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ABSTRACT 

The purpose of the research was to gather information about teacher generation 

self-perceptions, perceptions each generational teacher cohort has of other generational 

cohorts, and investigate the preferences each teacher generational cohort have of their 

supervisor.  The review of literature provides characteristics associated with each 

generation and the job related expectations that each generation has of their employers.  

In the education field, however, limited research has been conducted on whether the 

generational job related expectations in the private sector hold true with school teachers 

of each generation.  With the number of Baby Boomers entering retirement, the 

workforce is being inundated by the millennial generation.  With one in five millennial 

teachers leaving the teaching profession within the first five years, do millennial teachers 

have specific supervisor expectations that differ from supervisor expectations held by 

other generations?  If so, understanding those needs could lead to higher teacher retention 

and job satisfaction of the millennial generation.  In addition, do school principals feel 

that teacher turnover rate affects student learning? 

Keywords:  Millennials, generational cohorts, teachers 
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CHAPTER 1 

INTRODUCTION TO THE STUDY 

The intent of the research was to gather information on self-perceptions from each 

teacher generational cohort, perceptions teachers have of other generational cohorts and 

determine the similarities and differences in job related expectations that each generation 

has of their school principals.  The research also focused on perceptions of school 

principals on the effects that teacher turnover rates have on student learning.   

Around the world, the workplace is more diverse in age range than ever before 

(Parry & Tyson, 2011). Three generational cohorts are working side by side, with their 

differences in ideology causing friction between them (Cahill & Sedrak, 2012). Each 

generation is marked by characteristics that are predominant commonalities of the 

individuals within that group (Richardson, 2011, Parry & Tyson, 2011).  Events vary 

from one country to another, therefore people raised in the United States have different 

generational cohort experiences than the same generational cohort in Japan (Twenge & 

Campbell, 2008).  Events that affect a generation’s paradigm include world events, 

economic fluctuations, pop culture, media and parents (Twenge & Campbell, 2008; Parry 

& Tyson, 2011; D’Amato & Herzfeldt, 2008).  It is accepted that the events that occur in 

a person’s early life are so deeply embedded that behaviors are forever imprinted and 

usually do not change (Cahill & Sedrak, 2012). Parents pass on their belief system to 

their children, so the dominance of traits rises from one generation to another (Twenge & 

Campbell, 2008).  However, according to Marston (2007), Generation X and Millennials 

are the first generations to consciously avoid being like previous generations.   
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Thus far, five generational cohorts have been named in the United States:  The 

Traditionalists or Matures, Baby Boomers, Generation X, Millennials, also known as 

Generation Y, GenMe (Twenge & Campbell, 2008), the Net Generation (Flowers & 

Hogan, 2010) and Generation Z (Wiedmer, 2015).  This research examined self-

perceptions and perceptions of other generational cohorts.  However, the focus on the 

Traditionalists and Generation Z was minimal because most Americans from the 

Traditionalist generation are no longer in the workforce and those a part of Generation Z 

have not entered the workforce yet. In addition to describing each generational cohort, 

the literature review also detailed stereotypes about each generational cohort that are 

accepted as characteristics of each generational cohort group.   

As the boomer generation ages, they are leaving the workforce in large numbers 

(Cahill & Sedrak, 2012). In educational settings, Baby Boomers are exiting careers in 

masses after many years as teachers, school principals and district leaders, (Richardson, 

2011). Generation X is the smallest of cohorts, so they have filled some of the teaching 

and leadership positions left behind by the Boomer Generation, but Millennials quickly 

overtook Generation X as being the largest generational cohort in the workforce 

(Marston, 2007). As more and more boomers leave their careers, Millennials are quickly 

taking their spots in organizations (Cahill & Sedrak, 2012).Estimates show that 51% of 

current public school teachers have been teaching for 10 years or less (Richardson, 2011).  

Ample information has been collected on the tendencies of each generation.  

However, limited research exists providing evidence of generational cohort differences 

(Constanza & Finklelstein, 2015).  Furthermore, very little data has been gathered that 

concentrates on generations in the workplace, but instead has focused holistically on each 
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generation (Wong, Gardiner, Land & Coulon, 2008).  However, employers have noticed 

distinct differences between generations already in the workplace and the millennial 

generation (Richardson, 2011). According the Pew Research Center (2015), Generation 

X was surpassed by the millennial generation in 2015, making the Millennials the largest 

generational cohort in work environment.  The same Pew Report also found that 1 in 3 

individuals in the workforce are Millennials.  Even so, little research has been gathered 

on Millennials in the workplace, because they have not been in the workforce long.  

Furthermore, research focusing solely on millennial teachers is even more limited and 

research conducted in which Millennials rated their relationship with their employers has 

been scarce (Gallicano, Curin & Matthews, 2012).   

The education world has relied on information gathered about other professions to 

learn about Millennials in general, but have failed to validate or refute findings.  

Therefore, it has just been assumed that the perceptions and beliefs of other professional 

Millennials are synonymous with those held by millennial teachers. With this in mind, 

this researcher sought to gather information on Millennials and their job-related 

expectations of school principals. 

Background and Context to the Study 

At the time of this research, the researcher was employed as a central office 

administrator, serving as the district’s Director for Elementary Curriculum and 

Instruction.  Prior to this position, the practitioner worked as an elementary and middle 

school teacher, assistant principal and school principal.  While employed as a middle 

school principal, the researcher’s school district underwent a major realignment, closing 

two of the four middle school campuses and consolidating into two junior highs. One of 



Texas Tech University, Sylvia Ann Caballero-Suarez, August 2016 

4 

the middle school campuses closed was the campus where the researcher was principal. 

In order to reassign displaced teachers from the two closing campuses to new teaching 

positions, teachers were allowed to fill out a transfer request form indicating what 

campus they wanted to be moved to. Teachers ranked the ten schools in order of 

reassignment preference.  By this time, it had been announced that the practitioner would 

be principal at one of the elementary campuses.  After all transfer requests were 

completed, the district considered teacher choice before placing them on a campus. The 

completed sheets showed a pattern by generational cohorts.  The majority of teachers 

who filled out transfer requests in hopes of following the researcher to the newly assigned 

school, were younger teachers from the millennial generation.  As a matter of fact, all 

Millennials ranked the practitioner’s new school assignment as their first choice of 

reassignment.  No other generation showed strong indication of preference, but were 

diverse.  The researcher is not a member of the millennial group, but instead belongs to 

Generation X. The transfer request forms led to the researcher questioning whether 

different teacher generational cohorts had different needs or preferences of their campus 

administrator. The next school year, a pilot research study was conducted to gather 

information on the generational expectations of Millennials, in regards to their school 

principal. 

Pilot Study 

To begin the pilot study, the researcher sent an email to all staff members on the 

campus, asking for those who were born in 1982 or later to respond to the email if they 

were willing to participate in a study of the millennial generation.  Nine teachers 

responded to the email, volunteering to complete a survey, a personal interview and a 
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group activity.  The sample for the pilot study, therefore, was a sample based on 

convenience and availability of participants.   

Next, a twenty question survey was uploaded into an online survey instrument.  

All the questions were based on a Likert Scale with responses of:  1) strongly disagree, 2) 

disagree, 3) neither agree/disagree, 4) agree, and 5) strongly agree.  The online survey 

instrument allowed for all the responses to be confidential. The link to the survey was 

emailed to the participants with a request to click on the link to respond to the survey 

questions.  The questions used during the pilot study are located in the appendix.   

In addition, the pilot study consisted of a face-to-face interview with each 

participant. A questionnaire was developed that consisted of 10 open-ended, standardized 

questions to ask interviewees during the one-on-one interview.  Questions were 

thoroughly scrutinized to allow for the researcher to gather the information needed for the 

study.  All individuals were posed the same set of questions, with the flexibility to ask 

follow up questions to solicit additional information, if needed.  Questions posed during 

the pilot study are located in the appendix.  Before commencing the interview process, 

volunteers received an explanation of the study being conducted, the goal of the study, 

and all interviewees were asked to grant permission to have the interview recorded.  All 

interviews took place in the same room on the campus, on the same day, and were limited 

to 30 minutes.  The interview were conducted in the school’s Professional Learning 

Community Room, to help create a relaxed atmosphere.   

In addition to the confidential survey and the individual interviews, the pilot study 

consisted of a group activity where participants came together and completed three tasks 
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together.  The group was given instructions on the tasks to be completed.  They were 

asked to develop some suggestions for the district’s recruitment department in regards to 

job fairs and include suggestions on how to attract Millennials to the PISD recruitment 

table at job fairs.  They were also asked to list retention suggestions, specifically listing 

ways the district could help ensure that they remained in the district.  In addition, the 

group was charged with creating a list of attributes they could agree on that made an ideal 

principal and an ideal superintendent.  This activity was done with limited involvement of 

the researcher.  The goal was to compare the list they created together with the opinions 

expressed in surveys and individual interviews conducted. 

The pilot study provided the researcher with a better understanding of what 

millennial teachers on the campus expected of their school principal and school 

superintendent. In addition, it gathered insight into their self-perceptions and perceptions 

of other generational cohorts.   

The practitioner learned several things from the pilot study that changed the scope 

of the dissertation proposal.  The pilot study showed the researcher that it was necessary 

to include a method to gather data from the other generations in the workplace, not just 

the Millennials. In order to determine if generational differences exist in expectations of 

school principals, it would be necessary to have perceptions from all of the generational 

cohorts. Focusing solely on the Millennials only provided information on the perceptions 

of Millennials.  Therefore, the researcher was unable to compare survey responses from 

the millennial generation to survey responses from other generations. The researcher also 

concluded that conducting a qualitative study did not gather enough information to make 

conclusions to a larger population. This significantly limited the importance of the 
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research. The pilot study did not yield information on how teacher turnover affects 

student learning. 

Statement of the Problem 

With the amount of teacher turnover at an all-time high and the number of 

teachers leaving the teaching profession to stay home or pursue a different career, (Boyd, 

Grossman, Ing, Lankford and Wyckoff, 2009) valid questions surface about whether 

generational differences are impacting the teacher turnover rate.  

There are three generation cohorts currently in the workplace, and it is accepted 

that there are generational differences in regards to work ethic and values (Wilson, 2014).   

The business world has devoted time, energy and money into learning how to 

effectively supervise and retain the millennial generation in the workforce (Bannon, Ford 

& Meltzer, 2011).  The field of education, however, has failed to carefully research how 

generational differences can lead to millennial teacher turnover and retention issues.  

According to Walker (2009), many Millennials will not stay in the classroom more than 

five years. Studies indicate that millennial teachers are leaving the profession at higher 

rates than teachers with more experience (Boyd et al., 2009).   

Professional development for school administrators on the specific needs of the 

millennial group could be extremely beneficial, and could lead to a decrease in teacher 

turnover rates.  School districts cannot afford to lose teachers because students will be the 

ones of ultimately suffer from high turnover rates (Boyd et al., 2009).   
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Purpose of the Study 

The purpose of this quantitative study was to collect information on each 

generational cohort, their self-perceptions, and their perceptions of other generational 

cohorts and examine each generation’s expectations of school principals.  Furthermore, 

the study determined the differences and similarities that teachers possess of campus 

principals.  The research also focused on perceptions of school principals on the effects 

that teacher turnover has on student learning. 

Research Questions 

The research questions that guided this quantitative research were: 

1. What are the perceptions that different teacher generational cohorts have 

of one another regarding work ethics?  

2. What are the self-perceptions that different teacher generational cohorts 

have of themselves regarding work ethics, autonomy and work-life 

balance?  

3. How do work-related expectations of school principals vary for Baby 

Boomers, Generation X and Millennials?  

4. What do principals perceive as the effects of teacher turnover rates on 

student learning? 

Overview of Methodology 

The purpose of this research was to gather information self-perceptions of each 

teacher generational cohort, perceptions each generational cohort has of other 

generations, and what each group expects of campus principals.  The research also sought 
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to collect perceptions of school principals on the effects that teacher turnover has on 

student learning. The methodology began with identifying all school districts in Texas. 

Data collection included the completion of a questionnaire via an email with a link to an 

online survey that efficiently gathered the collected responses from school teachers and 

principals.  A phone call was made to each selected school district to inquire the name 

and email address of the person responsible for approving research in the district. An 

email was then sent to that individual with details and purpose of the study.  A copy of 

each questionnaire was attached. If a school district elected not to participate in the 

research, or if the district did not return emails and phone calls, an online number 

generator was used to select another district to include in the study.  The school districts 

that agreed to participate in the research were sent two emails with the survey links. 

Instructions were included to forward the teacher questionnaire to all certified teaching 

staff and the principal questionnaire to all school principals. The email to staff described 

the research and included a link to the online survey.  This eliminated the need for 

physical return of the survey, ensuring a more timely collection of data. The online 

surveys also allowed for anonymity of the respondents and provided the convenience of 

answering and instantaneously submitting responses.  Although the survey did not track 

respondents to their specific school district, the survey asked for the age of the 

respondent in order to categorize responses by generational cohorts. However, no 

identifying information was collected.  The opportunity for participants to respond 

anonymously was provided in an attempt to increase the frankness of responses. 

However, the anonymity of survey completion prevented the researcher from following 

up with respondents who had not participated.  The researcher hoped to gather 100 
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completed teacher surveys and 50 completed principal surveys.  After all responses were 

gathered, the researcher uploaded information into Excel and conducted analysis of the 

data.  Answers yielded means for self-perceptions of each generation, perceptions 

generations have of each other, and expectations that each teacher generational cohort has 

of school principals.  The second email sent to the district designee provided information 

to school principals on the research being conducted and included the survey link.  No 

identifying information was collected from the administrators, therefore anonymity was 

achieved.  After the survey was closed, the researcher exported responses from school 

principals into an excel spreadsheet and graphs were created to provide a summary of the 

responses from school principals on their perceptions of the effects of teacher turnover on 

student learning. The information gathered from the two surveys were shown in several 

tables and various charts.  

The Researcher 

The researcher currently works as a district level administrator in a 5A school 

district in West Texas. Prior to becoming a central office administrator, the researcher 

spent seven years as a classroom teacher, four years as an assistant principal and six years 

as a school principal. Throughout the years as a school administrator, the researcher 

noticed the difference in support and autonomy that each generation preferred from the 

campus principal. The researcher belongs to Generation X and has supervised teachers 

from each of the generational cohorts.  

Assumptions and Biases 

Two assumptions guided this research.  First, it was assumed that there is a 

teacher shortage in Texas, partly because millennial teachers are leaving the profession 
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due to some sort of job dissatisfaction.  The shortage of teachers in the United States has 

been described as “out of control nationwide” (Zhang & Zeller, 2016). It is also assumed 

that fewer Millennials are choosing to enter a teacher certification program while in 

college.  However, research by Barth, Dillon, Hull and Higgins (2016) showed that the 

number of teachers in the United States has remained steady, with no significant drop in 

the number of certified teachers.  The same research also found that universities are 

enrolling smaller amounts of students in their teacher preparation program, but the 

completion rates are higher.   

The shortage of teachers, hence, might better be described as a shortage of 

teachers in a particular subject area, type of school, or ethnic group.  It was also assumed 

that school principals have noticed a distinct difference in the needs of millennial 

teachers that are entering teaching compared to the other generations that principals have 

supervised.  In addition, the assumption was made that generations would possess similar 

views and that each generational cohort would have distinctive job related expectations.   

The researcher belongs to Generation X and that was a bias, but by 

acknowledging that bias, the researcher aimed to minimize its impact on the research.  

The researcher also kept a journal that allowed for thoughts to be recorded as the research 

data was analyzed.  

Rationale and Significance 

A common assumption in education is that a teacher shortage exists in the United 

States, with reasons including an increase in teacher retirement, student population 

growth, and surge in teacher job dissatisfaction (Ingersoll & Smith, 2003).  Research by 
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Ingersoll and Smith (2003) indicated that the number of teachers leaving the profession is 

not largely due to retirement of veteran teachers, but instead is a result of the large 

number of younger teachers who are leaving the profession.  One out of five beginning 

teachers leave the profession after just one year in the classroom, and in urban areas the 

numbers of new teachers leaving the classroom is 50% (Gonzalez, Brown & Slate, 2008).  

As reported by Ingersoll and Smith (2003), the demand for teachers has steadily 

increased since 1984 because of a demand in a larger work force.  National school 

enrollment shows a 2% increase in student population every year (Gonzalez, Brown & 

Slate, 2008). Data cited by Ingersoll and Smith (2003), however, do not show that an 

inadequate number of teachers is being produced by universities.  In fact, data supports 

that there is a large number of fully qualified and trained teachers who never actually 

enter the teaching profession (Ingersoll & Smith, 2003).  One study estimated that 

between one quarter and one half of students who complete a teacher preparation 

program do not enter the classroom the year after graduation (Barth et al., 2016).  

Although it is assumed that some will eventually enter a classroom, it is unknown how 

many will not.   

Federal efforts, such as Teach for America and student loan forgiveness, have 

focused on recruiting Americans into teaching (Ingersoll, 2003; Vasquez Heilig, 2014 & 

Yaffe, 2016). Vasquez Heilig (2014) described the national program as one that devoted 

hundreds of millions of dollars annually to placing college graduates in schools that 

historically have difficulty recruiting teachers.  These college graduates do not possess a 

teaching certificate, but they are employed in schools throughout the United States.  More 

than 20% of new teachers in Texas are beginning their careers via an alternate route, 



Texas Tech University, Sylvia Ann Caballero-Suarez, August 2016 

13 

which means they are foregoing student teaching (Zhang & Zeller, 2016).  Teachers who 

enter teaching using an alternative certification route are usually coming from another 

career with years of experience in the workforce (Flores, et al., 2004).  One study found 

that the absence of student teaching increases the turnover rate among teachers (Zhang & 

Zeller, 2016).  School districts have attempted to curtail teacher shortages by offering 

sign-on bonuses, teacher housing and tuition reimbursement (Ingersoll, 2003 & Yaffe, 

2016). Even with the added attention of recruiting and retaining teachers, teachers are not 

staying in the classroom.   

It is also widely accepted that teacher turnover rates have a negative impact on 

student achievement (Ingersoll, 2003).  Zhang and Zeller (2016) pointed out that high 

teacher turnover rates lead to students being educated year after year by novice teachers. 

However, changes in organizations are inevitable and can actually help eliminate 

individuals who are not up to par (Ingersoll, 2003).  As a matter of fact, Ingersoll (2003) 

suggested that a lack of turnover can indicate an issue of stagnancy in the organization.  

In addition, the Alliance for Excellent Education Report (2008) showed that teachers who 

have a history of poor student achievement turn over more than any other group.  The 

report also showed that teachers who show the most academic gains tend to stay in 

education.  However, the report stated that those trends do not hold true in schools that 

are low performing or have a large number of students in poverty.  As teachers gain 

experience in the poorer schools and produce impressive standardized test scores, they 

are likely to leave the school and join a more affluent school short after.  This practice 

could increase school inequality by providing the neediest students with the poorest 
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quality teachers and the higher performing students with higher performing teachers 

(Falch & Ronning, 2007).  

