consider new ways to interact with and provide quality and
meaningful staff development for K-12 educators.
7. Since more hours of professional development do not automatically translate into a
greater impact on instruction, further research should be done to determine what
element (i.e. content, delivery method) of professional development does impact
instruction.
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APPENDIX D
INSTITUTIONAL REVIEW BOARD APPLICATION
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BEFORE SUBMITTING YOUR PROTOCOL FOR IRB REVIEW, MAKE SURE YOU
HAVE INCLUDED THE FOLLOWING (IF APPLICABLE):
____Survey, Questionnaire or Interview Questions
____Consent and Assent forms
____Recruiting materials
____Permission letters from participating institutions
____Signed Investigator Assurance form
____Clear, concise description of procedures to be used (Feel free to also attach any
proposals that may further explain your project.)
Additionally, these assurances must be made:
____All personnel listed must have completed IRB/Human Subjects Training. If
not, your application cannot be approved until the training has been completed. See
our website for training information.
http://www.msstate.edu/dept/compliance/irb/irbtraining.htm

____ IF APPLICABLE, THE ADVISOR HAS THOROUGHLY REVIEWED THIS
APPLICATION TO ENSURE READABILITY AND ACCURACY.

PLEASE NOTE:
•

THE DETERMINATION OF THE IRB WILL BE COMMUNICATED TO YOU
IN WRITING. SUBMISSION OF AN APPLICATION TO THE IRB DOES NOT
EQUAL IRB APPROVAL. YOU MAY NOT BEGIN THIS RESEARCH UNTIL
YOU HAVE IRB APPROVAL.
•

IF YOUR RESEARCH HAS NOT YET RECEIVED FUNDING NEEDED TO
CREATE INSTRUMENTS AND OTHER ASSOCIATED MATERIALS,
PROVIDE A TIMELINE OF WHEN THOSE ITEMS WILL BE DEVELOPED.
YOUR APPLICATION WILL BE REVIEWED FOR “118 DESIGNATION”(SEE
http://www.msstate.edu/dept/compliance/irb/irbawardchanges.htm FOR MORE
DETAILS).

If you have any questions, please feel free to contact our office at 325-5220 or by email at
irb@research.msstate.edu
Send to:
IRB
Campus Mailstop 9563
PO Box 6223, Mississippi State, MS 39762
8A Morgan Street
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INVESTIGATOR'S ASSURANCE
Mississippi State University
Institutional Review Board

Project Title: The Status Of Business Educators’ Professional Development Needs, Motivators, and

Impact on Instruction

As Primary Investigator, I have ultimate responsibility for the performance of this study, the protection of
the rights and welfare of the human subjects, and strict adherence by all co-investigators and research
personnel to all Institutional Review Board (IRB) requirements, federal regulations, and state statutes for
human subjects research. I hereby assure the following:
The information provided in this application is accurate to the best of my knowledge.
All named individuals on this project have been given a copy of the protocol and have acknowledged an
understanding of the procedures outlined in the application.
All experiments and procedures involving human subjects will be performed under my supervision or that
of another qualified professional listed on this protocol.
I understand that, should I use the project described in this application as a basis for a proposal for
funding (either intramural or extramural), it is my responsibility to ensure that the description of human
subjects use in the funding proposal(s) is identical in principle to that contained in this application. I will
submit modifications and/or changes to the IRB as necessary to ensure these are identical.
I and all the co-investigators and research personnel in this study agree to comply with all applicable
requirements for the protection of human subjects in research including, but not limited to, the following:
• Obtaining the legally effective informed consent of all human subjects or their legally authorized
representatives, and using only the currently approved, consent form (if applicable); and
• Making no changes to the approved protocol or consent form without first having submitted those
changes for review and approval by the Institutional Review Board; and
• Reporting serious and unexpected adverse effects to IRB Administration verbally within 48 hours and
in writing within 10 days of occurrence, and all other unexpected adverse events in writing within 10
days of occurrence; and
• Promptly providing the IRB with any information requested relative to the project; and
• Promptly and completely complying with an IRB decision to suspend or withdraw its approval for the
project; and
• Obtaining continuing review prior to the date approval for this study expires. I understand if I fail to
apply for continuing review, approval for the study will automatically expire, and study activity must
cease until IRB current approval is obtained.
• Your study and any associated records may be audited by the IRB to ensure compliance with the
approved protocol.
Name of Primary Investigator / Researcher: Kellie A. Shumack
Signature:
I assume responsibility for ensuring the competence, integrity and ethical conduct of the investigator(s) for
this research project. The investigator(s) is/are fully competent to accomplish the goals and techniques
stated in the attached proposal. Further, I certify that I have thoroughly reviewed this application for
readability and accuracy and the study is clearly described herein.
Name of Advisor: Dr. Connie M. Forde
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Signature:

THE MISSISSIPPI STATE UNIVERSITY INSTITUTIONAL REVIEW BOARD
FOR THE PROTECTION OF HUMAN SUBJECTS IN RESEARCH
Protocol Submission Form

PRINCIPAL INVESTIGATOR / RESEARCHER INFORMATION
Name: Ms. Kellie A. Shumack
MSU Net ID: kas182
Daytime Phone Number: (334) 324.4147
Mailing Address: 1822 Sanford Drive
City/State/Zip: Prattville, Alabama 36066