Sufficient research has been conducted gathering information on the generational 

groups and the generational gaps that exist among the various groups.  One study showed 

that almost 60% of organizations have consciously devoted time and energy to 

understanding the differing needs that each generation has of their work experience 

(Howe, 2014).   

This research could help school and district level administrators better understand 

the job related expectations of each generational cohort.  The practice of meeting the 

needs of teachers could lead to a decrease in turnover rates of teachers.  High teacher 

turnover rates negatively affect student achievement, so discovering the work related 

needs of each generational cohort could lead to better student achievement.  it is critical 

to learn what they expect from school principals to prevent their departure from the 

profession.  

The research also gathered perceptions that school principals have about the 

effects of teacher turnover and student learning. Knowing principals’ perceptions on how 

student learning is affected by teacher turnover could lead to an increased urgency in 

learning how to keep teachers from leaving their current teaching positions. 

Theoretical Framework 

One conceptual framework related to the research study was generational cohort 

theory.  Research shared by Cahill and Sedrak (2012) expressed that children develop 

characteristics based on influences of family, friends and world events.  Furthermore, 
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children who grow up exposed to the same world events tend to develop similar 

characteristics (Dries et al., 2008).  Every cohort experiences different events during their 

childhood and youth than cohorts before them (Roberts, 2012). These common events 

frame the basis of their values and beliefs, affecting how they feel towards authority, 

work, and goals (Wong et al., 2008).  Wilson (2014) added that a person’s generational 

upbringing impacts their overall opinions, including their value system. Membership in 

generational cohorts is not something an individual chooses, and a person may not even 

be aware of the cohort in which they belong (Kowske, Rasch & Wiley, 2010).  However, 

Cahill and Sedrak (2012) stressed that not all individuals in a generation can be 

stereotyped with particular characteristics because differences within generations exist 

and not all members of a cohort are the same (Richardson, 2011).  Figure 1 shows a 

model of generational cohort theory.  The inputs of the model are political, economic, 

social, technological and environmental influences.  Those aspects are added to major 

events that occur during a person’s formative years and generational cohorts are formed 

as a result. 
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Figure 1: Generational Theory Concept Framework 

A second conceptual framework that applied to the research was work-life 

balance. Work-life balance was first used in the United States in 1986, when it was 

evident that employees were spending more time on work-related activities than personal 

pleasure activities (Smith, 2010). If Millennials enter the teaching profession with an 

expectation of balance between their personal life and career, they could quickly become 

disillusioned by the long hours devoted to a teaching career. This misalignment of 

balance between work and personal time could be leading them to burnout (Smith, 2010).   

Figure 2 shows the concept of work-life balance.  It depicts a scale with work and life 

have an equal amount of weight.   
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Figure 2: Work-Life Balance Theory Concept Model 

 

Definition of Key Terms 

Baby Boomers- Individuals born between 1946 and 1964. 

Charter School Districts- Charter school districts are open-enrollment school 

districts chartered by the State Board of Education. Established by the Texas Legislature 

in 1995 to promote local initiative, charter school districts are subject to fewer regulations 

than other public school districts. Generally, charter school districts are subject to laws 

and rules that ensure fiscal and academic accountability but that do not unduly regulate 

instructional methods or pedagogical innovation. Like other public school districts, 

charter school districts are monitored and accredited under the statewide testing and 

accountability system. 
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Generation Groups/Cohorts- The term refers to grouping individuals according 

to their date of birth.  The groups are presumed to have similarities in opinions, due to 

being impacted by the same national and world events during their childhoods. 

Generation X- Individuals born between 1965 and 1981 

Generation Z- Individuals born after 1995. 

Independent Town- A district is classified as independent town if: (a) it does not 

meet the criteria for classification in any of the previous subcategories; (b) it is located in 

a county with a population of 25,000 to 99,999; and (c) its enrollment is the largest in the 

county or greater than 75 percent of the largest district enrollment in the county. 

Major Suburban- A district is classified as major suburban if: (a) it does not 

meet the criteria for classification as major urban; (b) it is contiguous to a major urban 

district; and (c) its enrollment is at least three percent that of the contiguous major urban 

district or at least 4,500 students. A district also is classified as major suburban if: (a) it 

does not meet the criteria for classification as major urban; (b) it is not contiguous to a 

major urban district; (c) it is located in the same county as a major urban district; and (d) 

its enrollment is at least 15 percent that of the nearest major urban district in the county 

or at least 4,500 students. 

Major Urban- A district is classified as major urban if: (a) it is located in a 

county with a population of at least 775,000; (b) its enrollment is the largest in the county 

or at least 75 percent of the largest district enrollment in the county; and (c) at least 35 

percent of enrolled students are economically disadvantaged. A student is reported as 



Texas Tech University, Sylvia Ann Caballero-Suarez, August 2016 

19 

economically disadvantaged if he or she is eligible for free or reduced-price meals under 

the National School Lunch and Child Nutrition Program. 

Millennials- Individuals born between 1982 and 1994. 

Non-Metropolitan: Fast Growing- A district is classified as non-metropolitan: 

fast growing if: (a) it does not meet the criteria for classification in any of the previous 

subcategories; (b) it has an enrollment of at least 300 students; and (c) its enrollment has 

increased by at least 20 percent over the past five years. 

Non-Metropolitan: Stable- A district is classified as non-metropolitan: stable if: 

(a) it does not meet the criteria for classification in any of the previous subcategories; and 

(b) its enrollment exceeds the median district enrollment for the state. 

Other Central City- A district is classified as other central city if: (a) it does not 

meet the criteria for classification in either of the previous subcategories; (b) it is not 

contiguous to a major urban district; (c) it is located in a county with a population of 

between 100,000 and 774,999; and (d) its enrollment is the largest in the county or at 

least 75 percent of the largest district enrollment in the county. 

Other Central City Suburban- A district is classified as other central city 

suburban if: (a) it does not meet the criteria for classification in any of the previous 

subcategories; (b) it is located in a county with a population of between 100,000 and 

774,999; and (c) its enrollment is at least 15 percent of the largest district enrollment in 

the county. A district also is other central city suburban if: (a) it does not meet the criteria 

for classification in any of the previous subcategories; (b) it is contiguous to another 

central city district; (c) its enrollment is greater than three percent that of the contiguous 
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other central city district; and (d) its enrollment exceeds the median district enrollment of 

779 students for the state. 

Rural- A district is classified as rural if it does not meet the criteria for 

classification in any of the previous subcategories. A rural district has either: (a) an 

enrollment of between 300 and the median district enrollment for the state and an 

enrollment growth rate over the past five years of less than 20 percent; or (b) an 

enrollment of less than 300 students. 

TEA- Texas Education Agency- Organization located in Austin, Texas and is a 

branch of Texas Government responsible for public education in Texas. 

Teacher Retention- The amount of teachers who remain in their present school 

from one year to the next. 

Teacher Turnover- The amount of teachers who leave their current teacher 

position due to retirement, job dissatisfaction, opting not to work, changing schools, or 

changing school districts. 

Traditionalists- Individuals born between 1928 and 1945.  

Work Autonomy- The amount of freedom to make work related choices. 

Work Ethic: The value placed on working hard. 

Work/Life Balance- Ideal of having balance between the amounts of time spent 

working and the amount of time spent on leisure activities. 
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Organization of Research  

This quantitative research was divided into five chapters.  Chapter One provides 

an introduction to the study and includes the problem statement, the statement of purpose, 

the four research questions that guided the research, a methodology overview, the 

research plan, the perspective of the researcher, assumptions and biases of the researcher, 

the significance of the research, the theoretical framework, and the definition of key 

terms that were referenced throughout the research.  Chapter Two provides a 

comprehensive literature review of the generational cohorts currently found in the 

workforce and detailed what has already been learned about each group from research 

conducted in the private sector.  In addition, studies conducted on generations and work 

related expectations were included in the chapter. The limited number of research on 

generational cohorts in education were included.  In addition, a framework of generation 

cohorts was discussed.   Chapter Two also includes the effects that teacher turnover has 

on student learning. The chapter concludes with an overviews of the conceptual 

framework of the research study.  Chapter Three consists of an explanation of the 

methodology chosen for the study.  It also describes the context of the study and 

explicitly details the data collection plan.  In addition, the chapter details the data analysis 

plan, and the measures taken to increase trustworthiness of the study.  The chapter ends 

with a brief conclusion about the research.  Chapter Four presents the responses gathered 

during the research period and results are presented in tables.  Chapter Five discusses the 

findings and implications for further research as a result of the study.  The dissertation 

concludes with a list of references, an appendix, and survey questions used during the 

pilot study and this research.  
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CHAPTER II 

LITERATURE REVIEW 

The purpose of this quantitative research study was to gather information about 

each of the three generational cohorts that currently exist in the workforce.  The study 

gathers self-perception data from each teacher generational cohort in Texas public 

schools.  It also includes perceptions each teacher generational cohort has of the other 

generational cohorts.  In addition, the research seeks to learn about the expectations that 

each generational cohort has of their school principal.  The research has the possibility of 

positively impacting the relationship between teachers and administrators.  With the 

supply and demand of teachers increasing due to teacher retirement and a growing 

student population, it is critical to understand the expectations that each teacher 

generational cohort possesses of school principals.  Moreover, it is critical to understand 

the perceptions that principals have of the effects of teacher turnover on student learning. 

Retaining teachers and decreasing teacher turnover rates could positively impact student 

achievement.   

The literature review begins with a scope of the literature review, purpose 

statement, information on each of the five generational cohorts, and ends with a brief 

conclusion of the literature. 

Scope of Review 

Since generational cohorts vary from one nation to another, the literature review 

does not include studies done on generational cohorts outside of the United States. 

Utilizing the Texas Tech Library, articles from research journals on generational cohorts 

were collected for review. Several books on the topic were also utilized throughout the 
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literature review process. The literature review process was ongoing throughout the 

research process.  

Purpose Statement 

There are currently three generational cohorts in the workforce. Texas schools are 

undergoing a teacher shortage problem, due to the older teachers retiring and teachers 

from the millennial generation leaving the teaching profession to pursue other careers. 

The retirement of older generations from teaching is an expected occurrence, but 

Millennials exiting the classroom has been an unexpected event. Therefore, it is 

important to determine why millennial teachers are opting to enter another profession or 

leaving the workforce all together. Do they have job related expectations that school 

principals are failing to meet? Researching the question of how principal expectations 

vary for each generational cohort could lead to professional development opportunities 

for school leaders. Learning how to increase the job satisfaction rate of millennial 

teachers could lead to retention of the generation.  With the student population in Texas 

continuing to flourish, there is a growing demand on the number of teachers needed in 

classrooms. It is also imperative to recruit Millennials with a bachelor’s degree to enter 

alternative certification routes to increase the number of certified teachers for 

employment.  Furthermore, it is important to understand the perceptions of school 

principals on how teacher turnover affects student learning.  

Generational Cohorts in the United States 

Generational cohorts are created by common events that shape the ideology, 

beliefs and values of a generation (Marston, 2007; Cahill & Sedrak, 2012). 

Demographers widely accept that the events that occur when a generation is between 
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fourteen and mid-twenties are the events that are forever be engrained in the generation’s 

memory (Marston, 2007). Once those events have affected the generation, it is rare to see 

a change in ideology (Cahill & Sedrak, 2012).  

With each nation having events that are exclusive or more impactful to its 

citizens, cohorts are not universal world-wide, but are instead specific to each country.  In 

the United States, the following generational cohorts have been named: Traditionalists, 

Baby Boomers, Generation X, Millennials, and Generation Z. 

Traditionalists 

The Traditionalists, also referred to as the Silent Generation and the Matures, are 

classified as adults who were born between 1928 and 1945, children of World War II and 

the Great Depression (Alexander & Sysko, 2012).  They are also revered as the Veterans 

(Cates, 2014) and the Greatest Generation, defining the meaning of success (Marston, 

2007).  They attended schools during the 1930s and 1940s and those who went on to 

become teachers and school administrators for over forty years (Strauss, 2005). They 

entered into the workforce after World War II and the idea of working changing from 

having a job to having a career (Dries, et al., 2008). This generation is currently 70-87 

years old, and for the most part, are all retired from the workforce (Strauss, 2005).  

However, their long tenure in the workforce led to a strong influence on the expectations 

of the workplace (Strauss, 2005). 

Baby Boomers 

According to Wilson (2014), Baby Boomers are individuals born from 1946-

1964. The generation was first acknowledged on the front cover of Newsweek in 1948 
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with a depiction of a smiling baby sitting with a blanket covering most of its head and the 

headline “Boom in Babies. What it Means for America” (Migliaccio, 2013). They are 

double the size of the Traditionalists (Marston, 2007). The Baby Boomer cohort extends 

over eighteen years, with between three to four million babies being born every year for 

those eighteen years (Migliaccio, 2013). The end of the Boomers is noted as 1964 when 

there was marked decrease in the number of births per year, thus signaling the end of the 

baby boom (Migliaccio, 2013; Cennamo & Gardner, 2008). As they became school age, 

the large size of the generation caused the construction of thousands of new schools in 

order to accommodate them (Koepfer, 2015). There is a large span of time between the 

youngest and oldest Baby Boomers, making the experiences that they experienced during 

childhood and teenage years vastly different from one another (Migliaccio, 2013). 

Therefore, the Boomers are sometimes broken down into three six-year generational sub-

cohorts (Migliaccio, 2013). For this study, however, the Baby Boomers are grouped all 

together, and sub-cohorts are not be used.   

Generation X 

Generation X is comprised of people born between 1965 and 1981 (Alexander & 

Sysko, 2012). After working their way through school and college, they were 

disillusioned by listening to complaints about the lack of knowledge the generation 

possessed and how teachers and schools had poorly prepared them (Strauss, 2005). A 

report named “A Nation at Risk” was released in 1983 and it stated that standardized test 

scores were lower than ever before, many students were leaving schools illiterate, and 

questioned the quality of teachers in classrooms (Hershatter & Epstein, 2010).  Therefore, 

they are the first generation to distrust schools, and still today many advocate for charter 
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and private schools (Strauss, 2005). This influenced their perception of entering the 

teaching profession and the prestige that once existed with teaching started to decline 

(Strauss, 2005).  As parents, it led to an increased support of standardized testing and 

accountability for schools (Strauss, 2005).  Federal oversight of schools was applauded 

by Generation X (Hershatter & Epstein, 2010).   

Millennials 

The newest generation in the workplace or the Millennials, who have been 

commonly referred to as the “Look at Me” generation (Pew Research Center, 2007). 

They are also called Echo Boomers, because of their similarity in size to the Baby 

Boomer generation (Smith, 2010). The beginning of the millennial generation is 

debatable, but the most common age group associated with this generation is individuals 

born in 1978 or later (Richardson, 2011).  However, others have given the birth year of 

1982 or later to the generation (Alexander & Sysko, 2012).  Millennials are viewed as the 

most educated generation in United States history (Stewart, 2006).  Parents refused to let 

their millennial children have the same educational experience as Generation X, so many 

sent their toddlers to private care settings that focused on learning (Hershatter & Epstein, 

2010).  Stewart (2006) explained that Millennials entered schools at an earlier age than 

other generations, with pre-kindergarten attendance being the norm.  In some cities, the 

competiveness of getting toddlers into select pre-kindergarten schools was compared to 

getting admitted to Harvard (Hershatter & Epstein, 2010).  They went through school 

being expected to work in cooperative groups, and the use of technology in schools 

occurred on a regular basis (Stewart, 2006).   
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Generation Z 

Although Millennials are the last generation to be officially named, some argue 

there is a distinct difference between Millennials and individuals who were born after the 

mid-1990s. Generation Z are beginning to enter the workforce, as recent high school 

graduates.  However, it will be a few more years before they are in professional working 

environments, including teaching in classrooms. Therefore, this research did not include 

this newest generation. 

Table 1 depicts a summary of the generational cohorts and some major 

information of each. 

Table 1: Generational Cohort Age Differences 

Generation Other Names Years of 

Birth 

Current Age 

Traditionalists Matures 

Greatest Generation 

Silent Generation 

1928-1945 70-78 

Baby Boomers Boomers 1946-1964 51-69 

Generation X Gen X 1965-1981 34-50 

Millennials Gen Me 

Generation Y 

Echo Boomers 

1982-1994 22-33 

Generation Z Digital Natives 

Gen Z 

iGeneration 

Gen Wii 

1995-2015 0-21 

 

Generational Influences 

Heroes of the Silent Generation are John Wayne and Joe DiMaggio (White, 

2011). The Baby Boomers idolized Dr. Spock and Martin Luther King, Jr. (White, 

2011).The Traditionalists were influenced by the Great Depression, President Roosevelt’s 
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New Deal and World War II (Cates, 2014). Throughout this time, factories were a huge 

part of the economy.  As men left their work positons to go off to war, women entered the 

factories to financially support their families while their husbands were gone (Cates, 

2014).  

Due to increase of families owning televisions, the Baby Boomer generation was 

shaped by seeing footage of the Vietnam War and Watergate (White, 2011). They came 

of age during the Civil Rights Movement with a growing awareness of social injustices in 

the United States (Cates, 2014, Roberts, Newman & Schwartzstein, 2012). They were the 

first generational cohort to live better than the generations before them, in regards to 

levels of income (Roberts, 2012). They enjoyed the new luxuries in homes of hot water 

and kitchen appliances (Cates, 2014). Unlike previous generations, the Baby Boomers did 

not possess the fear of financial doom and the possibility of living in poverty (Roberts, 

2012). The also did not fear the need to prepare for war, and this feeling of financial and 

world peace security led to materialism (Roberts, 2012). Witnessing their parents buy 

new appliances and upgrading due to prosperity also contributed to their level of 

consumerism (Cates, 2014). As young adults, they were the first generation in the United 

States to see having children as an option, not as a necessity to increase the financial 

status of a family (Cates, 2014).   

Generation Xers were the first generation to have both parents in the workforce 

(Marston, 2007). They have been referred to as latch key children, because they were left 

at home alone while parents were working long hours (Walker, 2009). Children who 

were not home alone were in daycare or with a nanny (Marston, 2007) and are recognized 

as having a childhood where children’s needs in a family were put last (Strauss, 2005). 
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When their parents arrived home after working numerous hours, they were too physically 

and emotionally drained to lavish attention on the generation (Marston, 2007). 