E-Mail Address: kas182@msstate.edu
Department: Instructional Systems, Leadership, and Workforce Development
IRB and Human Subjects Protections Education completed on February 12, 2005
FACULTY ADVISOR (Faculty member supervising the student for this project)
If you are a student, you must have an advisor for this project.
Advisor: Dr. Connie Forde
MSU Net ID: cmf1
Daytime Phone Number: (662) 325-7258
Advisor=s E-Mail Address: cmf1@colled.msstate.edu
Department: Instructional Systems, Leadership, and Workforce Development
Campus Mail Stop: 9713
IRB and Human Subjects Protections Education completed on September 16, 2006
ADDITIONAL INVESTIGATORS / RESEARCHERS
TITLE of project: The Status Of Business Educators’ Professional Development Needs,
Motivators, and Impact on Instruction
Is this an original submission or a revision? Original
If this is a revised application, please list the docket number assigned to the first
submission of the study.
PROJECT PERIOD: from upon IRB approval to ____June 2008_________
Includes both data collection and data analysis
*NOTE: Beginning date cannot predate IRB approval date. If you intend to begin
immediately upon IRB approval, list beginning date as “upon IRB approval”.
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STUDY FUNDING
Provide information about how the study costs will be supported
____Department funds
_x__Personal Funds
____No cost study
____Other, specify:
____External Funding
Agency:
SPA Proposal or Fund/Account Number:
PI of Award (if different than Principal Investigator/Researcher listed above):

I.

Personnel & Qualifications

NOTE:
•
•

•

•

In this section, the principal investigator is to describe the qualifications of
all researchers involved in the study to perform the responsibilities assigned.
As principal investigator, it is your responsibility to ensure that all
individuals conducting procedures described in this application are
adequately trained prior to involving human participants.
All personnel listed on this application are required to successfully complete
the MSU IRB & Human Subjects training course or an MSU IRB approved
alternative. APPROVAL WILL NOT BE GRANTED UNTIL ALL
INDIVIDUALS HAVE COMPLETED THIS TRAINING.
As personnel change, you must submit a modification request to the IRB for
approval before they can work with human subjects or identifiable or
confidential information.

A. Including yourself, provide the name of each individual who will be responsible for
the design or conduct of the study, have access to human participants, or have access
to identifying or confidential information.
Kellie Shumack
Dr. Connie Forde
B. For each person identified above, identify his/her role in the project and clearly state
the procedures or techniques he/she will be performing.
Kellie Shumack, Primary Researcher, will prepare the survey and e-mail to all
participants; answer any e-mail inquiries from participants about the contents of the
survey; receive and secure the survey contents. A list of Alabama Business
Education teachers will be procured from the Alabama State Department of
Education. All printouts and other identifiable information will be secured in a
locked filing cabinet unless in use. After the study is complete, the information will
be destroyed.
Dr. Connie Forde, Faculty Advisor, will supervise all steps of this research.
C. For each person identified above, describe his/her level of experience with the
procedures or techniques he/she will be performing.
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Kellie Shumack has twelve years experience as a business educator in the
Alabama public school system. She has administered numerous surveys to students
in grades nine through twelve on behalf of the Autauga County Board of Education.
She holds a Masters of Education Degree from Auburn University and has
successfully completed all required research design and statistics coursework at
Mississippi State University towards a doctorate degree. She has completed IRB
training at Mississippi State University.
Dr. Connie Forde is a level one graduate faculty member who has supervised
numerous research projects and dissertations. She has completed IRB training at
Mississippi State University.
D. Indicate where each of the personnel listed received training to perform the identified
procedures and who supervised or provided the training.
Both individuals have completed IRB training at Mississippi State University.
E. Explain how these skills/abilities will be periodically reviewed.
IRB training is updated periodically.
II. Research Protocol
1.

SITE OF WORK:
The research will take place in the State of Alabama. A publicly available list of all
Alabama business educators will be used to e-mail surveys across the state. The data will be
stored and used on a personal computer at an Alabama residence-1822 Sanford Drive, Prattville,
Alabama 36066

2.

Brief description of the GENERAL PURPOSE of the project.
This research will seek to find out the perceived usefulness of teacher in-service and
individual professional development for business educators in classroom instruction, what
motivates teachers to seek individual professional development, how continuous current practices
are with individual professional development, how business educators compare to teachers as a
whole in their perceived professional development needs, the overall status of professional
development for business education teachers in Alabama, the areas in which business education
teachers perceive they need professional development, and the manner in and extent to which
current professional development activities are meeting those needs. Additionally, this study seeks
to identify what the satisfaction levels are of business education teachers when considering the
time spent in group in-service sessions and individual professional development opportunities.
Lastly, this study will examine if business education teachers in Alabama are part of the decisionmaking process when local school or school system in-service events are determined.

3.

In your view, what BENEFITS may result from the study that would justify asking the
subjects to participate?
Professional development yields teachers who “learn to think and teach differently”
(PCBEE, 2005, ¶14), teachers whose roles are strengthened, and students whose learning
improves. If classroom instruction does not improve as a result of a teachers’ professional
144

development activity, then that activity was of no value to the students (Deojay & Pennington,
2000); therefore, determining whether instruction actually changed is an important step towards
establishing meaningfulness in professional development. Knowing what motivates teachers to
participate in professional development is also imperative for promoting improved classroom
instruction. The ultimate goal in evaluating professional development is determining the benefits
to students and the impact on student learning (Guskey, 2005a).
With the reality of ever changing technology, it is important that educators remain
current, and in meeting that goal, specific needs should be identified for continued training.
Secondary business educators teach a variety of skills related to business and technology. The
National Business Education Association (Crew, Moore, Rader, & Rowe, 2006) recently
published the research areas most important to business education. Among those were the
questions “How are we assessing the needs for in-servicing experienced business teachers?” and
“What are the professional development needs of business educators” (p. 23). In fact, professional
development was named one of the two most important research issues. Professional development
for the business educator has implications for teacher retention, curricula in teacher education
programs, activities of professional organizations (Crew et al.) as well as significant teaching
improvements and student achievement.
High-stakes testing is an additional justification for examining professional development
practices and the impact on classroom instruction. State graduation exams and other tests that
foster accountability put pressure on teachers to use class time efficiently and effectively so that
students reap everything possible academically and take tests as well-prepared students.
In Alabama, all teachers are required to participate in school system in-service activities and
obtain at least seven hours of individual professional development. Teachers are evaluated
annually by administrators who, in conjunction with the teacher, complete a plan for the teachers’
professional development during that academic year. Each school verifies that each teacher
completed those hours and activities. In-service centers throughout the state also evaluate
professional development; however, they examine the areas in which general education teachers
express interest for professional development and then seek to provide training to teachers.
Crews, T. B., Moore, W. A., Rader, M. H., & Rowe, B. A. (2006). NBEA research task force
study: Important research questions for business education. Business Education Forum,
60(4), 18-26.
Deojay, T. R. & Pennington, L. L. (2000). Reaching heather. [Electronic Version.] Journal of
Staff Development, 21(1), 42-46.
Guskey, T. R. (2005a). Five key concepts kick off the process. [Electronic Version.] Journal of
Staff Development, 26(1), 36-40.
Policies Commission for Business and Economics Education (2001-2006). Policy statements.
Retrieved October 2, 2006, from http://www.nbea.org/curfpolicy.htm.
4.

Give details of the PROCEDURES that relate to the subjects' participation.
E-mail addresses will be obtained for approximately 300 business education teachers in
Alabama. A survey and explanatory cover letter will be sent to these teachers using e-mail and a
hyperlink to the survey. One week later, another e-mail with survey link will be sent to all nonrespondents asking for their assistance in completing the survey.

5.

List ALL vulnerable subject populations to be included and additional precautions being
taken to ensure their protection.
No vulnerable subjects will be asked to participate.

6.

How will the subjects be selected and recruited?
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The entire population of Alabama business educators will be selected from a directory
available from the Alabama State Department of Education. A random sample of approximately
300 teachers will be selected from this population.
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7.

What inducement will be offered?
Participants who return the survey within a specific time period will be entered into a
drawing for a $50 gift certificate. Additionally, the first three respondents will receive $25 gift
certificates also. These are the only inducements offered.

8.

How many subjects will be used? List any salient characteristics of subjects (e.g.., age range,
sex, institutional affiliation, other pertinent characterizations.)
Approximately 300 business education teachers in the Alabama public school system will
be randomly selected and surveyed. These teachers work for public city or county school systems
across the state of Alabama.

9.

Number of times researchers will interact with each subject?
Researchers will make contact at least once with the e-mail survey with a possibility of
contact two additional times if they do not respond to previous e-mail. A small sample of nonrespondents will be contacted by telephone and asked to answer the survey over the phone.

10.

What will the subjects do, or what will be done to them, in the study?
Subjects will be asked to complete a survey about their professional development
practices and opinions over a 12-month period. A link to this survey is provided below.
http://www.surveymonkey.com/s.asp?u=282423572998

11.

How do you intend to obtain the subjects' INFORMED CONSENT?
The introductory e-mail (please see attached) fully informs potential participants about
the purpose of the project, the benefits to them, the amount of time required, and the procedures
for completing the survey. A statement is included about the completely voluntary nature of the
survey, a contact number is provided for the MSU Office for Regulatory Compliance, and they are
informed that they are consenting to the research if they choose to complete the survey. They are
also assured of the confidentiality of their answers.
The following link will be used for the survey:
http://www.surveymonkey.com/s.asp?u=282423572998

12.

Assessment of RISK
There is no risk involved in completing the survey in this research.

13.

How do you ensure CONFIDENTIALITY of information collected?
Who will have access to the data? Only the Primary Researcher and Faculty Advisor.
Where will data be stored? In a locked filing cabinet located at 1822 Sanford Drive, Prattville,
Alabama 36066. Only the Primary Researcher will have access to this residence. Data will be
exported from the researcher’s surveymonkey.com account to a computer at her residence.
Surveymonkey.com guarantee’s the privacy and confidentiality of all data. SSL encryption is
available for the survey link and the survey pages during transmission. Servers are kept in locked
cages; entry requires a passcard and biometric recognition; digital surveillance equipment is used;
the location is staffed 24 hours a day.
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Where will signed consent forms be stored (be specific regarding location)? No signed
consent forms will be collected.
What identifiers (direct or indirect) will be collected? Respondents will be identifiable by email address. Data will be coded in SPSS so that no names are attached to the data. No custom
data fields will be added to make certain that no identifiers are added to returned surveys.
What purpose do the identifiers serve? Identifiers will enable the researcher to distinguish
which teachers have responded to the survey so that follow-up e-mail can be sent and incentives
can be delivered.
When will identifiers be removed or “de-linked” from the data? Identifiers will be de-linked
by marking through identifying data with a black permanent marker as soon as the data is put into
SPSS.
Will the data be retained or destroyed? Data will be destroyed after the researcher finishes the
dissertation and graduates from MSU.
14.