Generation Xers listened to their parents describe stressful situations at work and heard 

them complain about being tired. Their parents also verbalized that they wanted their 

children to get a better education so that they would not have to work as hard as they did 

(Marston, 2007). They were also the first to see an increase in divorce among their 

parents (Twenge & Campbell, 2008).  The divorce rate in the United States doubled 

between the late 1960s and the mid-1970s (Marston, 2007). This exemplified a different 

philosophy than previous generations on whether parents should stay together for the 

sake of their children (Strauss, 2005). For the first time, many parents were remarrying, 

resulting in step-siblings and half siblings (Marston, 2007). Seeing the dissolving of their 

parent’s marriage left them with a bad taste in their mouth about the negative 

consequences of working too many hours and putting financial success before family life 

(Cates, 2014). The guilt of working long hours and dissolving marriages caused some 

Baby Boomers to overcompensate by attempting to be friends with their children instead 

of parenting (Marston, 2007).  

Therefore, Generation Xers did not have strong parent models who demanded 

respect or gave out orders (Marston, 2007). Generation Xers were influenced by Sesame 

Street, MTV and the increase in computer usage (White, 2011). They were disillusioned 

by the Watergate Scandal, Catholic Church sexual molestation allegations, and 

companies who were exposed for dishonestly trading in the stock market (Marston, 

2007). They idolized Michael Jordan and Bill Gates (White, 2011), but are the first 

generation to be void of true heroes that their generation adored (Marston, 2007). Partly 
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due to the possibility that the individual would let them down because of a scandal, Xers 

looked for more tangible heroes. Many identified individuals in their personal life that 

they viewed as their hero, not a famous politician or humanitarian (Marston, 2007).  

Some events that impacted the Millennials were: the school shooting at 

Columbine, bombing in Oklahoma City, the terrorist attacks on September 11 and 

Hurricane Katrina (Walker, 2009; Cates, 2014). The hero of this generation is President 

Barack Obama (White, 2011).  However, this generation has been noted for having few 

strong heroic figures to look up to (Roberts, Newman, & Schwartzstein, 2012).  With the 

amount of terrorism and school violence that occurred during their formidable years, their 

heroes became police officers, firefighters and emergency responders (Raines, 2002).   

Instead of heroes, Millennials were shaped by social networks and computers (White, 

2011).  Their parents were, on average, 27 years old when they were born, choosing to 

delay the parenting process until they were older (Cates, 2014). About half of the 

Millennials have Baby Boomers as parents and the other half are parented by Generation 

Xers (Strauss, 2005). The millennial generation were raised under extreme child-

protection advocacy (Howe, 2014).  Their parents became known as “helicopter parents” 

(Sujansky, 2009) and the term “soccer mom” was coined to describe the immense 

involvement of parents in their children’s lives (Howe, 2007).  Parents received the 

nickname “helicopter parents” due to their tendency to hover over their children and 

become fully involved in all aspects of their lives.  The late age that their parents bore 

them could have caused the pride in becoming parents (Cates, 2014). According to Howe 

(2007), parents put their children as the center of their lives, proud decals of “Baby on 

Board” or “My Child is an Honor Roll Student” symbolized their parents’ obsession with 
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their kids.  This age group of individuals were brought up in a time when parents felt that 

all kids deserved a trophy, even in activities that previously had been competitive sports 

(Alexander & Sysko, 2013).  Unlike all other generations, Millennials were given 

trophies, simply for showing up to an event and participating (Cahill & Sedrak, 2012). As 

a result, Millennials were raised with an unrealistic belief that everyone wins and that all 

their efforts must be recognized, even if those efforts were not outstanding (Alexander & 

Sysko, 2012).  It was also common to see children focus on one sport in order to achieve 

greater levels of accomplishment (Howe, 2007).  It was also routine for parents to help 

children with their homework every night and, in many cases, even completing the school 

project themselves.  Students entered school with elaborate projects, parents hung around 

the school and even organized playtime activities for their children (Howe, 2007).  

This generation of children also were overly protected by their parents from the 

time they were born (Alexander & Sysko, 2012) and their parents were passionate about 

ensuring their physical and emotional health (Strauss, 2005).  Baby monitors and baby-

proofing homes became a necessity when raising children (Howe, 2007).  It was common 

to see children riding a bike with a helmet, knee pads and elbow pads (Howe, 2014).  

Parents watched over their children and the time when children went outside to play 

without adult supervision was over (Richardson, 2011).  As they got older, drug-free 

zones and metal detectors became normal features of schools, and city-wide curfews 

were enforced throughout the nation (Howe, 2014). These types of practices, Alexander 

and Sysko (2012) explain, may have led to a lack of risk-taking and independence needed 

in the workplace.  Thus, Millennials are more apt to want specifics on the steps they need 

to take, because they do not want to risk being wrong. 
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The Millennials were also raised with constant praise being given to them by their 

parents and teachers and were repeatedly told that they were unique and special 

(Sujansky, 2009; Cates, 2014).  They all received ribbons or trophies for merely 

participating in an event.  They were reminded that they were all winners and that 

winning was not important (Richardson, 2011).  This overpraising influenced the 

confidence levels of the generation (Howe, 2007; Thompson & Gregory, 2012) and 

produced a generation that is self-assured and focused on themselves (Pew Research 

Center, 2007).  This overconfidence influences their belief that they should move up the 

career ladder quickly (Cates, 2014). It is believed that this consistent praising led to them 

valuing positive feedback (Cahill & Sedrak, 2012) and they can become irritated when 

they are not recognized as valuable members of an organization (Pew Research Center, 

2007).  Unlike previous generation who are content with being left alone to work, 

Millennials interpret silence from their supervisor as a negative indication of their job 

performance (Cahill & Sedrak, 2012; Thompson & Gregory, 2012). Furthermore, 

Millennials received trophies as youth for simply showing up to an event and now they 

expect positive feedback at work (Cahill & Sedrak, 2012). 

Flowers and Hogan (2010) explained that Millennials grew up having a voice.  

They discussed that they were accustomed to having a vote during family meetings, 

feeling as if they were part of the decision making process and having their parents elicit 

their opinions (Flowers & Hogan, 2010).  In addition, Millennials grew up being able to 

blog and vent online which also gave them a sense of empowerment and belief that their 

opinion mattered and should be heard (Flowers & Hogan, 2010).  As adults, is common 
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for the generation to take to social media to share their feelings about their employers, 

organization and feelings of injustice at work (Cho, Park & Ordonez, 2013).  

Millennials enjoyed a close relationship with their parents (Howe, 2014) and 

siblings (Walker 2009).  They are much closer to their parents than any other generation 

(Alexander & Sysko, 2013).  Therefore, it is common for individuals from this generation 

to still enjoy a close relationship with their parents and they continue to seek advice from 

them, including whether to accept job offers (Howe, 2014).  The close relationship with 

their parents, however, has also caused Generation Y to have more pressure to please 

their parents than any generation before them (Howe, 2007). 

This generation also lived a childhood centered on being on a team and working 

together, thus having an inflated bond with peers (Howe, 2007).  They have a deeper 

connection with friends than all other generations (Smith, 2010). Even in school, it was 

common for Millennials to be assigned group projects and given a grade based on their 

group product (Sujansky, 2009).  They have an ease of working with others and their 

preference to work in teams has carried over into the workplace (Smith, 2010). This 

preference is extremely different from Generation X, who predominantly enjoys working 

by themselves and see most projects as a competition, not a collaboration (Howe, 2007).  

Socially, they went on group dates, unlike the previous generations.  Table 2 shows 

specific information on each generation and events that set the generations apart from one 

another.  
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Table 2: Generational Cohort Distinctions 

Generation Major 

National/World 

Events 

Heroes of 

the 

Generation 

Childhood  Technological 

Advances 

Traditionalists Word War II John Wayne 

Joe 

DiMaggio 

Work to help 

family 

Home 

appliances 

Baby Boomers Vietnam War 

Assassination of 

President John F. 

Kennedy 

Woodstock 

Martin 

Luther King, 

Jr. 

Dr. Spock 

New schools 

built to 

accommodate 

large size 

Television 

Radio 

Telephone 

Generation X Watergate 

Cold War 

Challenger 

Disaster 

Michael 

Jordan 

Bill Gates 

Personal 

Level 

Home alone 

while both 

parents worked 

Parents 

divorced  

Computer 

Millennials Columbine School 

Shooting 

9/11 

Hurricane Katrina 

President 

Barack 

Obama, 

Noted for 

lack of 

strong hero 

figures 

Overprotected 

Helicopter 

parents 

 

Instant 

Messaging 

Cell phone 

Facebook 

 

In the Workplace 

With a large number of Baby Boomers exiting the work force, a shift in 

generational cohorts is occurring (Alexander & Sysko, 2012).  The millennial generation 

is estimated between 50 and 80 million in number and growing (Bannon, Ford & Meltzer, 

2011).  They are three times the size of Generation X (Alexander & Sysko, 2012).   

Like generations before them, Baby Boomers entered the teaching profession with 

a high level of respect and prestige place on the profession (Strauss, 2005).  Currently 

Baby Boomers are still active in schools as teachers, school principals and 

superintendents (Strauss, 2005).Historically, there have been two assumptions that the 
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older generations in a workplace make about the newest generation to become their work 

colleagues.  The first is that the generation has the same definition of success as they do.  

The second is that the younger generation has to “pay their dues” and work their way up 

the career ladder.  However, with the induction of Generation X and the Millennials into 

the workforce, some distinct changes have been observed in reference to the two 

traditional views.   

Marston (2007) contended that the Traditionalists are strongly influenced by the 

military and their working environment outlined a distinct chain of command and formal 

hierarchy. This is probably the case because many Traditionalists served in World War II 

or the Korean War (Marston, 2007). In addition, the greater good of the organization was 

more important than each individual’s ideas (Marston, 2007). The level of 

professionalism was visible throughout the organization, beginning with the strict dress 

code that was enforced. Alexander and Sysko (2012) added that the characteristics 

attributed to this group include:  hard workers, loyal to an organization, honest and 

conforming to what is asked of them.  They believe that hard work is what moves a 

person up in positions and salary (Marston, 2007). White (2011) added that they view 

work as a privilege and value stability and perseverance. Currently, there are few 

individuals from the Silent Generation still in the workplace but their formal organization 

of what the workplace should look like is still relevant in most organizations (Marston, 

2007).  Most of the Traditionalists left their place in the organization when they reached 

retirement age, and the majority only held one to two jobs in their lifetime. The longevity 

in the organization caused employees to trust their employers and employers to trust their 

employee (Marston, 2007).   
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Traditionalists left their organizations in the hands of the Baby Boomers.  Unlike 

the Traditionalists, Baby Boomers valued nonconformity, as witnessed by protests and 

their attire (Marston, 2007). According to Marston (2007), their rebellious mottos 

included “Don’t trust anyone over 30,” and “Hell no, we won’t go.” They distrusted their 

bosses, mostly because they were considered an extension of government and they were 

over thirty years of age (Marston, 2007). For the first time, women departed from being 

homemakers and instead began working outside of the home (Marston, 2007).  Baby 

Boomers believed in teamwork and consensus within an organization, so meetings 

became common (Cahill & Sedrak, 2012).  As Baby Boomers aged and had children and 

mortgages to pay, they saw the need to conform to the hard-working ways and long 

working hours experienced by the Traditionalists (Marston, 2007). As the youngest 

Boomers entered the job force, competition for jobs and promotions among the 

generation occurred. Thus, their answer to getting ahead was to work even longer hours 

and competing with colleagues for positions became norm for the first time in the 

workplace (Marston, 2007). The term workaholic was introduced in the 1970s to describe 

the intense work habits of the Baby Boomer Generation (Cates, 2014; Marston, 2007). 

They were the first generation to equate working hard with putting in extra time on the 

job (Marston, 2007). They are described as having a strong loyalty to the organization, 

being career centered and driven by a sense of success, ambition and achievement 

(Alexander & Sysko, 2012). The Baby Boomers, however, underwent a workplace 

change that was unknown to Traditionalists.  Traditionalists had been loyal to the 

company and in turn had enjoyed job security.  Baby Boomers, however, saw a change 

from an abundance of jobs to job shortages, due to companies opting to make products in 
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foreign countries where labor was much cheaper.  An economic recessions and oil crisis 

also affected the stability of Baby Boomer jobs.  Therefore, Boomers who had been loyal 

to their company experienced being laid off by those companies they had been so loyal 

to.  Like the Traditionalists, they adhered to a strict dress code at work and put in many 

long hours to climb the organizational ladder (Marston, 2007). Unlike other generations, 

however, Baby Boomers value tangible representations of their achievements, like 

trophies and plaques (Marston, 2007). They also are characterized as being focused on 

customer-service and optimistic (White, 2011). They grew up in a time of financial 

security, which led to an increase in self-gratification and materialism (Cates, 2014). 

There were two main work-related changes that occurred during the Baby 

Boomers era.  One was the increase in diversity in the workplace. For the first time, 

Anglo men were not the only individuals who were eligible to move up the ranks in an 

organization. Minorities and women had earned the right to compete with men for 

positions. The second change was a paradigm shift of collaborating to make decisions. 

Organizations utilized groups of individuals to head decision making, instead of the 

concept of one person making all the decisions (Marston, 2007).  

Most Baby Boomers are nearing the age of retirement, and polls indicated that 

84% of them plan to remain employed in the same organization until retirement (Bannon, 

Ford & Meltzer, 2011). Freidman (2015) found that approximately 10,000 Baby Boomers 

turn 65 every day.  Many Baby Boomers who have reached the age of retirement, 

however, have decided to stay in the workplace, unwilling to give up their position in the 

organization or their salary (Marston, 2007). They are at a time in their lives when they 

are making more money than ever before (Migliaccio, 2013).  Some are realizing that 
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they have not saved enough money to continue enjoying the standard of living they have 

become accustomed to (Dennis & Migliaccio, 1997).  Some Baby Boomers are unsure 

about what to do during retirement, because work has always been a huge part of self-

identity (Freidman, 2015).  In addition, many Baby Boomers have found themselves 

providing financial support to their aging parents (Dennis & Migliaccio, 1997).  

The name for the post-Boomer generation was coined in the early 1990s after 

Douglas Coupland’s novel called Generation X: Tales for an Accelerated Culture was 

published (Tulgan, 2000).  According to Tulgan (2000), the book detailed the lives of 

several twenty years old who were fed up with the Baby Boomers dominance in the 

world, so they quit their jobs, drank a lot, and worked in jobs that they were much too 

educated to be working in.  The name stuck with the generation, and the stereotype of 

being disgruntled employees did too (Tulgan, 2000).  As Generation Xers entered the 

workforce, they brought with them a sense of independence that Boomers did not have 

(Cahill & Sedrak, 2012).  They are mainly characterized by striving to find a balance 

between family and career (Wilson, 2014; Strauss, 2005).  Furthermore, unlike the Baby 

Boomers who viewed long hours as an indication of hard work, Xers viewed production 

far more important.  They worked hard during the work day so they would not have to 

spend time after hours to get things done (Marston, 2007). They are the first generation to 

view success more holistically, not defined by success in the work organization (Marston, 

2007). Alexander and Sysko (2012) described them as team-oriented and having a strong 

sense of loyalty to relationships in an organization, instead of the organization itself. 

Generation X also distrusted the organization and their supervisors, after seeing 

politicians, public figures, priests and CEOs partaking in shady events (Marston, 2007). 
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They lived through one financial crisis after another, including the economic recession of 

the 1980s and the savings and loans scandals. (Cates, 2014). They saw their parents 

become unemployed due to downsizing, mergers and companies going bankrupt.  

Therefore, they distrusted organizations and were the first generation to question the 

integrity of their bosses and are not afraid to confront issues in the workplace (Marston, 

2007). This could stem from their skepticism of organizations, after feeling failed by the 

school system and witnessing unethical events in federal government.  White (2011) 

added that this generation are the first generation to be proficient with computers and 

they are typically willing to buck the system. Those in Generation X perceive their 

entrance into the workplace as one with little training afforded to them, and instead were 

thrown in and forced to learn things on their own (Alexander & Sysko, 2012).  

Generation Xers were able to become successful figuring things out on their own, 

because their childhoods were filled with them taking care of themselves, leading to 

confidence and self-reliance (Stewart, 2006).   They were also the first generation who 

were encouraged to bring personal belongings into the workplace and the strict dress 

code previously adhered began to loosen up during their time (Marston, 2007). The lack 

of formality was apparent in the 1992 presidential race when nominee and Gen X 

member, Bill Clinton took the stage on the Arsenio Hall Show and played his saxophone 

before a world audience (Tulgan, 2000).   Xers are also the first generation to hold loyalty 

to an individual boss, instead of to the organization itself (Marston, 2007). As a matter of 

fact, when Xers lose an employer that they respect, their productivity declines (Marston, 

2007). Older generation tolerated bosses they did not personally like, but Generation Xers 

would rather look for another job or ask to be transferred to another area in the 
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organization (Marston, 2007). 62% of Generation Xers plan to stay with their current 

employer until they are able to retire (Bannon, Ford & Meltzer, 2011). 

Generation X and the Millennials do not measure success in the same manner as 

the Traditionalists and the Baby Boomers and the ladder of success is not relevant to the 

two younger generations either (Marston, 2007).  The two generations know the road 

their predecessors took in their careers, and they are not interested in following the same 

path. With the entrance of Millennials in the workplace, some research has emphasized 

the tension between Millennials, Generation X and the Baby Boomers (Thompson & 

Gregory, 2012). These five characteristics that are common to Millennials will likely 

produce tension at work between the generations. Differences in values and commitments 

could lead to less productivity in an organization (Myers& Sadaghiani, 2010). As the 

Millennials enter the workforce, they bring with them characteristics that are unique to 

their generation.    

Unlike their predecessors who valued the chain of command in an organization, 

Millennials do not seem to appreciate that level of hierarchy and instead want the ability 

to go straight to the person making decisions (Wilson, 2014).  The bureaucracy of 

organizations, they feel, is outdated.  Upon being hired, they want to have a voice in an 

organization’s decision making process, just as they had a voice in their family’s decision 

making process as children (Flowers & Hogan, 2010).  After being encouraged to speak 

their opinions at a very young age by their parents and teachers, their perception of an 

organization is one that involves participation in making decisions (Tolbize, 2008). They 

do not want a top-down manager, but instead want a supervisor who is going to solicit 

their opinions and make decisions collaboratively.  They are perceived as desiring respect 
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for themselves, but are reluctant to accept previous generation’s notion of having to earn 

respect (Alexander & Sysko, 2012).  Walker (2009), however, contends that Millennials 

are rule followers who respect authority, and they believe everyone else should to. In 

addition, they believe that organizations should function on group consensus, allowing all 

members the opportunity to have their opinion validated (Howe, 2014).  In schools, we 

have seen a shift from principals as the disciplinarian and manager to the principal being 

a coach and mentor to teachers.  Schools in Texas have adopted a new teacher evaluation 

system that is less evaluator and more focused on coaching teachers.  The top-down 

decision making policy has also been replaced by principals seeking collaboration and 

school-based decision making. 

Millennials also do not foresee themselves as staying in one career as their 

predecessors did (Richardson, 2011).  Randall (2014) adds that this group of young adults 

view staying in one profession as inflexible and view turnover as a positive description of 

one’s career choices. Millennials are apt to change jobs as soon as they become 

unsatisfied or unmotivated in their current job (Cates, 2014).  The idea of having one job 

for life is an outdated belief with younger generations (D’Amato & Herzfeldt, 2008). 