Are approvals needed from another MSU regulatory committee (i.e. IACUC for animals or
IBC for infectious agents or recombinant DNA)?
No.
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Dear Fellow Alabama Business Education Teacher:
Your attitudes and opinions are valuable. As you know, the field of Business
Education changes constantly because of technology which means that our jobs and
the skills we have also change. I am conducting a research study through Mississippi
State University to find out about your professional development needs, how
professional development impacts your classroom, and what motivates you to get
professional development.
I would greatly appreciate your time in completing the survey included below and
returning it by replying to this e-mail. All participants who complete their survey by
{date} will be entered in a drawing for a $50 gift certificate (from the store you
choose, such as Office Depot, Office Max, Target, or Wal-mart). Additionally, the
first three teachers to respond will each receive a $25 gift certificate. Your
participation is crucial to the success of this research, and it should only take about
10 minutes to complete the survey. Please complete it by {date}. Feel free to email or call me if you have any questions.
Please be assured that your participation is totally voluntary, and if you choose to
participate, all your answers will be kept completely confidential. Any data used in
reports or articles will be used in aggregate form; no individuals will be named.
Participation or non-participation will not negatively impact you in any way, and you
may discontinue completion of the survey at anytime. Your return of the survey
indicates your consent to participate in this study. If you have questions regarding
your rights as a research subject, please contact the MSU Office for Regulatory
Compliance at (662) 325-5220 or e-mail irb@research.msstate.edu. The results of
this survey may be requested by sending an e-mail to
kshumack@prattvillehighschool.com.
Your practices and opinions are valued and appreciated, and it is important to know
how Alabama Business Educators keep up with the changes in technology so that we
can share new ideas and adapt practices as needed. Thank you for taking your
valuable time to read this e-mail, and I hope you will be able to participate in this
worthwhile study. I appreciate your help!
Please click on the following link to begin the survey:

http://www.surveymonkey.com/s.asp?u=282423572998
Gratefully,
Kellie Shumack
334.324.4147 (c)
334.365.8804 (w)
kshumack@prattvillehighschool.com
Dr. Connie Forde
662.325.2281 (o)
cmf1@colled.msstate.edu
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Dear Fellow Alabama Business Education Teacher:
Your attitudes and opinions are valuable. As you know, the field of Business
Education changes constantly because of technology which means that our jobs and
the skills we have also change. I am conducting a research study through Mississippi
State University to find out about your professional development needs, how
professional development impacts your classroom, and what motivates you to get
professional development.
I would greatly appreciate your time in completing the survey included below and
returning it by replying to this e-mail. All participants who complete their survey by
{date} will be entered in a drawing for a $50 gift certificate (from the store you
choose, such as Office Depot, Office Max, Target, or Wal-mart). Additionally, the
first three teachers to respond will each receive a $25 gift certificate. Your
participation is crucial to the success of this research, and it should only take about
10 minutes to complete the survey. Please complete it by {date}. Feel free to email or call me if you have any questions.
Please be assured that your participation is totally voluntary, and if you choose to
participate, all your answers will be kept completely confidential. Any data used in
reports or articles will be used in aggregate form; no individuals will be named.
Participation or non-participation will not negatively impact you in any way, and you
may discontinue completion of the survey at anytime. Your return of the survey
indicates your consent to participate in this study. If you have questions regarding
your rights as a research subject, please contact the MSU Office for Regulatory
Compliance at (662) 325-5220 or e-mail irb@research.msstate.edu. The results of
this survey may be requested by sending an e-mail to
kshumack@prattvillehighschool.com.
Your practices and opinions are valued and appreciated, and it is important to know
how Alabama Business Educators keep up with the changes in technology so that we
can share new ideas and adapt practices as needed. Thank you for taking your
valuable time to read this e-mail, and I hope you will be able to participate in this
worthwhile study. I appreciate your help!

{survey link}
Gratefully,
Kellie Shumack
334.324.4147 (c)
334.365.8804 (w)
kshumack@prattvillehighschool.com
Dr. Connie Forde
662.325.2281 (o)
cmf1@colled.msstate.edu
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Dear Fellow Business Education Teacher,
Below is a survey link that won’t take up much of your time and will benefit research
in business education. Basically, the quick survey asks you all about your in-service
and other professional development and how that has impacted your classroom.
Your opinions are important and in this case, will help provide accurate information
about your needs. If you choose to participate, just click on the link below and
follow the directions. If I receive your reply by {insert date}, I will include your
name in the drawing for a $50 gift certificate from the store you choose (such as
Office Depot, Office Max, Target, or Wal-mart!). It should take you about 10
minutes to complete the survey.
{link to survey}
Please feel free to call or e-mail me if you have any questions or problems with the
link. I appreciate your help!
Gratefully,
Kellie Shumack
Autauga County Schools
334.324.4147 (c)
334.365.8804 (w)
kshumack@prattvillehighschool.com
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Question 2: Please give an example (or examples) of ways professional
development has changed your instructional practices.
1.

2.

3.
4.
5.
6.

7.

8.

9.

10.

11.

12.
13.

14.
15.
16.
17.

Professional development has given me many new ideas for teaching. It also
always gives me a renewed sense of pride in my profession and the energy and
willingness to try something new. It keeps my teaching fresh!
More technology is used in presenting lessons. The discussions by practicing
teachers is most helpful. The 'Experts' brought in from afar are rarely in touch
with the types of students in our programs.
It has shown me new ways to present material, using group projects, not just
lecture and PowerPoint.
Because of professional development, I have incorporated more project based
learning activities.
I have learned about several free internet sites that I plan to use to make my
classes more challenging and enjoyable to my students.
Profession development opportunities have allowed me to receive technical
updates which are imperative due to the fact that change is the only constant in
this field.
My instructional practices are now project-based, technology driven. Students
take tests online and either print or e-mail their results. Computers and the
Internet are used extensively.
Taking 'The Company' in-service gave me great ideas on how to integrate realworld rules into my high school behavior management philosophy. I also have
taken many workshops related to Web and Graphic Design which have enabled
me to add these two courses to my class offerings.
Professional development on special education has prompted me to evaluate the
methods I use to teach these students. It has allowed me to create various
alternative methods in the classroom.
Professional development has helped me most in learning about new technology
(software) and how it is being used in industry. For example, after attending a
workshop on Photostory, I now use it along with PowerPoint to teach
multimedia presentations.
I am personally having a hard time finding professional development to meet
my needs. I have used a few good ideas on various projects and have found
ways to utilize different resources such as materials, guest speakers, etc... But
true professional development that has met all my needs has been hard to find.
I am able to incorporate real-life situations in the classroom.
At the New Teacher Institute in January/February, I learned to implement bell
ringers. I also discussed classroom computer monitoring software with other
teachers, and I changed from LanSchool to NetSupport School.
ARI (Alabama Reading Initiative has made some changes but not any recent
professional development workshops.
I have several new ideas that I am using with my students: Website, project, etc.
The training I received on Project Based Learning has been very helpful in my
classes
Integration of project based lessons
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18.
19.
20.
21.