Thus, it is important to study other business organizations and study the successful 

strategies they have adopted in order to retain the employees in the millennial generation 

(Randall, 2014). Furthermore, because entertainment was a large part of their upbringing, 

this generation can become bored and feel the need to be entertained, even at work 

(Alexander & Sysko, 2013).        

The millennial generation feel a strong sense of loyalty to individual managers, 

not to a company or organization (Alexander & Sysko, 2013).  Moreover, they feel that 
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the organization has no loyalty to them, so they are not compelled to spend a lifetime in 

an organization like previous generations who devoted their lives one employer 

(D’Amato & Herzfeldt, 2008). Furthermore, they are more than twice as likely to leave 

their current employment within a year of being hired (Alexander & Sysko, 2012).  In 

schools, this notion would equate to millennial teachers being more loyal to their school 

principal than to their school district.  This would suggest that if a principal is well liked 

by the Millennials decided to leave a particular school, the Millennials would be more 

likely to leave the school as well.  Randall (2014) added that this generation sees loyalty 

as a two way street, and do not give loyalty unless they feel that loyalty is reciprocated 

and deserving.  Forming a relationship with the generation, therefore, is important.  The 

large numbers of vacancies in the workforce are an advantage to the young Millennials, 

because qualified individuals are in high demand (D’Amato & Herzfeldt, 2008). For 

schools, this has meant having to attract individuals with bachelor’s degrees who can 

attain alternatively certified and become classroom teachers (Fox & Peters, 2013).  They 

are also described by other generations as having a weaker work ethic than previous 

generations, instead focusing on their need for self-gratification (Alexander & Sysko, 

2012). This group is always extremely team oriented and like to work with others on a 

regular basis, more than likely due to the many group projects that were done by 

Millennials while in the school setting (Alexander & Sysko, 2013).  Due to this, 

Millennials will be a true asset to Professional Learning Communities.  They possess a 

willingness to work with and learn from others (Walker 2009).  

Millennials were accustomed to instant gratification, from ordering food through 

a drive-through, making meals in a microwave and they have always used high speed 
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internet service (Flowers & Hogan, 2010). This has led to an increased need for instant 

feedback from their supervisors than all previous generations (Howe, 2014). According 

to Walker (2009), Millennials are eager to be successful; therefore, feedback is viewed as 

a method to grow professionally. 

Millennials are perceived by other generations as being less motivated than 

previous generations, disrespectful, narcissistic and have been described as disloyal 

individuals (Myers & Sadaghiani, 2010). Unlike previous generations, polls indicate that 

57% of Millennials stated they were not likely to remain with their current employer for 

the remainder of their career (Bannon, Ford & Meltzer, 2011).  As a matter of fact, 

Millennials are more apt to make lateral moves, moving from one school to another, 

whereas previous generations made moves based on job promotions (Cahill & Sedrak, 

2012). They hints to their comfort level with change, and they are also more inclined than 

other generations to leave the teaching profession entirely (Fox & Peters, 2013).  Their 

comfort with changing jobs and even changing careers is significantly different than all 

other generations.  Other generations are more resistant to change and not as willing to 

make change schools or school districts.   

Rodriguez and Hallman (2013) stated that the majority of students currently going 

through teacher preparation courses at universities are from the millennial generation.  

With the certainty that the majority of open teaching assignments will soon employ 

Millennials, it is important to devote more time to learning how the Millennials will 

shape schools as teachers. 
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Table 3: Generations and Career 

Generation Loyalty to 

Organization or 

Manager? 

Longevity at 

Organization 

Thoughts on Career 

Traditionalists Organization Lifetime Formal hierarchy 

Strict dress code 

Baby Boomers Organization 1-2 jobs in a 

lifetime 

Hard work 

Long hours 

Generation X Manager Willing to 

change 

Ladder of success 

Work-life balance 

Millennials Manager Frequently 

change 

organization 

and/or career 

Work and personal life 

balance 

Flexible hours 

 

Common Characteristics of the Millennial Generation 

Bannon, Ford and Meltzer (2011) conducted analysis on various surveys 

answered by Millennials and identified five characteristics that were distinctive to the 

millennial generation; advanced technology skills, work and life balance, attitudes about 

social responsibility, education and diversity. 

Technology 

One characteristic that sets the Millennials apart from any generation before them 

is their exposure to technology (Gorman, Nelson & Glassman, 2004).  Millennials are the 

first generation to be digitally inclined and technology is like a “sixth sense” to them 

(Alexander & Sysko, 2013).  Computers were not only a part of their childhood, but with 

the low cost of computers, many Millennials had their very own computer or laptop in 

their bedroom (Flowers & Hogan, 2010).  They grew up with computers, smart phones, 

social networks and came of age when instant messaging overtook the desire to talk face-

to-face or talk on the phone (Sujansky, 2009).  Millennials view cell phones as a way to 
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stay connected with friends via social networking, and it is common for Millennials to 

have their cell phones with them at all times, including next to their bed at night (Bannon, 

Ford & Meltzer, 2011).  Generation Xers were exposed to computers growing up, but 

were not immersed in technology in the same manner as Millennials (Marston, 2007). In 

addition, Baby Boomers have learned to utilize technology in adulthood, but technology 

is viewed as a tool (Koepfer, 2015). However, for Millennials, technology is seen as an 

extension of themselves (Gorman, Nelson & Glassman, 2004) and is considered a 

lifestyle (Koepfer, 2015). The Pew Research Center (2007) contends that Millennials are 

more comfortable utilizing technology than any previous generation. Baby Boomers may 

use technology, but they are not fully aware of the capabilities their computers and 

phones have (Koepfer, 2015). Their dependence on technology to communicate with 

others has caused their face-to-face communication to be weaker than previous 

generations (Walker, 2009). Millennials have a reliance on daily social media networking 

that no other generation in the workforce shares (Cho, Park & Ordonez, 2013). The 

importance of social networks to Millennials has led to school districts setting policies on 

social networking relationships with students and policies about using cell phones during 

the school day (Richardson, 2011).  They prefer to communicate by texting and other 

generations are more inclined to email and phone conversations (Sujansky, 2009).   

Their expose to technology has caused Millennials to be good multitaskers, being 

accustomed to doing numerous things at one time (Gorman, Nelson & Glassman, 2004).  

They listened to their mp3 players as they did homework and texted for a large part of the 

day and night (Richardson, 2011).   Consequently, employers have noted the tendency of 

the group to be on their phones during meetings and trainings (Bannon, Ford & Meltzer, 
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2011). Millennials ability or need to multitask can also be attributed to the fact that as 

children, they led scheduled lives and participated in many activities (Walker, 2009).  

Their parents focused on providing them with a well-rounded childhood of academic and 

extracurricular activities (Cates, 2014).   

Work and Life Balance 

After witnessing their parents spend a lot of time on the job, Millennials are 

reluctant to put careers ahead of their families and personal lives (Bannon, Ford & 

Meltzer, 2011).  As children, they lived micromanaged lives that emphasized work and 

play (Cates, 2014). According to Randstad Work Solutions (2007), Millennials desire a 

flexible work schedule that allows them to balance their work and personal life. They are 

also less likely to be willing to work overtime, with their time for leisure being more 

important to them than for any other generation (Twenge, 2010; Smith, 2010).  A balance 

between their personal and work lives is more important to them than the advancement of 

a career (Bannon, Ford & Meltzer, 2011).  Financial success that their parents strived for 

is not the vision they have for their future (Cates, 2014). Bannon, Ford & Meltzer (2011) 

cited a survey that showed that nearly two-thirds of Millennials expected to work normal 

business hours.  As far as teaching, that is a dilemma because teachers do not have the 

traditional work hours, but instead spent time after school and on the weekends fulfilling 

their job duties.   

Social Responsibility 

Millennials have a sense of social responsibility, with 61% of them feeling 

pressured to make a difference during their lifetime (McGlone, Spain and McGlone, 

2011).  Information collected by Raines (2002) showed that fifty percent of high school 
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students reported volunteering in their community.  A large percentage of them stated 

that community service hours were mandatory for high school graduation (Raines, 2002).  

They take with them that sense of social responsibility to their job seeking ventures and 

79% reported the desire to work for a company that shares their sentiment of making a 

difference in the world (McGlone, Spain & McGlone, 2011).  In schools, it is valuable to 

have teachers who desire to make a difernece in the lives of their students.  Millennials 

also expect to work in environments where everyone is treated equally and they expect 

employers to contribute to the stability of the community (Raines, 2002).  The belief 

system of equal treatment of students and educating students about civic responsibility as 

well as academic achievement, is a positive stance. 

Education 

Another characteristic that distinguishes the Millennials from previous 

generations is their level of intelligence (Gorman, Nelson & Glassman, 2004).  They are 

noted, in part because of their entrance into schools at a very early age, as one of the best 

educated generational cohorts in the workplace (Ferri-Reed, 2010).  They finished high 

school and have gone on to earn a college degree in larger numbers than any other 

previous generation (Cates, 2014). According to Walker (2009), Millennials have high 

expectations for themselves academically, and see average as failing.  They are also 

credited with having higher written communication skills, which could be attributed to 

the amount of conversing they do online (Gorman, Nelson & Glassman, 2004).  Many 

also feel more comfortable expressing themselves online, where their young age cannot 

be seen as a liability (Gorman, Nelson & Glassman, 2004).  The millennial generation is 

believed to be the first generation seen as lifelong learners (Richardson, 2011).  They 
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enjoy learning and thrive on change and improvement.  Their willingness to learn and 

change could lead to great improvements in American schools.  

Diversity 

Millennials are more ethnically diverse than any previous generation (Bannon, 

Ford & Meltzer, 2011), with as many as one-third being non-Caucasian (Alexander & 

Sysko, 2012).  Millennials are also biracial or multiracial than any previous generation 

(Broido, 2004).  One out of every five Millennials has a parent who has immigrated to the 

United States (Walker, 2009). The number of people in the United States who speak a 

language other than English has more than doubled since 1979 (Broido, 2004).  

Millennials grew up in neighborhoods more diverse than any other generation (Broido, 

2004), and they view daily interactions with other ethnicities and cultures as norm 

(Raines, 2002).  Millennials view diversity as an asset and multicultural sensitivity as 

norm (Gorman, Nelson & Glassman, 2004).  The age of technology has also affected 

their views of other cultures, with many Millennials reporting that they felt a global 

connection to people all over the world (Raines, 2002). Millennials are viewed as being 

more open to diversity and accepting of different cultures (Rodriguez & Hallman, 2013). 

Blatant racism has not been experienced by many Millennials (Broido, 2004).  As a 

matter of fact, many Millennials have been taught racial etiquette and political 

correctness (Rodriguez & Hallman, 2013).  Therefore, they are more uncomfortable 

discussing the existence of racism than previous generations (Broido, 2004).  Millennials 

are also more accepting of homosexuality and LGBT issues (Bannon, Ford & Meltzer, 

2011).   
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Stereotypes 

There are several stereotypes that are used to describe Millennials: disloyal, 

needy, entitled and casual.  Disloyalty, illustrated by changing jobs when the desire 

arises, is another common perception of the millennial generation (Thompson & Gregory, 

2012). The Traditionalists and Boomers dedicated their lives to one company, so the 

eagerness of the Millennials to jump from one career to another is not understood or 

appreciated. Another common perception of Millennials is their heightened level of 

neediness, demonstrated by their need for step-by-step instructions on tasks and desiring 

constant feedback from managers (Thompson & Gregory, 2012).  Millennials went 

through school during an increased focus on student achievement and their teachers 

constantly giving them feedback on their performance and pushing them to meet 

standards (Thompson & Gregory, 2012). They were forced to meet expectations on a 

multiple choice standardized test to earn their high school diploma and had to pass a 

certification test to become teachers (Richardson, 2011).  However, with the focus on 

knowing the “right answer” has affected the comfort level of Millennials to problem 

solve and come up with ideas on their own (Hershatter & Epstein, 2010).  Much, 

Wagener, Breitkeutz and Hellenbrand (2014) found that Millennials expect help when 

problems arise, or expect someone else to solve the problem.  However, Millennials have 

been noted as having low problem solving skills because of the heavy involvement of 

their parents in making decisions, even as adults (Hartman & McCambridge, 2011).  

Millennials are also perceived as having a lack of independence in the workplace, 

perhaps because of the extensive use of group work while they were in schools (Hartman 

& McCambridge, 2011).  As Millennials are entering the workforce, this need for 
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continuous specific feedback has remained important to them (Thompson & Gregory, 

2012).  Millennials are many times criticized by Baby Boomers and Generation X for 

possessing a distinct level of entitlement, but ironically those are the generations that 

raised the Millennials (Thompson & Gregory, 2012).  They are accused of being 

materialistic, a heightened self-esteem and having an unrealistic expectation of quickly 

advancing in an organization (Thompson & Gregory, 2012).  Millennials are notorious 

for being too casual in the workplace, from the way they dress at the office to their lack 

of respect for the established hierarchy in organizations (Thompson & Gregory, 2012). In 

addition, the generation group is often times described as self-absorbed, narcissistic and 

having a cavalier work ethic (Alexander & Sysko, 2012).  

Millennials in the Workforce 

Managers in various organizations have noted a distinct difference in new 

members to the work force than other generational cohorts (Twenge & Campbell, 2008).  

For managers, it is important to understand that the workforce is changing and different 

generations may have different expectations of their manager. The old proverb of treating 

people the way you want to be treated no longer holds true. Instead the new sentiment is 

to learn how each generation wants to be treated and then treat them that way (Cahill & 

Sedrak, 2012). Whereas previous generations see some organizational practices as 

intrusive, Millennials see them as beneficial and necessary (Howe, 2014). 

Organizations typically provide orientation training to new employees in order to 

acquaint the individuals to the organization’s beliefs, values and expectations (Gorman, 

Nelson & Glassman, 2004).  The healthcare industry provides training to newly hired 

Millennials on the generational differences in regards to attire and communication so that 
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they are better prepared to interact with patients from all generations (Cahill & Sedrak, 

2012).  

Since Millennials are accustomed to looking for the approval of their parents and 

teachers, it is common for them to appreciate having a mentor assigned to them.  

Furthermore, they don’t view their supervisor as a boss, but as a mentor (Smith, 2010). 

They respect what veteran teachers have to say and look to them for guidance and 

acceptance (Sujansky, 2009). Boomers also valued mentors when they entered the 

workforce (Cates, 2014). The difference in mentoring between the two generations is the 

perception that Boomers valued having one mentor and the Millennials are more 

interested in learning from numerous mentors (Tolbize, 2008). Hershatter and Epstein 

(2010) found that pairing Millennials and Baby Boomers for reverse mentoring can be 

beneficial to both generations.  Reverse mentoring allows a collaborative approach to 

traditional mentoring, because both mentor and mentee focus on what they can learn from 

each other.  This approach capitalizes on all generations have expertise to share with 

others (Murphy, 2012).  In addition, because of Generation X’s independence and self-

reliance, they are less likely to enjoy mentoring (Hershatter & Esptein, 2010).   

Previous generations entered the workforce with a “sink or swim” induction into 

the organization.   Millennials, however, enjoy accommodations that have been put in 

place to ease their transition and decrease the level of self-directed working (Alexander & 

Sysko, 2012).  The amount of supervision they experienced by their overprotective 

parents could be the reason that Millennials may have difficulty adjusting to work 

environments where they are left unsupervised (Gorman, Nelson & Glassman, 2004).  It 

could also be a factor in their perceived lack of coping skills and lack of perseverance 
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when things become difficult (Cates, 2014). Bannon, Ford and Meltzer (2011) suggested 

that employers be aware of the importance of family to Millennials and allow them time 

off of work to attend functions their children are involved in.    

Generational Tensions 

Numerous articles have been written focusing whether generational tensions exist 

in the workplace. The entrance of new generations into the workplace changes the 

dynamics of the organization, both positively and negatively.  Therefore, is the emphasis 

placed on Millennials any different than when any generation enters the workforce? 

Cates (2014) states: “The younger generation says that their older managers are 

resistant to change and tend to micromanage every aspect of their work. The older 

generation complaints are that the younger workers have no respect for authority, dismiss 

management, feel they do not need any supervision, do not like to be told what to do, and 

rely too heavily on technology.” The heightened sense of confidence in Millennials could 

cause tension with other generations (Twenge & Campbell, 2008).  A report from the 

Alliance for Excellent Education (2008) cited that teacher retention is linked to positive 

school working relationships with colleagues and supervisors. 

However, a study by Kowske, Rasch and Wiley (2010) questioned whether 

dramatic differences exist between Millennials and previous generations. Others have 

stated that the differences that do exist among the generational cohorts have been 

exaggerated and that some studies have shown that the generations are more alike than 

different (Macky, Gardner & Forsyth, 2008).  Some have expressed that it is not possible 

to determine whether an individual possess a particular opinion because of the 
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generational cohort they belong to, or if the opinion should be attributed to age, social 

class, and gender (Macky, Gardner & Forsyth, 2008).   It is also argued that unless 

individuals are given the same survey at the same time in their career, the differences that 

are shown could be that youth from all generations are more idealistic early in their 

career (Twenge & Campbell, 2008).  Others have pointed out that assumptions have been 

published about generations, but have not been backed by actual data (Twenge & 

Campbell, 2008).  In addition, Twenge and Campbell (2008) refuted that a large amount 

of information gathered has been anecdotal. A study conducted on nurses found 

generational cohort differences between Baby Boomers and Generation X in regards to 

autonomy and support from leadership (Sparks, 2011). Other studies in the healthcare 

industry have suggested an increase in tension at work, due to the differences between 

Baby Boomers, Generation X and the millennial generation (Cahill & Sedrak, 2012).  

The study also found that Generation Xers are more focused on balancing family life and 

career than Baby Boomers (Sparks, 2011).  It suggests that further research should be 

conducted to study the differences in work related perceptions (Sparks, 2011). 

Generational differences in the workplace are not new, but the amount of tension has 

never before demanded that managers intervene to make the working environment better 

(Cahill & Sedrak, 2012). Furthermore, although researchers have been warning all along 

that generational tensions would increase with three generations in the workforce, many 

organizations ignored the warning and were confident that the tensions would decrease as 

time lapsed (Cahill & Sedrak, 2012). Many believed that as the Millennials matured, the 

tensions in the workplace would work themselves out. However, this approach has not 

been beneficial, and the Millennials have failed to conform to what the other generations 
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feel are workplace norms (Cahill & Sedrak, 2012). The problem itself isn’t the millennial 

generation, but the issue is that managers do not know how to effectively lead a 

multigenerational workforce (Cahill & Sedrak, 2012). 

Generation Differences in Schools 

In addition, others argue that generational differences are not as prevalent as a 

person’s age, individual experiences, and the life and career stage that they are currently 

in (Cennamo & Gardner, 2008). Muhammad and Hollie (2012) diverges from the 

assumption of generational differences of teachers and instead views the observable 

differences in teachers is a based on something entirely different.  He asserts that there 

are four different groups of teachers that exist in schools, and age is not what places them 

in a group.  They categorize teachers into the following four groups: Tweeners, Believers, 

Survivors and Fundamentalists. New teachers are referred to as Tweeners, but he claims 

that new teachers only stay in this group for two to three years.  They state that new 

teachers usually need two to five years to decide which of the three groups they want to 

join.  Muhammad and Hollie (2012) point out that it is critical to recruit Tweeners into 

the right group.  If Tweeners join the Survivors or Fundamentalists, they are likely to 

quickly exit the school, affecting the long term success of the school.  Believers are 

characterized by their belief in an equal education for all children.  Survivors are the 

smallest group in schools and are distinct because their burnout level requires 

professional medical and psychological help.  Their focus is on mere survival from day to 

day. Fundamentalists are a group of teachers who are opposed to change of any kind.  

Their goal is to keep things the same and are powerful enough to quench most change 
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initiatives. Fundamentalists are focused on what is best for them, not what is best for 

students. 

Although assertions are made that generational differences exist between each 

generational cohort, there is little empirical research to substantiate those claims 

(Cennamo & Gardner, 2008). 

Teacher Shortage 

Table 4 shows the number of teachers in Texas, as reported by the TEA website.  

The table shows that the number of teachers leaving the profession has been steady and 

so has the number of new teachers being hired.  The two numbers seem to balance each 

other out, so the question arises about whether or not there is truly a teacher shortage in 

the state of Texas.  To understand the problem, one must realize that the real issue is that 

although the number of teachers in Texas has increased, so has the growth in the student 

population.  Teachers are leaving the profession at alarming rates, especially in under-

performing schools and schools with a large number of economically disadvantaged 

students.  Although new teachers are entering the profession every year, the number of 

new teachers entering the profession is not enough to make up for the amount of teachers 

leaving and the increasing demands for teachers because of student population growth.   

Table 4: Data on Teachers in Texas 

School Year 2011-2012 2012-2013 2013-2014 2014-2015 

Number of Teachers  329,352 332,587 339,651 347,469 

Number Lost to 

Leaving Profession 

35,800 34,424 34,759 34,807 

Number New Hires 24,871 37,659 41,823 42,625 
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Alternative Routes to Certification 

More than 40 states offer an alternative certification route into the teaching field 

(Williby, 2004).  A report by Flores, Desjean-Perrotta, and Steinmetz (2004) showed that 

teachers who enter the classroom with the traditional training feel better qualified than 

those who enter teaching through an alternative route.  According to the TEA website, the 

retention rate for alternatively certified teachers is significantly lower after five years of 

teaching than the retention rate of teachers who enter teaching the traditional route.  

According to Williby (2004), even accredited universities now offer alternative tracks to 

teacher certification.  Another alternative certification route, Troops to Teacher, aims at 

employing military veterans in the education field (Williby, 2004).    

Table 5: Teacher Certification Routes 

 2011-2012 2012-2013 2013-2014 2014-2015 

 Certified Employed Certified Employed Certified Employed Certified Employed 

Alt Cert 12,588 9,664 7,315 5,851 8,683 7,524 10,626 9,410 

Post-Bac  1,687 818 1,199  742 1,043  766 1,090  850 

Traditional 10,414  5,656 9,806 6,475 10,314 7,659 9,883 7,571 

 

Reasons for Teacher Turnover 

Teacher turnover is evenly split between the number of teachers who retire and/or 

change professions and the number of teachers who make a lateral move to another 

school or district (Ingersoll & Smith, 2003).  One reason that teachers make lateral moves 

to another school or another district is teachers choosing to leave their current assignment 

to join a school or district that is more affluent (Nye, Konstantopoulos & Hedges, 2004).  
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Determining why teachers are leaving the teaching profession has become a priority 

across the nation (Brooks-Young, 2007).  Districts have devised exit interviews or 

surveys designed to yield information on the reasons for leaving (Brooks-Young, 2007).   

Some teachers have listed low salaries as a factor in turnover (Gonzales, Brown & 

Slate, 2008).  Teachers have commented that with the amount of time they devote to the 

job and the amount of pay received, they actually make far below minimum wage 

(Gonzales, Brown & Slate, 2008).  They also stated that they are expected to help 

students before and after school, sponsor clubs, and perform other duties outside of their 

work day without compensation (Gonzales, Brown & Slate, 2008).  Although teacher 

salary is reported by some as a factor, salary has not been found to be the most significant 

cause of teacher turnover (Brooks-Young, 2007).  

In a study conducted by Gonzalez, Brown and Slate (2008), millennial teachers 

shared that issues with administrators were one of the most influential reasons for 

turnover.  Studies have cited lack of support from principals as a key reason for leaving 

teaching (Gonzales, Brown & Slate, 2008; Sargent, 2003).  Other studies have also cited 

that perceived lack of support from school principals and peers is the biggest factor in 

teacher turnover (Brooks-Young, 2007). Since many listed school administrators and 

peers as a reason for leaving their careers, it is important to note if those conflicts can be 

attributed to generational differences. The teachers interviewed by Gonzalez, Brown and 

Slate (2008) expressed that administrators were disrespectful to them by admonishing 

them in front of parents and peers.  In addition, teachers interviewed claimed that school 

principals had favorite teachers and certain teachers had a lot of influence (Vail, 2005).  

In regards to the lack of support from peers, respondents noted that peers were not 
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ongoing mentors as they would prefer (Brooks-Young, 2007).  Teachers stated that they 

sought a structured, ongoing mentor relationship with a peer (Vail, 2005).  They also 

cited the lack of opportunity to collaborate with their peers as being a reason they did not 

feel supported (Brooks-Young, 2007).  Teachers are more apt to leave the profession 

when a “sink or swim” is used as their induction program (Vail, 2005).  Teachers stated 

they wanted a working environment that was fun and congenial (Sargent, 2003).  

Participants also discussed lack of support from principals and peers in regards to student 

discipline issues as a reason for leaving the profession (Gonzales, Brown & Slate, 2008).  

Teachers expressed that classrooms were filled with students with discipline behaviors, 

and they were left to figure out how to appropriately handle disciplinary situations on 

their own (Gonzales, Brown & Slate, 2008). Teachers reported that school administrators 

expected teachers to deal with disciplinary situations on their own and that many times 

parents blame the teacher when disciplinary situations occur in the classroom (Gonzales, 

Brown & Slate, 2008). 

Another reason that teachers leave the teaching profession is because of the 

amount of stress related to teaching (Kipps-Vaughan, 2013).  Some of the stress reported 

was not being able to change the dire circumstances their students were living in and 

unable to sleep at night due to worrying about students (Gonzales, Brown & Slate, 2008).  

Approximately 20 to 25 percent of teachers reported consistently feeling high levels of 

stress due to teaching, including feelings of anger, depression and tension (Kipps-

Vaughan, 2013).   

Another factor attributed to teachers leaving the profession is the tendency to take 

on too much responsibility, consequently burning themselves out (Walker, 2009).  
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Teachers reported that they are asked to supervise students after school, sponsor clubs, 

attend after-school functions plus be fully prepared to teach students the next day 

(Gonzales, Brown & Slate, 2008).  They also stated that, unlike other professions, 

teachers have to take their work home with them and expressed that their work day never 

ends.  

The reasons stated by teachers for leaving the profession call into question 

whether generation differences are causing the different expectations of mentoring, 

collaboration, and different expectations of school principals. The Millennials have noted 

differences in work expectations, and the failure of peers and principals to meet up to 

their work related expectations could be a factor in teacher turnover rates.   

Teacher Turnover Effect on Student Learning 

A study by Nye et al. (2004) showed teachers are a real factor in student 

achievement.  In addition, Falch and Ronning (2007) stated that teachers are the most 

critical factor of student success, therefore, making it necessary to learn ways to keep 

effective teachers in the classroom.   

Williby (2004) stated that teachers in elementary schools who had high verbal and 

cognitive abilities were more likely to produce students who performed well.  Teachers at 

the secondary level who were knowledgeable in the content area they taught were more 

likely to positive effect on student learning that teachers with limited content background 

(Williby, 2004). Furthermore, high quality learning teaching cannot occur in schools 

unless high quality teachers are employed (Darling-Hammond, 2010).  It has also been 

reported that a teacher has more of an effect on student learning than the school the 
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student attends (Nye et. al., 2004).  The report by Nye, et al. (2004) also showed that for 

students in poor schools, a teacher is a bigger factor than in more affluent schools.  Also, 

it has been reported that a teacher’s experience and student achievement are positively 

correlated (Nye et al., 2004).  Furthermore, as a teacher increases effectiveness, the 

poorest students are the first benefactors of the growth (Sanders & Rivers, 1996). 

Students who had an effective teacher for one year garnered the effects for years to come 

and students who spent a year with an ineffective teacher spent up to three years catching 

up to their peers (Stronge & Hindman, 2003).  Research has shown that the classroom 

teacher is the link between student achievement and school improvement (Stronge & 

Hindman, 2003).  Studies have also shown a connection between a beginning teacher’s 

effectiveness and retention rate (Darling-Hammond, 2010). 

Whether or not the underlying factor for teacher turnover is generational 

differences, the United States is losing teachers to retirement, career change or the choice 

to stay home altogether.  The question of whether generational differences in work 

expectations could be a source of generational tensions in the workplace.  Consequently, 

a valid question arises about Texas school principals and the perceived effects that 

teacher turnover rates have on student learning.  The awareness of principals on how 

teacher turnover affects the learning that occurs in their schools could lead to increased 

focus on effective mentoring programs.  If principals do not connect teacher turnover and 

student learning, professional development for administrators could be beneficial to 

increase their knowledge of the negative correlation between teacher turnover and student 

learning. 
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Conclusion 

The number of teachers is decreasing, as the number of students is increasing.  

This problem is leading to schools being unable to find qualified candidates to teach the 

children in schools. Three generational cohorts are currently working side by side in 

schools. Schools are organizations that, like most other organizations, were established 

on hierarchy and place value on tenure. With many teachers from the Baby Boomers 

retiring, there are many jobs being left behind. Along with the retirement of teachers, 

Millennials are leaving the teaching profession shortly after entering.  It is necessary to 

learn why millennial teachers are leaving the teaching profession. School and district 

administrators should invest in learning the differences of each generation and how 

teacher expectations of administrators differs.  Meeting the needs of the millennial 

teacher cohort could increase job satisfaction and help to retain them in classrooms. 
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CHAPTER III 

METHODOLOGY AND PROCEDURES 

Introduction 

Chapter Three begins with a brief overview of the study; then provides 

information on the research methodology and explains the procedures followed 

throughout the study.  It begins with the research design and then restates the four 

research questions.  Also included in Chapter Three are details on the sample utilized for 

the study and a summary of the methodology and procedures of the study.   

The purpose of this study was to collect information on the three generational 

groups of teachers currently in schools.  More specifically, the researcher sought to 

gather teacher generational cohort self-perceptions, their perceptions of other teacher 

generational cohorts and examine what each teacher generational group expects of their 

principals.  The study also sought to gather perceptions of school principals on the effects 

that teacher turnover rates have on student learning. For the purpose of this study, the 

Traditionalists were not included because they are no longer in the workforce. 

Furthermore, Generation Z was also excluded because they are just now graduating from 

high school and entering college and the workforce.  

Research showed that each generational cohort was formed because of common 

events that occur in their childhood/young adulthood and that those events forever affect 

their perceptions and opinions (Cahill & Sedrak, 2012). Researchers agree that 

differences between generations can cause stress and job dissatisfaction. With the 

increased number of veteran teachers retiring, millennial teachers opting to enter other 

professions or stay home and raise children and the growing student population in Texas, 
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school districts are facing an issue in filling teaching positions.  This study presents a 

possibility of better understanding why millennial teachers are leaving the teaching 

profession and how to increase the retention rate of the generation.  With three 

generations working in schools today, generational differences exist among the cohorts.  

Research Questions 

This study addressed the following research questions:  

1. What are the perceptions that different teacher generational cohorts have 

of one another regarding work ethics?  

2. What are the self-perceptions that different teacher generational cohorts 

have of themselves regarding work ethics, autonomy and work-life 

balance?  

3. How do expectations of school principals vary for Baby Boomers, 

Generation X and Millennials?  

4. What do principals perceive as the effects of teacher turnover rates on 

student learning? 

This chapter starts with an introduction to the research topic and research 

problem.  Afterwards, a description of the research’s methodology are discussed, 

including: rationale for the methodology, information on the research sample; research 

design; data collection methods; analysis and synthesis of data; ethical issues; validity 

and reliability; and the limitations of the study.  A brief conclusion then concludes the 

chapter. 
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Research Design 

With the number of millennial teachers leaving the teaching profession and the 

growing student population in Texas, it is critical that school districts understand the 

needs of each generation and how to influence millennial teachers to remain in the 

classrooms.  For students to meet the growing needs of standardized testing, it is crucial 

for teachers to remain in education and refine their skills in teaching. Teacher turnover 

rates have shown to have a direct effect on student learning and standardized 

achievement testing. School principals must be interested in learning what each 

generation expects of them so they can adjust their leadership style to cohort needs. The 

healthcare industry considers a person’s generational knowledge and generational 

appreciation when deciding whom to place in management positions (Cahill & Sedrak, 

2012). Data collected from questionnaires can then be displayed using charts and graphs, 

making the information easier to understand (Burton & Bartlett, 2009). 

Rationale for Quantitative Research Design 

A qualitative study was considered by the researcher, but was decided against 

because of the amount of time and expense involved in traveling to districts across Texas 

to collect face-to-face information. In addition, the timing of the research would have 

occurred during state assessment time, predictably lowering the number of districts 

willing to participate in in-depth interviews and observations.  Quantitative research is a 

method that is widely respected as a reliable method to gather exact data (Jackson, 2015.)  

Quantitative research is regarded as being more technical than qualitative research 

(Murtonen, 2005). A comparative descriptive research was appropriate because it allowed 
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for the answers of each teacher generational cohort to be analyzed for similarities and 

differences.  

In addition, questionnaires are viewed as a useful method to gather information 

from a large group of individuals (Burton & Bartlett, 2009). Thomas (2009) suggests that 

‘prestige bias’ can affect respondent’s answers, due to wanting to give the ‘right answer.’ 

However, allowing people to answer the surveys without identifying themselves should 

help to reduce the amount of bias associated with ‘prestige bias.’ Sending out a survey to 

all schools districts in Texas would be too extensive and time consuming, so a procedure 

was developed to use a stratified sampling of school districts to participate in the study. 

The Texas Education Agency website was utilized to locate all public school districts in 

the state.  The information was downloaded into an Excel workbook. Next, all charter 

schools were eliminated, so that only public schools with the same regulations were 

shown in the spreadsheet.  Afterwards the schools were sorted by school district type and 

then sorted alphabetically. Afterwards, each school district was numbered accordingly. 

Finally, an online random number generator was utilized to select school districts from 

each school category to include in the research. This process yielded ten, randomly 

selected school districts.  

To begin the process of data collection, the researcher contacted the selected 

school district’s central administration office and asked for the name of the person 

responsible for approving IRB research in the district. A formal letter of invitation to 

participate in the survey was then be emailed to the person responsible for approving 

research in the district. The letter detailed the purpose of the research and solicited 

approval by the school district to be included in the research collection process. The 
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researcher allowed for five days to gather a response from the individual before resending 

the email.  Another five days were allowed to pass before contacting the individual by 

telephone. 

In school districts which had district committees that approved research to be 

conducted in the district, the researcher emailed all required documents, including IRB 

approval letter, to the district designee.  The researcher made a note of the date the 

information was sent to the district and created a calendar reminder to follow-up with the 

district after sufficient time had elapsed for a decision to be made, according to the 

district’s timeline. 

Participants were given a deadline by which the survey should be completed, and 

once the deadline arrived, the survey was closed. After the survey deadline date, analysis 

began on the information collected. 

Rationale for Methodology 

The researcher aimed to collect perception data from teachers and principals 

currently employed in Texas public schools. Quantitative research allows the researcher 

to gather information without unintended bias by the researcher that could taint the 

results (Burton & Bartlett, 2009).  Furthermore, using a cross-sectional study provided a 

method to gather information on a subset of the larger population and examine the data to 

look for trends and differences (Thomas, 2009). 

Looking at large amounts of data gathered from descriptive, cross-sectional 

surveys completed by different teacher generational groups provided school and district 

administrators with information about what each generation expects of campus 
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principals.  A closed-ended, descriptive survey collected responses from each generation 

and allowed the analysis by generational cohorts.  By meeting the needs of each teacher 

generational group, the number of teachers leaving the profession could decline. A stable 

teaching staff should, hence, lead to increased student learning.   

The purpose of a survey was to gather a large amount of data on opinions from a 

large number of participants.  A survey is an appropriate instrument to collect large 

amounts of self-perceptions from a large sample (Burton & Bartlett, 2009). Survey 

questions were created by the researcher and uploaded into survey software. The survey 

collected no descriptive information about the respondent, except for age range. Most of 

the questions were close-ended, using a Likert Scale as follows: Strongly disagree, 1; 

Disagree, 2; Neither agree nor disagree, 3; Agree, 4; and Strongly Agree, 5. Likert scales, 

also referred to as attitude scales, are a method often used in descriptive research because 

they allow for the measuring of intensity of attitudes and beliefs of the respondents 

(Lauer, 2006).  As suggested by Thomas (2009), the questions included were short and so 

that the respondents were not overwhelmed by the complexity of the questions. The 

questions were limited to responses on a Likert Scale and four questions that allowed for 

comments.  Knowing that questions posed on a questionnaire should be easily understood 

and unbiased, the researcher piloted the questionnaire with teachers in the district 

currently employed in.  Teachers from each of the three generational cohorts and school 

principals were included in the pilot. The pilot test served to test for measurement 

validity because it eliminated 2 duplicate questions and served as a way to measure the 

amount of time required to compete the survey.  The response rate and completion rate 

were adequate, which showed that the survey link was easy to access and the survey was 
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an appropriate length.  The survey link was sent to the pilot group during regular school 

hours, because the survey would be sent to participants during the regular school day. 

This provided for the respondents to answer the survey in their natural setting, as suggest 

by Fink (2009).   As suggested by Burton and Bartlett (2009), the positioning of 

questions in the survey were strategic, by placing more entertaining and easier questions 

at the beginning and end and inserting the more thought-provoking questions sandwiched 

in the middle. In addition, the researcher included four questions with opportunities for 

the respondents to add elaboration phrases. Those types of questions were limited, 

however, and placed at the end of the survey to decrease the chance that respondents 

would get tired of answering and exit the questionnaire.  