22.

23.

24.

25.

26.

Our system has made available to all faculty members Technology in Motion
workshops. These are fabulous for any teacher.
A Writing Workshop I attended has caused me to use different styles when I
have them to 'Think and Type'
Pro. Development has taught me that you can find project based activities for
almost every type of lesson, no matter what the content consists of.
The only professional development that I have had has been at the State Career
Tech. Conference in the summer and I have only gone to two so far. I learned a
great deal from the first time (I am new to the State of Alabama) and the second
year it was mostly repeating professional development from the first year.
Professional development allows me to be more creative and, I have developed
additional ways of interacting with my students. Additionally, the classroom
environment is a breath of fresh air because there are new ways of doing old
things, I've learned new things, and the students really enjoy learning what is
taught to them.
Due to my exposure to AETC and the U of A Technology in Motion program, I
have incorporated more online services and materials into my daily lessons.
Students are now able to access my master list of web sites in class and at home.
http://www.iKeepBookmarks.com/Mike_Hogue
It has made me reflect on how I teach my students. One thing that I learned
from professional development and from being a new mom is that now I think
'Is my teaching how I would want my child taught?' And the answer is no on
some lessons. I am constantly reflecting on my teaching strategies.
Summer Conferences has allowed me to experience technology at work
equipment that can be used in the classroom. I have that knowledge to share
with my students and that has changes my approach to teaching and students
seen to appreciate me more as a teacher.
In teaching Business Technology, I have learned to use different technology
software & equipment to enhance lessons and make learning more exciting in
my classroom. I have learned how to utilize technology to teach the an
objective and students are learning double: learning the objective and learning
new skills in technology. Because of prof. dev. I have learned how to work
with Special need students more effectively. I understand better their struggles
and therefore I can help them and work with them better, such as
accommodating and modifying lessons to help these students comprehend what
is being taught; I was also taught how to minimize tasks, modify the lessons and
assess their work according to their learning style. Learning new ideas and
strategies in classroom management at prof. dev. workshops have truly been a
blessing for me. I have learned to utilize new skills and assess their progress, to
change techniques when necessary - trying new techniques when a previous
skill is no longer working, etc. Because of knowledge gained at professional
dev. my classroom referrals reduced every year. I have learn new approaches in
dealing with negative behavior of students, thus resulting in a more controlled
classroom climate conducive for learning. Professional Development helps me
to take a closer look at myself and evaluate my skills. I feel more excited,
energized and confident after attending such events. I look forward to the
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27.

28.
29.
30.
31.
32.
33.
34.
35.
36.

37.
38.
39.

40.

41.
42.
43.
44.

various workshops and try to attend as many as possible. Prof. dev. workshops
serves as an avenue to learn when I can't attend classes. The learning never
stops. Sitting among other educated colleagues, workign with them, sharing
ideas and knowledge only sharpens my skills. One of the things I look forward
to during the Summer is attending conferences and prof. dev. workshops. Not
only do I share the new information and ideas with other colleagues, I share
new knowledge and experience received at workshops with my students. I
sincerely appreciate professional development and will continue to attend and
participate as long as my school system permits. As an educator and one who
feel that teachers can never stop learning, I am a strong advocate for prof. dev.
and hope the opportunities for such are always available for teachers and
educator in the future. Thanks..
My students enjoy the project-based learning activity ideas that are so readily
accessible from varied workshops. Students in this particular generation are
more hands-on than in the past ten to fifteen years of teaching.
Project based education is the hands on training in the classroom..
I attended a New Teacher Institute and learned about many projects to link with
different lessons.
I am using the LCD projector more.
Professional development has enabled me to understand and implement better
techniques and strategies in teaching business technology essentials.
Attending professional development has made me realize written and verbal
directions are best. I also give more real world examples about subjects taught.
Professional development gives me new ideas to try.
Implementing more technological projects
Some of verbs used in the my classroom are given more consideration toward
the students interpretation.
I am now more aware of the Internet resources and what my students are doing.
I am going to develop some type of project for next year that will include
blogging.
I rely more upon the technology I have been exposed to in professional
development.
Defining goals upfront
Sharing ideas with other business education teachers in the state is so valuable.
I learned PhotoStory and Blogging at the AETC conference last summer and
incorporated them into my computer classes.
I have updated lessons plans to reflect current trends in technology and business
practices (eg. electronic resumes), presented lessons in multiple ways to
accommodate various learning styles, and developed rubrics.
additional computer lessons/ updated computer skills. Networking
I utilize more group projects and allow students to have consensus in presenting
final answers.
More projects, have more examples, etc.
As the result of a reading workshop, I now have students read aloud when
appropriate in my Accounting classes. I also created some PowerPoint review
activities for vocabulary in all my classes.
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45.

46.

47.

48.
49.

50.

51.

52.

53.
54.
55.
56.
57.

58.

59.

Because of going through the NBPT process, I take a more in depth look at
everything I teach and ask myself how it improves student learning. I also ask
more often 'What is the end product/goal of what I am trying to teach? What
does a satisfactory result look like? What are the steps for the students to take
in order to get there? How should this be assessed?' Through professional
development training on new technology, I am able to integrate the use of that
in the classroom to improve or enhance my teaching (use of an ACTIVE board,
and Voice Recognition technology are two prime examples).
The use of rubrics GREATLY increased the students' understanding of grading
assessment for things like a PowerPoint presentation, publication documents,
etc. Use of blogs would be a wonderful idea for reading, writing exercises,
however, our school system still does not allow students freedom to maintain
blogging.
Using more project-based assignments with rubrics. I am also demanding more
of my students. I see them wasting a lot of time and I don't see why they can't
use that time productively in the classroom.
use of technology
Professional development has provided resources and best practice strategies to
my way of teaching. For example, the use of interactive games and modules are
utilized in my classroom to enhance lecture and classroom activity.
I try to make it more fun in class while still covering the necessary skills.
Instead of a boring business type letter for their job I may let them actually
compose a letter to a friend that they can really mail, but grade them on whether
it is formatted in business letter style. When teaching desktop publishing I let
them do a valentine to a boyfriend or girlfriend and they work much harder and
enjoy it more.
It is very hard to really answer these questions based on professional
development. We have not been offered activities that cover many of the above
mentioned ideas.
Professional development has given me so many great ideas to use in my
classroom. Such as lesson plans, teaching techniques, classroom management
skill, etc...
Provided me with different strategies for presenting the materials to be learned.
project based assessment ideas, integrating more technology into lessons
Incorporating more technology based instruction and project based learning
activities.
I use more technology to demonstrate and introduce lessons. This motivates the
students more and give them more visual insight of the lesson.
Project-Based internet activities--collaborative work.
AHSGE internet
activities--I allow students to access state web site to download exit exam
material.
With the emergence of new technologies and equipment available to educators,
my school system has professional development programs and workshops that
teachers can attend to either learn new techniques or even strengthen their
current skill levels or knowledge.
I have implemented rubrics into projects so that my students will have a better
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60.

understanding of what is expected of them for the assignments.
As recently as today, I'm preparing to use lesson plans (about saving and
investing)I picked up during last summer's professional development
conference.

Questions 4, 6, and 8: Are there any other areas in which you received in-service
training over the past 12 months? If so, please specify in the space provided.
1.
2.
3.
4.
5.
6.
7.
8.
9.
10.
11.
12.
13.
14.
15.
16.
17.
18.
19.
20.
21.
22.
23.
24.
25.
26.
27.
28.
29.
30.
31.
32.
33.
34.
35.
36.
37.

Change
Reading Strategies
vertical teaming
School Safety
Notebook orientation
Voice Recognition Software
Voice Recognition Software
Web based learning
Gang related seminar
Alabama Reading Initative
Technology
Writing Workshop
STI training
Reading Strategies for grades 10-12
legal issues for administration
Preventing High School Dropouts
Stress management
Reporting Child Abuse
no
No
no
AYP
Children in Poverty
Dragon Speak Voice recognition
Differentiating Instruction
Reading
A skills based approach to alternative parenting
learning communities
Intel Techonology
Reading
Drug Education
Intel--Teach the Future
Team Building
Brain based strategies
Use of Smartboard
Eating healthy
Lee vs Macon
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38.
39.
40.
41.
42.
43.
44.

no
Personal Finance
Movie Maker
Insurance benefits for teachers
no
no
NCLB

Question 12: Please list any additional areas in which you would like to receive
professional development.
1.

2.
3.
4.
5.
6.

Preferred methods for organizing all forms and materials for certification and
compliance. Official documentation of policies regarding CO-OP, AOD, BIC
and other areas of importance instead of long, vague, printed materials that not
all involved parties (students, Special Ed. instructors, etc...) can understand.
WE ARE NOT ALL ON THE SAME PAGE!!!
The Internet and Computing Core Certification material
I would like to go on a field trip to various businesses to see work in progress.
For example, the Toyota Plant.
legal concerns and education
Legal issues--responsibility of teacher in different situation involving students.
Make-up work ideas or management, as to when to grade it

Question 15: Are there other factors that motivate you to seek professional
development? If so, please list them here.
1.
2.
3.
4.
5.
6.

To be able to pass it on to students
To keep the classroom fun!
To interact with other teachers.
No
To be the best teacher I can be. To have as much knowledge as possible & learn
new ideas.
Toward the end of the school year, not the beginning or in the middle.

Question 17: Are there other factors that prevent you from seeking professional
development? If so, please list them here.
1.

2.

Business education/Career Tech teachers should be recognized/compensated for
achieving non-educational certifications. Example: certifications from
CompTIA.
no
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3.

Mandatory workshops during inservice days instead of being allowed to work in
rooms for planning, grading, etc. If we are able to get our hours and meet our
PDP during the summer on our own time, it is a sticking point with me that we
should have to attend workshops that are not as relevant as those we choose.

4.

Paperwork, there's too much already. Decrease required paperwork for Teaching
& Documentation of teaching AHSGE or SAT.