During the research time period, 182 teacher survey responses were collected and 

filtered in a survey instrument to eliminate surveys that were incomplete. The researcher 

eliminated 26 surveys due to the respondent exiting the survey without completing it.  

The completion rate of teacher surveys was 85.7%.  The 156 completed surveys were 

exported into Excel and answers were coded.  Then the coded information was loaded in 

SPSS, an instrument commonly used in research analysis. The principal survey yielded 

58 total responses, but one was eliminated because it was incomplete.  The completion 

rate of principal surveys was 98.3%.  Principal survey did not ask for age or generational 

cohort of the principal.  Principal survey responses were transferred to Excel, coded and 

then loaded into SPSS.  Ultimately, the goal was to gather data on self-perceptions of 

each generation, perceptions of other generations, job related expectations that each 

generation has of their school principal, and principal perceptions on the impact of 

teacher turnover on student learning.   
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Research Sample 

The research sample was a convenience sampling of current teachers and 

principals in public school districts in Texas. The researcher aimed to gather completed 

survey responses from at least 146 teachers and principals. The numbers for teacher and 

principal respondents represent the sample size needed to have a 9% confidence interval, 

with 95% confidence level. 

The criteria for selection of participation consisted of identifying school districts 

in Texas. With the diversity of school district categories in Texas, it was necessary to 

gather survey responses from teachers and principals from different school district 

categories.  Narrowing the selection process to include school districts from each of the 

school district types helped to narrow the large number of potential school districts to use 

in the study. Initially, an email was sent to the person responsible for approving research 

in the school district. The email detailed the purpose of the study and provided the survey 

questions for review. Once the school district has approved the research, an email with a 

teacher questionnaire was sent to each selected school district with instructions to 

forward to all certified teachers.  A second email followed with instructions to forward 

the email with the survey link to all school principals currently employed by the school 

district. Respondents were assured that all responses were anonymous and that the 

descriptive information provided about themselves was not identifiable. Emailing all 

teachers and principals in the district ensured equal opportunity for submitting the 

questionnaire from all generational cohorts that are currently employed: Baby Boomers, 

Generation X and Millennials. Information from the surveys was collected and analyzed 

for similarities and differences among respondents.  Special concentration was given to 
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the answers submitted from each of the generational cohorts. Answers from the principal 

surveys yielded means, modes and frequency tables. The research was non-experimental, 

so the participants of the study were the quasi-independent variables and the scores on the 

Likert scale was the dependent variables.  

Information Needed to Conduct the Study 

The purpose of this study was to determine differences in generational cohorts 

and the expectations that each teacher generational cohort has of school principals. To 

fulfill the intent of the study, information can be categorized into: (a) demographic, (b) 

self-perceptions, (c) perceptions of others, and (d) expectations. The information needed 

included: 

 Age, to determine which generational cohort respondents belong to and identify 

generational cohort tendencies; 

 Work related self-perceptions that each generational cohort has of their own 

generation; 

 Work related perceptions each generation cohort has of other generations; and  

 Job related expectations of school principals. 

It was necessary to receive teacher survey responses from each generational group 

that was currently employed in Texas schools.  The first question asked each respondent 

to select their age from a range of choices that included:  (a) 70-78 years old, (b) 51-69 

years old, (c) 34-50 years old, (d) 22-33 years old and (e) other.  
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The survey for school principals collected information that was categorized in the 

following areas: (a) demographic, (b) perceptions on teacher turnover rate and student 

learning. 

The data collected included: 

 Perceptions from school principals on the effects that teacher turnover has on 

student learning. 

Research Design Overview 

Data Collection Methods 

The data collection method was between-groups, with each teacher generational 

groups answering the same set of survey questions that were created by the researcher.   

The survey distributed to school principals included eleven questions, which were also 

created by the researcher. In order to increase the number of respondents and eliminate 

the need for respondents to return questionnaires, an online survey was utilized.  The 

survey provided anonymity to each respondent, by avoiding questions that elicited 

identifying information.  The survey consisted of standardized, multiple choice questions 

and four questions that allowed teacher respondents to add comments. All survey 

questions were created by the researcher. 

Phase I: Initial data collection and invitations to participate.  A phone call 

was made to the central administration office of each school district that was chosen to 

participate in the quantitative study. The researcher solicited the name of the person 

charged with approving research to be conducted in the district.   
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Phase II: Email to person who makes research decisions for the district.  An 

email was then be sent to those individuals explaining the research and the goals of the 

research and included the researcher-developed teacher and principal survey questions for 

review. The researcher explained that a phone conference could be set up to fully explain 

the research process and answer any questions the school district may have about the 

study.  

Phase III: Second invitation to participate.  If the first email was not responded 

to within five business days, the researcher sent a second email to the personnel who 

approves research in the district. The email reminded individuals of the research 

participation opportunity, the goals of the research and contained the teacher and 

principal survey questions. 

Phase IV: Phone call invitation to participate.  After five days, if the researcher 

has not received a response from the school district designee, then a phone call was made 

to the individual who approves research and the researcher explained the research 

purpose. If the school personnel declined to participate in the study, the researcher took 

notes in a research journal about why the school district chose to decline the research 

being done. The researcher then used the online number generator to select a different 

school from the same category to participate in the study. 

Phase V: Disbursement of Email with Survey Link.  After a school district 

agreed to participate in the study, the researcher sought approval by the designee to 

forward the survey link to certified teachers and principals in the district. This was a more 

time efficient collection method than attempting to get email addresses for every teacher 
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and school principal in every district being researched.  If the district agreed to forward 

the email link, the researcher emailed the district designee the survey link to be 

forwarded to certified staff members and another email with the link that should be 

forwarded to school principals. The forwarded emails included a description of the 

research and clearly stated that participation was voluntary. To further emphasize 

voluntary participation, the survey link led participants to an overview page of the study 

and asked the participant to proceed with survey, if they agreed to participate.  In 

addition, participants could exit the survey at any time.  One school district chose to 

participate in the study, but were not willing to forward the survey links to their teachers 

or principals.  Therefore, the researcher went to the school district’s website and located 

all teachers and principal email addresses.  All teachers were emailed the survey link and 

each principal received an email with the principal survey link.  If a district chose not to 

participate in the study or did not return phone calls or emails, another school was 

selected from the same category.  School district participation was sought until the 

researcher received 150 completed surveys and 50 principal responses.   

Methods for Data Analysis & Synthesis 

Some issues during the data collection and data analysis were predictable.  One 

issue was the need to organize the data in a manner that led to accurate analysis and 

synthesis. All answers collected through the survey instrument created by the researcher 

were exported into an excel worksheet so that sorting and coding were easily 

accomplished.    

After gathering survey data, coding of the data began by assigning each of the 

respondents a number. The responses on Likert Scale were each assigned a value of 
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Strongly Disagree 1, Disagree 2, Neither Agree nor Disagree 3, Agree 4, and Strongly 

Agree 5.  The independent variable were the teacher and principal surveys and the 

dependent variable was each generation.  Cronbach’s alpha was utilized to determine the 

internal consistency of the teacher survey.  A univariate analysis was conducted on the 

teacher survey instrument to determine the validity of the survey.  After a factor analysis 

was conducted, the survey showed five components, and questions that did not load to the 

five components were eliminated from the analysis.  Descriptive analysis of principal 

survey responses was used to answer research question 4.   

Ethical Considerations 

Research conducted in education should carefully consider the potential harmful 

effects for the participants (Burton & Bartlett, 2009). This research process did not 

violate any ethical principles and no physical or psychological harm resulted during or 

after the data collection. All research was conducted in a manner that respects the well-

being of the participants and adhered to all ethical standards. Data was gathered from 

volunteers who responded to the email forwarded to staff with a link to the online 

questionnaire. The researcher was the only person with access to the online account, and 

the account was secured with a password.  In addition, the computer used to analyze data 

was password protected.  The email explained the purpose of the study and what the 

study sought to understand. It also assured participants that the answering of the 

questionnaire was voluntary and that they had the right to exit the survey at any time. In 

addition, the email disclosed that surveys would provide anonymity to respondents and 

that it was impossible to link a person to their responses. The initial email sent to 

potential participants also included the researcher’s email address.  The email to the 
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district designee also stated that if the research was published, the responses would be 

pooled. In addition, the email encouraged individuals to email questions or concerns to 

the researcher.   

Validity and Reliability 

One issue that required careful analysis was the questions that were posed in the 

surveys. Questions had to be written in a clear and concise manner (Fraenkel & Wallen, 

2006). Surveys are an appropriate instrument to collect perceptions from a sample of the 

bigger population (Fink, 2009). The process of randomly selecting school districts to 

participate in the research study provides for additional validity of the process. 

Questionnaire validity consisted of piloting the researcher-created questions to teachers 

and principals who were not part of the study and eliminating duplicate and unclear or 

confusing questions. The pilot process also allowed the researcher to test response and 

completion rates. The survey questions were also analyzed for content validity by 

meeting with a university professional who helped determine validity.  Internal reliability 

was established by uploading the coded responses into SPSS to calculate Cronbach’s 

alpha. Cronbach’s alpha is used to determine which questions complement each other and 

provides information on the same category (Fink, 2009).  

Limitations of the Study 

This quantitative study had several limitations that should be expressed.  First, it 

was limited because it collected responses only from the state of Texas, not from across 

the United States. Gathering data from each state would be time consuming and the 

different states could each have state specific variables that impact teacher and principal 

perceptions, such as unions and the state economy.  Limiting the study to teachers and 
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principals in Texas could have decreased the variability of answers.  Collecting data from 

each state in the United States would have allowed comparison of responses from state to 

state, variance by geographical location, and variance by population of state. 

The study was also limited because the sample surveyed only represented four 

school districts. The research was limited to four school districts because of the vast 

number of school districts in Texas. Conducting an all-inclusive research of all teachers 

and principals in Texas public schools would be extremely time consuming. Moreover, 

limiting the sample size from the population makes the study manageable and realistic. 

Time was another limitation of the study.  Survey responses had to be collected 

before the end of the school year.  It would be unrealistic to expect a large number of 

teachers to answer surveys during their summer break.  Furthermore, the data had to be 

collected before state standardized testing began in early May. Several school districts 

had provisions in their research policies that prevented researchers from collecting 

information from teachers during state testing. 

Conclusion 

With the inclusion of three generational cohorts in the workplace, it is important 

to understand the similarities and differences of each teacher generation group in Texas 

schools.  This study is important because of the potential to learn about the self-

perceptions of each generational group, perceptions each generation have of the other 

generational cohorts and the generational expectations of school principals. Knowing this 

was beneficial to understanding the preconceived biases, negative and positive, that each 

cohort has of one another. The research also gathered data on whether teachers of the 



Texas Tech University, Sylvia Ann Caballero-Suarez, August 2016 

77 

millennial generation have different expectations of their supervisors than generations 

before them.  If their expectations are different, principals could be educated on those 

expectations.  Meeting the expectations of this generation cohort could lead to increased 

job satisfaction, thus keeping millennial teachers in the classroom.  If principal 

perceptions are that teacher turnover is connected to student learning, the importance of 

the study multiplies. Learning how to keep teachers in the classroom could lead to higher 

levels of student learning. 
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CHAPTER IV 

RESULTS 

Introduction 

Chapter Four presents the results of this study and describes the sample of the 

study.  The chapter also presents the results of the statistical analysis, including: (a) 

participant information for each of the surveys completed, (b) descriptive statistics from 

the 4 districts who agreed to participate, (c) reliability analysis, and (d) regression 

analysis and/or descriptive statistics for each of the four research questions in the study.   

The purpose of this study was to gather teacher generational cohort perceptions on 

work ethic, teacher generation cohort self-perceptions on work ethic, teacher generational 

cohort expectations of school principals and principal perceptions on the effects of 

teacher turnover on student learning.  More specifically, the researcher aimed to answer 

the following research questions: 

1. What are the perceptions that different teacher generational cohorts have 

of one another regarding work ethics?  

2. What are the self-perceptions that different teacher generational cohorts 

have of themselves regarding work ethics, autonomy and work-life 

balance?  

3. How do work-related expectations of school principals vary for Baby 

Boomers, Generation X and Millennials?  

4. What do principals perceive as the effects of teacher turnover rates on 

student learning? 
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On March 2, 2016, the researcher was granted permission from Texas Tech 

University’s Human Research Protection Program (HRPP) to begin the study, as shown 

in Appendix B.   

To begin the work of answering the four research questions, the researcher 

solicited participation of 10 school districts in Texas.  The 10 school districts were 

selected using a stratified sampling technique based on school district categories, as noted 

by TEA website.  Each school district category was then uploaded in Excel, along with 

the total number of teachers for each district.  From there, each category was assigned a 

percentage, based on the total number of teachers in the district, versus the number of 

teachers in Texas.  Table 6 depicts the nine school district categories in Texas, the 

number of each type of school district in Texas, the total number of teachers in each type 

of category, the percentage of teachers in Texas that are employed in each category, and 

the total number of school districts from each category that were initially invited to 

participate in the study. 

After failing to receive responses from selected school districts or receiving a 

response that the district was unwilling to participate, a new school from the same 

category was randomly selected.  A total of 23 school districts were invited to participate, 

and ultimately 4 school districts elected to participate.   
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Table 6: TEA School District Classification: Initial Invitees 

Categories N N of Teachers  

% of  

Teachers 

N of Districts 

Invited to 

Participate  

Major Urban 11 59,882.77 18% 2 

Major Suburban 79 106,073 33% 3 

Other Central City 41 53,441.17 16% 1 

Other Central City Suburban 164 46,594.08 14% 1 

Independent Town 67 19,118.51 6% 1 

Non-Metropolitan:  Fast 

Growing  

30 2,282.35 1% 0 

Non Metropolitan: Stable  182 21,628.47 7% 1 

Rural 451 15,146.14 5% 1 

Total 1,025 324,517  10 

 

The research used a quantitative approach by sending a survey link to teachers 

and principals who were in the research sample.  The teacher questionnaire created by the 

researcher contained 4 questions that allowed for the respondent to provide comments or 

explanation for each of the questions.  The comments were then used as a method to 

provide additional information on the quantitative responses received for the 4 questions. 

The principal questionnaire created by the researcher consisted of 11 multiple choice 

questions, with responses on a Likert scale.  No questions on the principal survey allowed 

for comments or additional information from the principal sample. 
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Descriptive Statistics 

Survey Respondents 

A total of 23 school districts throughout Texas were invited to participate in the 

research with 4 school districts agreeing.  The 4 school districts in the study had a 

combined total of 5,822 teachers and 113 school principals.  A total of 155 completed 

teacher surveys and 57 completed principal surveys were submitted online.  The percent 

of teachers who participated in the survey was 2.66 and the percent of principals who 

participated was 50.44.  A teacher participant belonging to the Traditionalist Generation 

was eliminated due to being the only participant from that generation category, and thus 

considered an outlier.  Another participant was eliminated from the study because the 

individual marked “other” as their age, indicating they did not belong to any of the 

generations listed.  Table 7 provides demographic information of the respondents.   

Table 7: Teacher Participant Profiles 

Generational Cohort                    N  Percent of Respondents 

Baby Boomers 53  34.19 

Generation Xers 77  49.68 

Millennials 25  16.13 

  

School Districts 

A stratified sample was attempted in order to gather data from school district 

categories that represented the teachers and principals in Texas.  The Texas Education 

Agency classifies all school districts in Texas into one of the following nine categories: 

(a) Major Urban, (b) Major Suburban, (c) Other Central City, (d) Other Central City 
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Suburban, (e) Independent Town, (f) Non-Metropolitan: Fast Growing, (g) Non-

Metropolitan: Stable, (h) Rural, (i) Charter School Districts.  A description of each school 

category is listed in Chapter One under the definitions section.  Charter schools were 

eliminated from the study because they are under different regulations from the state than 

other types of public schools.  Table 8 shows a summary of how the remaining 1,025 

public school districts in Texas are classified by TEA. The percentage of teacher 

population in each type of school district category was determined.  A representative 

number of school district categories were then invited to participate, according to the 

percentage of teacher population versus the state teacher population, as depicted in Table 

8.  The sample population for this study came from a subset of public school districts in 

Texas.   

Table 8: TEA School District Classifications: Final Number of Districts Invited to Participate 

Categories N N of Teachers  

% of  

Teachers 

N of Districts 

Invited to 

Participate  

Major Urban 11 59,882.77 18% 4 

Major Suburban 79 106,073 33% 8 

Other Central City 41 53,441.17 16% 4 

Other Central City Suburban 164 46,594.08 14% 3 

Independent Town 67 19,118.51 6% 1 

Non-Metropolitan: Fast Growing  30 2,282.35 1% 0 

Non Metropolitan: Stable  182 21,628.47 7% 2 

Rural 451 15,146.14 5% 1 

Total 1,025 324,517  23 

 

Of the 23 school districts invited to participate, a total of 4 school districts agreed 

to participate in the research.  The 4 school districts fall into the following categories:  1 
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Major Urban, 2 Non-Metropolitan: Stable, and 1 Other Central City.  The low number of 

school districts who agreed to participate was attributed to the time of year the study was 

being done.  Several school district designees responded that teachers were deeply 

involved in state assessment preparation and that they could not allow any research to be 

conducted at the time. 

Survey Development 

Survey software was used as the method to distribute the online survey.  After the 

questions were created by the researcher, the teacher survey was sent to a group of 

teachers in the researcher’s current school district to gather feedback on clarity of 

questions.  Modifications were made to questions, based on the suggestions of the pilot 

group. The principal survey was also created by the researcher and emailed to numerous 

school principals to check for clarity of questions posed in the survey.  No responses 

were received that prompted the researcher to modify any of the questions on the 

principal survey.  One question, however, was deleted because it was a duplicate 

question.  The response rate from the pilot study was high, so the length of the survey 

was deemed to be appropriate and the survey link was determined to be accurate.           

Independent Variables 

The independent variables of the study were the teacher and principal surveys that 

were developed to elicit information from teachers and principals in the participating 

school districts in Texas.   
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Dependent Variables 

The dependent variables of the study were the self-perceptions of each teacher 

cohort, their perceptions of other generational cohorts, and the perceptions of school 

principals on the effects of teacher turnover rates on student achievement. 

Measures of Dependent Variables 

Five dependent variables were isolated for correlation analysis: (a) teacher 

generational cohort work-ethic perceptions of other teacher generational cohorts, (b) 

teacher generational cohort self-perceptions on work ethic, (c) teacher generational 

cohort self-perceptions regarding autonomy, (d) teacher generational cohort work 

autonomy self-perceptions, and (e) generational cohort principal expectations.  Table 9 

shows the 5 dependent variables, the number of teacher responses that were included in 

the analysis, the mean score for each dependent variable and the standard deviation for 

each dependent variable. 

Table 9: Dependent Variable Descriptive Statistics 

Characteristic N Mean SD 

Work Ethic Perceptions 154 2.90 0.77 

Principal Expectations 155 3.94 0.64 

Self-Perceptions on Autonomy 155 3.32 0.70 

Self-Perceptions on Work Ethic 155 3.68 0.69 

Work/Life Balance 155 3.78 0.78 

 

Reliability Analysis 

A factor analysis was conducted to determine what underlying structures emerged 

from the 45 original measures from the teacher survey (See appendix # for list of 45 

original items). Items that did not correspond to a research question were discarded and 
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the final version of the scale included 20 items related to generational teacher cohort 

perceptions, self-perceptions and expectations of school principals. The data was 

examined for assumptions of multivariate normality and linearity. Both assumptions were 

met, meaning that the distribution of the test provided a bell-shape.  Principle component 

analysis was conducted utilizing Promax rotation.  The analysis produced 5 

factors/components, which accounted for 63 percent of the variance.  

After the final extraction, the first component (POWE) accounted for 22.73 

percent of the variance, and was determined to explain Perceptions of Work 

Expectations.  The second component (PE) accounted for 15 percent of the variance and 

was determined to capture Principal Expectations.  The third component (SPA) accounted 

for 12 percent of the variance and was determined to measure Self-Perceptions of 

Autonomy. The fourth component (SPWE) accounted for 7.1 percent of the variance and 

was determined to measure Self-Perceptions of Work Ethic. The last component (WLB), 

accounted for 5.7 percent of the variance and was found to measure Work-Life Balance. 

Table 10 illustrates each of the 5 variables that loaded during factor analysis of the 

teacher survey, the total amount to eigenvalue and the percentage of variance for each 

variable.  

Table 10: Factor Loading for Variables 

Total Variance Explained 

Dimensions Eigenvalue % of Variance 

Work Ethic Perceptions 4.55 22.74 

Principal Expectations 3.11 15.53 

Self-Perceptions on Autonomy 2.40 12.00 

Self-Perceptions on Work Ethics 1.42 7.10 

Work/Life Balance 1.15 5.75 
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Table 11 depicts the five variables that loaded for component loading: perceptions 

of work ethics, principal expectations, self-perceptions on autonomy, self-perceptions of 

work ethic and work/life balance.  The number listed with each component is the specific 

number of the question on the teacher survey.  The analysis grouped the questions 

according to the variable being measured by each question.  Specific survey questions 

can be found in the Appendix.   

Table 11: Component Loading 

 Perceptions 

of Work 

Ethics 

Principal 

Expectations 

Self-Perceptions 

on Autonomy 

Self-Perceptions 

of Work Ethics 

Work/Life 

Balance 

POWE_39 .855     

POWE_43 .811     

POWE_42 .776     

POWE_41 .724     

POWE_38 .591     

PE_28  .855    

PE_21  .752    

PE_34  .750    

PE_24  .741    

PE_27  .649    

SPA_13   .819   

SPA_11   .795   

SPA_10   .779   

SPA_12   .614   

SPA_15   .609   

SPWE_6    .794  

SPWE_7    .714  

SPWE_20    .560  

WLB_4     .779 

WLB_2     .767 

 

The extracted components were then considered as subscales.  Reliability of the 

subscales was measured through Cronbach’s alpha, which is a test to estimate how 

closely specific questions on a survey are measuring the same concept.  The following 
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are the alphas for each subscale:  Work Ethics, α = .86; Principal Expectations, α = .80; 

Self-Perceptions on Autonomy, α = .80; Self-Perceptions on Work Ethic, α =.59; and 

Work/Life Balance, α = .52.   

In order to answer three of the four research questions, univariate analysis of 

variance was conducted. Prior to the analysis the data were examined against the 

assumptions of regression analysis.  For each model, the data met the assumptions of 

normality (as determined by skewness, kurtosis and non-significant Shapiro-Wilk 

statistics.)  Data was normally distributed, increasing the reliability of the data collected. 

Research Question 1: What are the perceptions that different teacher cohorts have 

of one another regarding work ethics? 

To answer the first research question, a univariate analysis of variance was 

conducted with Perceptions of Work-Ethics (POWE) as the dependent variable and 

generations as the independent variable.  The model was found to be significant F (2) 

19.54, p< .05 with an effect size of .20 as determined by partial eta squared. The 

questions that were analyzed to answer this research question were: Question 39:  Other 

generations believe that working more than 8 hours a day is acceptable;  Question 43:  

Other generations expect work to be a central part of life; Question 42:  Other generations 

have a strong work ethic; Question 41: Other generations work hard, regardless of 

whether a supervisor is around; and Question 38:  Other generations work harder than my 

generation. 

As noted in Table 12, a post-hoc test indicated that difference between 

generations existed as follows:  Millennials (EMM=3.4), Generation X (EMM=3.04) and 
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Baby Boomers (EMM=2.45).  These numbers showed that Millennials viewed other 

generations as having a positive work ethic.  Generation X, although lower than the 

Millennials, also showed a positive perception of other generation’s work ethic.  Baby 

Boomers, however, rated other generations with a lower score.  This indicated that 

Boomers perceive other generations as having a negative or weak work ethic.   

Table 12: Total Perceptions of Work Ethic (POWE) 

Generation Estimated Marginal Mean Std. Error 

Millennials 3.408 .141 

Generation X 3.044 .079 

Baby Boomers 2.449 .095 

 

Research Question 2: What are self-perceptions that different teacher generational 

cohorts have of themselves regarding work ethics, autonomy and work-life balance? 

The second research question was analyzed by using three different univariate 

analyses.  The first was a univariate analysis of Self-Perceptions of Work Ethics (SPWE).  

The model was found to be significant F(2) 14.02, p<.05 with an effect size of .15 as 

determined by partial eta squared.  The following teacher survey questions were used to 

answer the first part of the research question:  Question 6:  My generation works hard, 

regardless of whether a supervisor is around; Question 7: My generation is more focused 

on student achievement than other generations and Question 20:  My generation believes 

balance between work and personal life is more important than advancement in a career. 

A post-hoc test showed that all three generations perceived their generation with 

positive work ethics as follows:  Millennials (EMM=3.16), Generation X (EMM=3.654) 

and Baby Boomers (EMM=3.975).  The estimated marginal means were significant, 
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showing that some generations rated their generation’s work ethic higher than other 

generations rated theirs.  The results showed that millennials viewed their generation less 

favorably than the other two generations viewed themselves.  The Baby Boomers showed 

to have the highest regard of their own generation in regards to work ethic.  Table 13 

shows each generation’s estimated marginal means and the standard of error for each.   

Table 13: Total Self-Perceptions of Work Ethics (SPWE) 

Generation Estimated Marginal Mean Std. Error 

Millennials 3.160 .128 

Generation X 3.654 .073 

Baby Boomers 3.975 .088 

 

A second univariate analysis was performed with Self-Perceptions of Autonomy 

(SPA) as the dependent variable and the three generations as the independent variable.  

The model was found to be significant F(2) 17.44, p<.05 with an effect size of .18 as 

determined by partial eta squared.  The following questions were used to autonomy 

portion of the research question: Question 13:  My generation is more collaborative than 

other generations; Question 11:  My generation prefers to plan lessons with colleagues 

rather than independently; Question 10:  My generation prefers to make decisions 

together; Question 12:  My generation asks for professional help from colleagues when 

needed and Question 15:  My generation values mentoring. 

A post-hoc test showed that Millennials perceived their generation valued 

collaboration with an estimated marginal means (3.97) more than Generation X 

(EMM=3.26) and Baby Boomers (EMM=3.08).  These means show that Millennials had 

a more favorable perception of the working together and Baby Boomers held the least 
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favorable perceptions of working together.  Generation X, who is notorious for valuing 

independence, showed a more positive response to collaboration than Baby Boomers. 

Table 14 depicts the estimated marginal means for each generational cohort’s 

self-perception in regards to autonomy and the standard margin of error. 

Table 14: Total Self-Perceptions of Autonomy (SPA) 

Generation Estimated Marginal Mean Std. Error 

Millennials 3.976 .127 

Generation X 3.262 .072 

Baby Boomers 3.083 .087 

 

A third univariate analysis was performed with Self-Perceptions of Work-Life 

Balance (WLB) as the dependent variable and the three generations as the independent 

variable.  The model was found to be significant F(2) 5.30, p<.05 with an effect size of 

.068 as determined by partial eta squared.  The following questions were used to draw 

conclusions about work-life balance:  Question 4:  My generation expects work to be a 

central part of life and Question 2:  My generation believes that working more than 8 

hours a day is acceptable. 

A post-hoc test showed that the following:  Millennials (EMM=3.38), Generation 

X (EMM=3.76) and Baby Boomers (EMM=3.99).  This indicates that Baby Boomers 

placed a higher importance on work than the other two generations.  Millennials scored 

work as less important than the other two generations.   

Table 15 shows the estimated marginal means for each generation in regards to 

their self-perception on work-life balance. It also includes the standard margin of error 

for each generational teacher cohort. 
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Table 15: Total Self-Perceptions of Work-Life Balance (WLB) 

Generation Estimated Marginal Mean Std. Error 

Millennials 3.38 .152 

Generation X 3.76 .087 

Baby Boomers 3.99 .104 

 

Research Question 3: How do expectations of school principals vary for Baby 

Boomers, Generation X and Millennials? 

The third research question was answered by completing a univariate analysis of 

variance with Principal Expectations (PE) as the dependent variable and generations 

being the independent variable.  The model showed to be significant F(2) .77, p<.05 with 

an effect size of .01 as figured by partial eta squared.  The following questions were used 

to analyze research question 3:  Question 28: I want my principal to praise my work: 

Question 21:  Feedback from my principal is important to me; Question 34:  I am more 

loyal to my principal than I am to the school district; Question 24: I think my principal’s 

main role is to handle discipline and Question 27:  It is important that my school principal 

visits my classroom. 

A post-hoc test showed the following: Millennials (EMM=4.06), Generation X 

(EMM=3.88) and Baby Boomers (EMM=3.95).  These means showed a small difference 

in means, showing that the three generations, overall, had similar expectations of school 

principals.   Table 16 shows the estimated marginal means for each generational cohort 

in regards to principal expectations.  The table also shows the standard margin of error 

for each cohort. 
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Table 16: Total Principal Expectations (PE) 

Generation Estimated Marginal Mean Std. Error 

Millennials 4.064 .127 

Generation X 3.886 .073 

Baby Boomers 3.958 .087 

 

Since total estimated marginal means showed little difference, further analysis 

was done of the specific questions asked in the teacher questionnaire in regards to 

principal expectations.  There were five survey questions that correlated to principal 

expectations.  They were Question 21, Question 24, Question 27, Question 28, and 

Question 34.  Means for each generational cohort were determined and are depicted in 

Table 17 below. 

Table 17: Principal Expectation Question Means 

 Q21 Q24 Q27 Q28 Q34 

Millennials 4.16 4.28 4.00 4.12 4.00 

Generation X 4.12 4.09 3.70 3.96 3.50 

Baby Boomers 4.40 4.30 3.70 3.96 3.68 

  

Question 21: “Feedback from my principal is important to me,” showed a higher 

mean for Baby Boomers than the other two generations.  Millennials and Generation X 

were very similar. Overall, the means show that the three generations all agreed that 

feedback from school principals is expected.   

Question 24: “I think my principal’s main role is to handle discipline,” showed a 

similar mean for Millennials and Baby Boomers.  Although Generation X also agreed 

with the statement, they did not feel as strongly as the other two generations.  
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Question 27: “It is important that my school principal visits my classroom,” 

showed Millennials with the greatest need to see their principals in their classrooms.  

Generation X and Baby Boomers had the same mean, indicating both generations do not 

feel as strongly about principal presence in the classroom as the Millennials. 

Question 28: “I want my principal to praise my work,” showed the same means 

for Generation X and Baby Boomers.  Millennials agreed more often with the statement, 

having the most positive mean to the question.  Overall, however, all generations showed 

the need to have principals praise their work. 

Question 34: “I am more loyal to my principal than I am to the school district,” 

showed the Millennials with a distinct difference in loyalty.  Millennials had a much 

higher level of agreement to loyalty to an individual principal over loyalty to a school 

district.  Overall, all three generations rated loyalty to a principal higher than loyalty to a 

school district.  

Research Question 4:  What do principals perceive as the effects of teacher turnover 

rates on student learning? 

Descriptive statistics were examined from the data gathered from the principal 

survey created by the researcher, finding the means for each question. Principal surveys 

did not ask for generation information of the principal.  In question 6 principals reported 

that teacher turnover was more than minimal in their school.   A one way ANOVA was 

conducted to determine if a significant differences existed, based on the respondent’s 

answer to the question of whether teacher turnover was minimal in his/her school.  The 

analysis showed that no significant difference occurred based on whether minimal 
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turnover was reported by the principal.  Since no significant difference was shown, 

separate means for the groups were not reported.  Question 3 showed principals equated 

higher classroom management issues with teachers new to the campus.  The remaining 

questions measured perception of principals on effects of teacher turnover.   

Table 18 shows each of the questions included in the principal questionnaire and 

the mean response from the principals who completed the questionnaire. 

Table 18: Principal Survey 

Question                                                                                                                               Mean 

1.  New teachers to my school struggle more than tenured teachers. 3.95 

2.  New teachers to my school have lower standardized scores than tenured teachers. 3.25 

3.  New teachers to my school struggle more with classroom management than 

tenured teachers. 

 

3.95 

4.  I think that students in classes with teachers who are tenured will/would perform 

higher on standardized tests. 

 

3.23 

5.  Teacher turnover is necessary for student learning to increase. 2.16 

6.  Teacher turnover in my school is minimal. 2.97 

7.  The longer a teacher works in the same school, the better the teacher becomes. 3.30 

8.  Teacher turnover does not hurt student learning. 2.26 

9.  New teachers to my school can better assess student learning than tenured teachers. 2.32 

10.  Teacher turnover in my school negatively affects student learning. 3.38 

11.  New teachers to my school have fewer students who excel than tenured teachers. 2.86 

 

The last four questions on the teacher survey allowed for teachers to enter 

comments or explanations for their answers.  Teachers selected a response on a Likert 

Scale and then had the option of elaborating on their responses.  Question 46 asked, “In 

the next 5 years, I plan to be a teacher.”   
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Table 19 depicts each generation’s response to whether they would be teaching in 

the next five years, based on a Likert Scale. 

Table 19: Teacher Survey Question 46: 

Teacher Responses about Remaining in Teaching Next 5 Years 

 N Strongly 

Disagree 

Disagree Neither 

Agree 

Nor 

Disagree 

Agree Strongly 

Agree 

Baby Boomers 57 16% 21% 5% 35% 23% 

Gen X 76 7% 14% 11% 34% 34% 

Millennials 23 4% 9% 13% 52% 22% 

 

Baby Boomers, Generation X and Millennials mostly agreed that they planned to 

be teaching 5 years from now.  Comments from Baby Boomers, Generation X and 

Millennials regarding Question 46, are listed in the Appendix I-K.  Most Baby Boomers 

and Generation Xers who commented about why they would be teaching in 5 years stated 

that retirement was not an option in the next 5 years because of age.  Others shared that 

the love for teaching is the reason they would remain teaching.  Few responses from 

Baby Boomers were gathered on why teachers would be leaving the profession in the 

next 5 years.  Generation X and Millennial teachers also included responses to Question 

46, adding information as to why they would or would not be teaching in the next five 

years.  Their answers are listed in Appendix K.   

Question 47 on the teacher survey asked all teacher respondents whether they 

would be teaching in the next 10 years.  Their answers are shown in Table 20, sorted by 

each teacher generational cohort.   
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Table 20: Teacher Survey Question 47 

Teacher Responses about Remaining in Teaching Next 10 Years 

 N Strongly 

Disagree 

Disagree Neither 

Agree 

Nor 

Disagree 

Agree Strongly 

Agree 

Baby Boomers 52 27% 36.5% 11.5% 15.4% 9.6% 

Gen X 76 17.1% 17.1% 19.7% 21.1% 25% 

Millennials 23 4.34% 30.43% 8.7% 39.13% 17.4% 

 

Responses to Question 47 showed that about half of teachers in the Baby Boomer 

generation plan to be out of teaching in the next 10 years.  Question 47 also allowed each 

respondent an opportunity to add detail to why they answered the question in the manner 

that they did.  Index L, M and N provide information on the elaboration provided by each 

teacher generational cohort. Baby Boomers overwhelmingly listed retirement as the 

reason for leaving the profession in the next 10 years.  Generation Xers also stated 

retirement was the reason they would no longer be in classrooms in 10 years.  Some were 

undecided, and said that the condition of standard testing and public education would be 

factors in whether they continued to teach past retirement eligibility.  Very few 

Millennials offered elaboration to Question 47, but of those who elaborated, moving into 

an administrative role was the most frequent reason for no longer teaching in the next 10 

years. 

Question 48 of the teacher survey asked research participants whether or not they 

would be teaching in the next 20 years.  Table 21 shows the responses received from each 

teacher generational cohort. 
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Table 21: Teacher Survey Question 48 

Teacher Responses about Remaining in Teaching Next 20 Years 

 N Strongly 

Disagree 

Disagree Neither 

Agree 

Nor 

Disagree 

Agree Strongly 

Agree 

Baby Boomers 51 62.8% 31.4% 3.9% 0% 1.9% 

Gen X 77 31.1% 28.6% 13% 13% 14.3% 

Millennials 23 13.05% 30.43% 21.74% 30.43% 4.35% 

 

In addition to answering about their intentions for the next 20 years, teachers were 

given the option of clarifying their responses by adding comments. Comments from each 

teacher generation cohort are listed in the Appendix.  

The final question on the teacher survey, Question 49, asked teachers about 

whether they would be teaching in the next 30 years.  Each generational cohort and their 

response to the question is listed in Table 22 below. 

Table 22: Teacher Survey Question 49 

Teacher Responses about Remaining in Teaching Next 30 Years 

 N Strongly 

Disagree 

Disagree Neither 

Agree 

Nor 

Disagree 

Agree Strongly 

Agree 

Baby Boomers 52 73% 27% 0% 0% 0% 

Gen X 76 52.63% 28.95% 8.95% 6.84% 2.63% 

Millennials 23 13.04% 21.74% 17.4% 34.78% 13.04% 

 

All generations elaborated on the question of whether they would be teaching in 

the next 30 years.  Their answers are found in Appendix L.  All three generations listed 

retirement as reason for not being in classrooms in 30 years.   
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Summary 

Chapter Four outlined the demographics of the participants in the study, including 

teacher generational cohorts and the 4 school districts who participated.  Tables were 

used to depict the data gathered to answer the 4 research questions.  The first research 

question examined teacher generational cohort perceptions of other generations, 

regarding work ethics.  The data showed that Millennials had the most positive 

perception of other generations’ work ethics.  Baby Boomers had the most negative 

perceptions of the work ethics of other generations.  The second research question 

consisted of three parts.  The first section of research question two looked at the self-

perceptions of teacher generational cohorts regarding work ethic.  The data showed that 

Millennials have the weakest self-perceptions regarding work ethic than the other two 

generations.  Baby Boomers rated their generation with more positive marks than the 

other two generations rated themselves.  The second part of research question two studied 

the self-perceptions of teacher generational cohorts regarding autonomy.  Millennials 

showed to have the strongest desire for collaboration, and Baby Boomers had the least 

ratings for collaboration, indicating they have a higher appreciation for autonomy.  The 

last part of research question two looked at self-perceptions of teacher generational 

cohorts regarding work-life balance.  Millennials showed the smallest means, which 

indicated the smallest acceptance for work to be more dominant than personal life.  Baby 

Boomers had the highest mean, showing that a work life balance is not as high of a 

priority.  Research question number three inspected whether teacher generational cohorts 

had different expectations of school principals.  The overall means showed to be similar 

for this question, so individual analysis of the five questions on the questionnaire about 
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principal expectations was looked at.  Feedback was rated as important by all 

generations, with Baby Boomers indicating the biggest desire for feedback.  In regards to 

discipline, all generations expressed the expectation for principals to handle discipline.  