Question 21 and 24: The space provided below is available for you to list another
area in which you received individual professional development over the last 12
months.
1.
2.
3.
4.
5.
6.
7.
8.
9.
10.
11.
12.
13.
14.
15.
16.
17.
18.
19.
20.
21.
22.

school safety
Accounting
Special Certifications
Web page design
English--Writing
Career Tech. Conference
SACs Review Team
Writing
SBEA
Preventing High School Dropouts
Project Based Learning - Intel
Data Contact Provider
Inclusion and Mainstreaming
Writing lesson plans
Classroom Activities for Marketing
Cooperative Education Training
Teaching the Special Needs Student
NBEA
Taught Intel Teach to the Future Workshop
Co-Op Coordinator
Methods of Teaching at the Secondary Level
Alabama Career Technical Education

Question 37: What, if anything, would you change about your professional
development/in-service opportunities, topics, hours, experiences, organization of,
etc. in your school system or at the state level?
1. More computer/Career Technical based.
2. More opportunities for technology training since this is what I teach
3. More time to discuss problems and inconsistencies. Less presenters from out-ofstate. More follow-up from administrators after meetings.
4. I would like to see the ACTE Summer Conference better prepared. I feel that the
professional development is not suficient and very elementary in nature.
5. Programs varied and suited to a smaller group of teachers.
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6. Student Motivation
7. More hands on training during school hours relating to my course offerings
8. More in school or system professional development opportunities especially in
technology areas.
9. More of it locally and throughout the school year and more paid professional
development through your school system!
10. More subject specific and more hands-on.
11. More money for Career/Tech teachers to attend national conferences.
12. Make the topics more specific and in depth. Too many courses barely scratch
the surface.
13. More hands on and related to classroom material.
14. Currently we do not offer enough advanced computer skills development
opportunities. In my county 99% of development is for BASIC level of
computing - these are things I am currently teaching in my classes. I do not have
enough opportunities to learn computer repair or advanced computing skills.
15. I would like to see more advanced computer applications workshops in my area.
16. I will be working one more year as a Business Teacher. I love my job more now
than ever, but I spend more time outside of class than I ever have. I would have
loved to be a part of something Like FBLA, but I just didn't feel like I had the
time.
17. More specific workshops for the classes we teach
18. I think teachers should be allowed professional development in the area(s) they
choose. For instance; writing, reading, foreign language, etc.
19. Have professional development geared more toward the specific subject area.
20. It would be nice if teachers did not have to give up so much of their personal
time to attend professional development.
21. *More available online training
*Professional development that explores current trends and equipment
*Our state should designate at least 20% of its technology budget to professional
development
*All teachers should be required to complete a technology proficiency program
22. I wish there were more professional development for advanced computer users. I
would like to learn more about new technologies and computer programming.
23. If I could change anything about my professional development and/or in-service
opportunities it would be: More technology training
STI workships
24. Topics Hours
25. We need more personal development workshops such as stress management.
26. I would like more technology related information provided through my school
system.
27. The in-service opportunities here at school are not very beneficial for career tech
teachers. The in-service here is more core related.
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28. As I stated earlier, forced in-services with mandatory workshops when our PDPs
have been satisfied and our hours requirements have been satisfied are a waste of
my valuable time.
29. In-service opportunities tend to be boring and seem like a waste of time. In other
words, they often re-cover things that were taught in our education classes (how
to collaborate with other teachers, share lesson plans). I already do this everyday
at this school.
30. more hands on activities
31. More choices to offer....more variety
32. At the state level, I would like to see the opportunity for more technical update
hours at the Summer Professional Development Conference.
33. Meaningful, useful, & personally beneficial in-service opportunities. (In other
words....one size does not fit all). Perhaps each school in a district could gear
their in-service opportunities towards subject-specific areas and allow for
collaboration time (i.e. math, English, social studies, science,
technology/business, etc.)
34. More hands on workshops with computer applications
35. I like to leave workshops/conferences with things I can take back to my
classroom and implement immediately. That just doesn't happen with summer
conference, nor does it happen in my system. All inservice there is built around
the "core" courses.
36. I would like for the professional development to catered directly to a schools
specific needs. This would be more of a practical application instead of just
school system specific or nationwide mandated policy.
37. I would like to have financial support from the school system for professional
development workshops. It is hard to pay for a substitute and have to use money
(own) to go to workshops. There is very little support from administration. They
would rather purchase books for the teachers to read (we never read them)
instead of help their teachers attend good workshops. To me a book is not the
way to learn.
38. The availability to obtain professional development hours and experiences
should be made accessible to all teachers. I also feel that there should be more
cross training among subjects and departments so that there would more
understanding and respect of each teacher's subject area and responsibility.
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Graduate Hours vs Level of Education

Count
Level of Education
Some
graduate
school

Bachelor's
degree
Q19.
Graduate
Hours

Total

Master's
degree

Specialist's
degree

Doctorate
degree

Total

6

0

0

1

0

0

1

135

1

0

1

0

0

2

270

0

2

0

0

1

3

540

0

1

2

0

0

3

675

0

1

1

0

0

2

810

0

0

2

1

0

3

945

0

1

0

0

0

1

1350

0

1

0

0

0

1

1575

0

0

1

0

0

1

1

6

8

1

1

17
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Q19. Professional Meeting Hours & Level of Education Cross Tabulation

Level of Education

Professional
Meeting
Hours

Some
graduate
school
0
2
3
0
0
1
0
6

Bachelor's
degree
0
0
1
0
0
1
0
2

2
4
8
12
15
16
50

Total

Master's
degree
1
1
3
1
1
2
1
10

Specialist's
degree
0
0
0
0
0
2
0
2

Total
1
3
7
1
1
6
1
20

Q19. Professional Meeting Hours & Years of Experience - Categorical Cross Tabulation
Years of Experience - Categorical
Professional
Meeting
Hours

Total

2
4
8
12
15
16
50

1-4
1
1
1
0
0
0
0
3

5-9
0
2
2
0
0
2
0
6

10-14
0
0
3
0
0
1
0
4
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15-19
0
0
0
0
1
1
1
3

20-24
0
0
0
1
0
2
0
3

25-29
0
0
1
0
0
0
0
1

Total
1
3
7
1
1
6
1
20
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Cross Tabulation: Impact Scores and Years of Experience

Years of Experience
1-4
Impact
Scores

Total

50-69

Count

70-89

% within Years of
Experience
Count

90-109

% within Years of
Experience
Count

110-129

% within Years of
Experience
Count

130-149

% within Years of
Experience
Count

150-169

% within Years of
Experience
Count
% within Years of
Experience
Count
% within Years of
Experience

5-9

10-14

15-19

Total
20-24

25-29

30+

1

1

0

0

0

0

0

2

4.0%

4.5%

.0%

.0%

.0%

.0%

.0%

2.2%

2

1

0

2

0

0

0

5

8.0%

4.5%

.0%

22.2%

.0%

.0%

.0%

5.6%

5

2

5

2

1

0

2

17

20.0%

9.1%

25.0%

22.2%

14.3%

.0%

40.0%

18.9%

11

12

11

4

3

2

2

45

44.0%

54.5%

55.0%

44.4%

42.9%

100.0%

40.0%

50.0%

5

6

3

1

3

0

1

19

20.0%

27.3%

15.0%

11.1%

42.9%

.0%

20.0%

21.1%

1

0

1

0

0

0

0

2

4.0%

.0%

5.0%

.0%

.0%

.0%

.0%

2.2%

25

22

20

9

7

2

5

90

100.0%

100.0%

100.0%

100.0%

100.0%

100.0%

100.0%

100.0%
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Motivator-Financial vs Years of Experience

Years of Experience - Categorical
1-4
Motivator-Financial

5-9

10-14

15-19

20-24

25-29

Total

30+

1

1

3

0

0

1

0

2

2

3

1

1

1

1

0

1

8

3

6

6

6

5

2

0

0

25

4

6

3

6

0

2

2

0

19

5

9

9

7

3

1

0

2

31

25

22

20

9

7

2

5

90

Total

7

Motivator-Required vs Years of Experience

Years of Experience - Categorical
1-4
Motivator-Required

5-9

10-14

15-19

20-24

25-29

Total

30+

1

3

7

3

0

1

0

1

15

2

2

0

3

3

1

0

1

10

3

9

5

5

2

4

0

1

26

4

6

6

5

1

1

2

2

23

5

5

4

3

3

0

0

0

15

25

22

19

9

7

2

5

89

Total

Motivator-Initiative vs Years of Experience

Years of Experience - Categorical
1-4
Motivator-Initiative

5-9

10-14

15-19

20-24

25-29

Total

30+

2

1

0

0

0

0

0

0

3

3

2

1

1

0

0

2

9

4

10

10

8

5

2

1

2

38

5

11

10

11

3

5

1

1

42

25

22

20

9

7

2

5

90

Total

1

Motivator-Desire to learn specific skill vs Years of Experience

Years of Experience - Categorical
1-4
Motivator-Desire
to learn specific
skill
Total

5-9

10-14

15-19

20-24

25-29

Total

30+

2

0

0

1

0

0

0

0

1

4

6

8

3

6

4

1

3

31

5

18

14

15

3

3

1

2

56

24

22

19

9

7

2

5

88

170

Motivator-Effectiveness in Classroom vs Years of Experience

Years of Experience - Categorical
1-4
Motivator-Effectiveness
in Classroom

5-9

10-14

15-19

20-24

25-29

Total

30+

1

0

0

1

0

0

0

0

1

3

1

0

3

0

0

0

0

4

4

8

7

6

7

4

2

3

37

5

16

15

10

1

3

0

2

47

25

22

20

8

7

2

5

89

Total

Motivator-Tech Changes vs Years of Experience

Years of Experience - Categorical
1-4
Motivator-Tech
changes

5-9

10-14

15-19

20-24

25-29

Total

30+

3

1

1

2

1

1

0

0

6

4

5

8

7

2

2

1

4

29

5

19

13

11

5

4

1

1

54

25

22

20

8

7

2

5

89

Total

Motivator-Software changes due to textbook adoption vs Years of Experience
Years of Experience - Categorical
1-4
Motivator-Software
changes due to
textbook adoption

5-9

10-14

15-19

20-24

25-29

Total

30+

1

0

3

0

0

0

0

1

4

2

3

1

1

0

0

0

0

5

3

7

2

4

2

0

0

0

15

4

5

7

8

3

4

1

2

30

5

10

8

6

4

3

1

2

34

25

21

19

9

7

2

5

88

Total

Motivator-Recertification vs Years of Experience

Years of Experience - Categorical
1-4
Motivator-Recertification

5-9

10-14

15-19

20-24

25-29

Total

30+

1

2

3

2

0

0

0

0

2

1

1

2

0

0

1

2

7

3

5

5

2

5

3

0

1

21

4

6

5

10

3

4

1

2

31

5

10

8

3

1

0

0

0

22

171

7

Total

24

22

19

172

9

7

2

5

88

Motivator-Possibility for more job opportunities/career options in the future vs Years of Experience

Years of Experience - Categorical
1-4
Motivator-Possibility
for more job
opportunities/career
options in the future

Total

5-9

10-14

15-19

20-24

25-29

Total

30+

1

2

3

1

0

1

0

1

2

2

0

0

1

0

1

1

5

3

4

2

5

2

2

0

2

17

4

4

9

9

4

3

1

0

30

5

13

8

4

2

1

0

1

29

25

22

19

9

7

2

5

89

173

8