As far as school principals visiting classrooms, all generations rated classroom visits as 

an expectation.  Millennials rated the expectation higher than the other two generations. 

Praise from the principal was also an expectation by all generations, with Millennials 

having a larger mean, indicating praise is most desired by them.  Generations also 

answered a survey question about loyalty to principal versus loyalty to a school district.  

All generations showed a stronger sense of loyalty to a school principal than to a school 

district.  Millennials had the strongest mean supporting loyalty to a school principal.  The 

final research question analyzed the perceptions of school principals on the effects of 

teacher turnover on student learning.  Principal survey did not ask for generational 

information of the principal, because generational cohorts were not being examined in 

principal data.  Means from questions from the principal survey showed that principals 

perceive that teacher turnover negatively affects student learning.  The following chapter 

will include the discussion, conclusions and implications of the research findings.    
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CHAPTER V 

CONCLUSIONS, DISCUSSIONS, AND IMPLICATIONS 

Overview 

Chapter Five is the final chapter and begins with an overview of the purpose of 

the study of teacher generational cohort perceptions and self-perceptions and principal 

perceptions on the effects of teacher turnover on student learning.  In addition, the 

chapter presents a summary of the results, discussion, and implications for further 

research.  It concludes with recommendations based on the results of the study. 

With the growing number of student enrollment in Texas Public Schools, and the 

fewer number of individuals choosing to enter the teaching career, it is important to learn 

how to keep teachers in the profession.  As the Baby Boomers exit the workforce and the 

Millennials take over as the largest generational cohort, many headlines have been 

written about the generational tension that will likely arise due to generational 

differences.    

The purpose of this quantitative study was to gather data on teacher generational 

cohorts and their perceptions of other generations, their self-perceptions, and their 

expectations of school principals.  The research also sought to examine the perceptions of 

school principals on the effects of teacher turnover on student learning.   

As noted in Chapter One, two conceptual models guided this research.  The first 

was generational cohort theory, which suggests that events that occur during formative 

years create generational cohorts.  These cohorts share common beliefs and values that 

they carry with them into adulthood.  These beliefs and values, in turn, affect a 

generation’s perception of other generations and their self-perceptions.  When 
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generations have different beliefs and values from other generations, tensions can surface 

because of the differences.  

A second conceptual model that influenced this research was the concept of work-

life balance.  The theory suggests that generational cohorts have different expectations of 

work.  It explains that older generations value work more than younger generations.  

Younger generations want to strike a balance between the amount of time spent working 

and the amount of time spent on pleasure. The varying expectations of whether work 

should be pivotal to a person’s time could be a source of friction between generations in 

the workplace.  

In addition to gathering data on the different teacher generational cohorts, the 

researcher also sought to gather perceptions of school principals on the effects that 

teacher turnover has on student learning.  With the high demands of standard testing, and 

the revolving door of the teaching profession, do principals feel that teacher turnover 

hurts student learning?  If so, it becomes imperative for principals to join in the efforts to 

help provide job satisfaction to the teachers they lead.  If their perceptions support that 

students of new teachers to a school perform lower than students of other teachers, it is 

crucial to gain understanding of how to offer support to new teachers. 

Statistical Analysis 

Research Question 1: What are the perceptions that different teacher cohorts have 

of one another regarding work ethics? 

The data gathered about how generations perceived the work ethic of other 

generations showed that Millennials rated other generations as 3.408, Generation X rated 
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other generations as 3.044 and Baby Boomers rated others with a 2.449.  This data 

showed that Millennials see other generations as having a positive work ethic.  

Generation X also had a positive rating of other generations.  Baby Boomers, however, 

rated other generations with a lower score.  This can be interpreted to mean that Baby 

Boomers perceive other generations as having a weak work ethic. 

The history of the Baby Boomers showed that they equated long work hours with 

being committed to the workplace (Alexander & Sysko, 2012).  Their perception of work 

has been described as being a competition and that putting in long hours equated with 

climbing the career ladder (Marston, 2007).  Baby Boomers witnessing the desire for 

work-life balance by Generation X and Millennials could be a factor in Boomers rating 

the other generations as having a low work ethic.   

Research Question 2: What are self-perceptions that different teacher generational 

cohorts have of themselves regarding work ethics, autonomy, and work-life 

balance? 

Research Question 2 measured the self-perceptions of each generational cohort in 

regards to work ethic.  The Millennials scored themselves with a 3.160, Generation X 

gave themselves a 3.654, and the Baby Boomers  weighed themselves as 3.975.  

Although all three generations rated themselves with a positive work ethic perception, 

Baby Boomers rated themselves higher than the other two generations rated themselves.   

These numbers suggest that Baby Boomers perceive other Baby Boomers as 

working hard.  Generation X also rated themselves significantly higher than the 

Millennials rated themselves.  This implies that Millennials do not necessarily see other 
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Millennials as hard working, perhaps because their sense of pride does not come from 

work, but from a balanced life of work and play. 

In regards to self-perceptions on autonomy, Millennials rated working with others 

and collaboration with a 3.976, which was higher than the other two generations. 

Generation X rated collaboration with a 3.262 and Baby Boomers scored themselves a 

3.083.  The data on Millennials supports previous research that Millennials enjoy 

working in teams.  The other generations showed a significant difference from 

Millennials on their preference of working together.  Generation X, who is typically 

notorious for their independence, actually showed a more positive response to working in 

groups and collaborating.   

The third measure of this research question was in regards to the importance of 

work.  Millennials scored work at a marginal mean of 3.38, Generation X had a marginal 

mean of 3.76 and Baby Boomers showed a marginal mean of 3.99.  These findings 

support generational perceptions that Baby Boomers are more work-driven and find their 

identity through work.  Generation X also shows work to be a central part of life.  The 

Millennials, however, show a significant difference on the concept, hinting that they 

strive to have a more balanced work-life relationship.   

Research Question 3: How do expectations of school principals vary for Baby 

Boomers, Generation X and Millennials? 

In regards to research question 3, Millennials showed an estimated marginal 

means of 4.06, which was significantly different than expectations of school principals 

from both Generation X (EMM=3.88) and Baby Boomers (EMM=3.95).   The significant 
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difference required looking at other survey items to discover what specific differences 

existed between the expectations of principals held by Millennials and the other two 

generations. 

To determine the specific differences in principal expectations, each question that 

loaded under Principal Expectations was further analyzed.  There were five total 

questions that were used to determine specific differences in principal expectations by 

generational cohorts.   

Question 21 asked, “Feedback from my principal is important to me.” Baby 

Boomers scored a mean of 4.40, Generation X a 4.12 and Millennials with a 4.16.  These 

number suggest that all generational groups rated feedback as an expectation of school 

principals.  Previous research focused on the amount of feedback that Millennials desire 

because of the constant feedback they received as children.  However, these averages 

show that all generations desire feedback and that Baby Boomers actually value it more 

than Millennials.  It is important for school administrators to analyze whether feedback is 

being provided to teachers on a regular basis. 

Question 24 was also related to principal expectations and stated, “I think my 

principal’s main role is to handle discipline.”  Baby Boomers had an average score of 

4.30, Generation X had a 4.09 and Millennials rated this a 4.28.  Millennials and Baby 

Boomers were very similar, and Gen X had a slightly lower mean.  This suggests that 

Millennials and Baby Boomers could have higher expectations than Generation Xers 

about how principals handle discipline situations.  If the two groups think that the 

principal’s main role is to handle discipline, they may be more apt to send behavioral 
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issues to the office.  The lower mean for Generation X could be a reflection of the 

previously noted independence of the generation.  Overall, every generation showed an 

expectation that the school principal be able and willing to handle discipline situations.  

Knowing the importance of supporting teachers with discipline issues, principals should 

look for ways to train teachers in properly handling discipline situations.  Teachers need 

to know what violations are appropriate to send to the school principal.  Otherwise, a 

teacher could end up sending minor violations to the principal, and then feel unsupported 

when discipline is not administered by the school principal.   

Question 27, “It is important that my school principal visits my classroom,” was 

another question that gathered data on principal expectations.  Baby Boomers and 

Generation X scored the same mean of 3.70 and Millennials had a mean of 4.00.  These 

means show that all three generations feel it is important for principals to visit 

classrooms.  However, the Millennials are higher in this expectation.  This suggests that 

visiting classrooms should be a priority to school principals.  Furthermore, principals 

should schedule walk-throughs on their calendar, so that they are more apt to avoid being 

trapped in the office with managerial tasks.   

Question 28, “I want my principal to praise my work,” also provided insight into 

the different expectations of school principals by generational cohorts.  Baby Boomers 

and Generation X both had an average score of 3.96 and the Millennials scored a 4.12.  

All generations indicated the desire for praise, but Millennials showed a higher mean on 

this issue.  This suggests that Millennials, as previously noted, could be accustomed to 

the praise they received as children from their parents and teachers.  This might be 

contributing to the fact that they expect the school principal to praise their work.  Since 
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praise was listed as an expectation by all generations, principals should look at the 

coaching model on how to provide feedback to teachers.  This approach is seen more as a 

collaborative effort, instead of judgmental.  It then provides an opportunity for a principal 

to give specific praise to teachers as they work to accomplish teacher initiated goals. 

The final question that measured principal expectation was Question 34, which 

stated, “I am more loyal to my principal than I am to the school district.”  Baby Boomers 

had a mean score of 3.68, Generation X had a 3.50 and Millennials scored a 4.00.  

Millennials were significantly higher on this question.  These means seem to affirm the 

notion that Millennials are more loyal to their manager than to the business itself.  This is 

important because the loyalty to an individual instead of to a school district could be a 

factor in the high teacher turnover rates in schools.  School principals should be made 

aware of the huge role they play in teacher turnover.  Realizing that they are the most 

critical factor for retaining teachers, they should devote time to strengthening their 

leadership skills. 

Research Question 4: What do principals perceive as the effects of teacher turnover 

rates on student learning? 

Principal survey responses indicated that principals perceive teacher turnover as 

negatively affecting student learning.  Principal responses also showed a connection 

between classroom management issues and teachers new to the campus.  This finding 

could impact the classroom management training offered to new teachers on a campus.  

Classroom management has been shown to be a factor in student learning (Stronge & 

Hindman, 2003), so it is understandable that principal answers showed a connection 

between new teachers, classroom management and student learning.  If principals realize 
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that student learning is negatively affected by teacher turnover, then it is worth their time 

to be trained on how to better lead their staff.  Consequently, teacher turnover could 

decrease and student learning increase. 

Limitations 

There are several limitations of this study.  First, it would be beneficial to include 

a larger sampling of teachers and principals. A higher participation rate would yield more 

completed surveys, increasing the possibility of providing generalizations.  In addition, 

including a more balanced number of respondents from each generational cohort would 

lead to better analysis.  Also, a mixed-method approach of the research questions would 

provide for more in-depth analysis of answers than multiple choice answers provided in 

the survey.  Interviews by the researcher would allow for follow-up questions and 

elaboration of responses.  A qualitative approach could lead to a more thorough 

understanding of responses.   

Another limitation of the study is the completion of one survey by each 

respondent at one period of time.  This does not allow the research to determine whether 

respondent answers would change as the respondent ages.  This prevents the researcher 

from ruling out the stage in a person’s life as a factor in the research.   

An additional limitation of the study was the time of year when the data was 

gathered.  The spring semester could yield different results than if the study would have 

occurred in the fall semester.  The spring semester limited the number of school districts 

who agreed to participate, with several stating that upcoming standardized testing was a 

factor in their decision to deny participation.  In addition, it is possible that the closer 
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standardized testing becomes, the higher the rate of career dissatisfaction.  Conducting 

the study before testing stress occurs in schools, might have yielded different results. 

Summary Statement 

 This quantitative research examined the perceptions of teacher generational 

cohorts, teacher generational cohort self-perceptions, and the different expectations for 

school principals from each of the cohorts.  Furthermore, the research gathered 

information on principal perceptions of the effects of teacher turnover on student 

learning.  

With the frequent turnover of teachers in schools, it is crucial to understand the 

generational differences that could be causing tension among the different generational 

cohorts of teachers. The data showed that Millennials view their work ethic as low, and 

Baby Boomers rated themselves highest.  Millennials scored other generation’s work 

ethic as high, but Baby Boomers were more critical of the other generation’s work ethics.  

However, Millennials also showed that they have the greatest need to have a balance 

between work and their personal life.  Baby Boomers and Generation X placed a higher 

importance on work.  This is a major difference in what generations expect from their 

work.  In addition, Millennials expect collaboration in the workplace, and Baby Boomers 

and Generation X value autonomy and place a lesser amount of importance on 

collaboration.  The research found that teachers from all generations want feedback, 

praise, and discipline support from school principals.  Loyalty to a school principal 

instead of loyalty to a school district was also shown by the data.  Millennials, to a 

greater extent than the other two generations, are loyal to school principals.  This could 

mean that when they are in a school with a principal that they do not feel is supportive, 
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they are more apt to look for another place or career altogether.  When looking at the 

responses from teachers on whether or not they would continue to teach, several answers 

reflected a dissatisfaction with the level of support being received from principals and 

colleagues. Since there is a distinct correlation between student learning and whether or 

not a teacher is new, it is important for school principals to be trained on ways to retain 

teachers.  This could lead to more job satisfaction, which in turn, could decrease teacher 

turnover.  Decreasing teacher turnover could impact the quality of student learning.     

Implications  

This study found significant differences in the perceptions and self-perceptions 

related to work ethics and autonomy.  It also showed generational differences in regards 

to expectations of school principals.  In addition, the study showed the perceptions that 

principals have of the effects of teacher turnover on student learning.   

Future Research 

This study occurred over a short period of time.  Future studies could include 

follow-up surveys at later times in each person’s career. This would help determine if the 

work related opinions changed as individuals were in the workforce longer.  Doing so 

would assist to measure number of years teaching as a factor in perceptions.   

This study also looked at a few work related attitudes.  Further studies could 

expand the number of components being measured by the survey instrument.    

In addition, replicating this survey during the fall semester would potentially give 

a higher response rate, due to little state standardized testing in the fall.  The fall semester 
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could also have different results, because of the different stress levels for teachers and 

principals throughout the school year.   

Further research could also gather quantitative data on teacher turnover and 

student assessment data.  This could be used to confirm or negate principal perceptions 

that teacher turnover affects student learning.   

Practical Implications 

As a former school teacher, knowing more about generational differences would 

have been beneficial.  As a teacher, I never considered how different events in a person’s 

life affected their perception of work related topics.  Those perceptions affect how they 

interact with other generations of teachers. Their self-perceptions also provide insight 

into what generations perceive that other generations think of them.  Knowing the 

importance of collaboration for Millennials, Generation Xers and Baby Boomers could be 

more understanding of the amount of collaboration desired by the Millennials.  

Generation X and Baby Boomers could be assuming that Millennials want autonomy, as 

they do. Training other generations on the needs of the other generations could increase 

work related satisfaction.   

Having served as a school principal, the findings of this research could have been 

very important for principals in order to fulfill the expectations of each generational 

cohort they supervise.  Realizing that teachers from different generational cohorts could 

respond differently to the exact same style of leadership would have helped me better 

understand relationships. Principals should be trained on the expectations that each of the 

generational cohorts have of school principals.  They should also be made aware that all 
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teachers want praise, feedback, classroom visits by the school principal and they expect 

support on discipline issues.  Praise, feedback and classroom visits, therefore, should be 

scheduled to ensure that they are occurring.  Principals cannot stay in their office and 

handle the managerial side of their job.  The research clearly showed that teachers expect 

principals to know what is going on in the classrooms.  However, simply walking through 

classrooms is not enough.  The data showed that teachers then want feedback from the 

school principal and want to be praised for what they are doing correctly.  The coaching 

model, therefore, becomes a crucial skill for principals to learn. Principals on campuses 

now, and future principals, need training on the importance of walk-throughs, feedback, 

praise and support in discipline situations.     

Now as a district level administrator, the researcher has gained valuable 

information on the importance of teacher retention and student learning.  Looking across 

district data over a period of years, it has become apparent to the researcher that 

standardized test scores decline when a teacher is in a specific grade level/content area 

for the first time.  The researcher has also discovered that in her school district, 

alternative certified teachers in classrooms for the first time typically have lower 

standardized test scores than teachers who are teaching in the same grade level and 

content area.  Furthermore, as a district administrator, the feedback from new teachers on 

a campus has been valuable.  The feedback has affirmed the importance of teachers 

feeling supported from both the school principal and their colleagues.  At a district 

administrative level, training for principals on coaching and the importance of teacher 

mentors is critical for teacher retention.  Districts should also consider hiring instructional 

coaches at every school.  This person should be responsible for mentoring new teachers 
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to the campus.  The instructional coaches, furthermore, should be trained on the 

importance of properly mentoring new teachers.  If new teachers feel supported at both 

the campus and district level, then teacher retention should increase.  Getting teacher 

retention to increase could potentially lead to higher levels of student learning.  

Recommendations 

As a result of the data analysis in this study, there are two recommendations that 

the researcher proposes. 

1. Districts should provide generational cohort staff development training to 

all teachers and school principals in the district.   

2. School districts should provide additional support to school principals on 

how to effectively lead different generational teacher cohorts. 

3. School districts should provide training to all campus principals on the 

importance of walk-throughs, feedback, praising and offering support in 

discipline situations. 

4. School districts should consider adding an instructional coach in all 

schools to offer a better mentoring program for new teachers to the 

campus.  The instructional coach should be trained in the coaching model 

and be assigned as a mentor to all new teachers. 

The focus on staff development training for staff could lead to better working 

relationships between all generational cohorts. Better working relationships could help to 

decrease the amount of teacher turnover, which would likely increase student learning.  
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Conclusion  

The research conducted was limited because of the small sample size of teachers 

and principals who responded to the survey.  The small sample size prevents the 

researcher from making generalizations about teachers and principals in Texas.  Another 

limitation of the study was that, although a random stratified sample was sought, the 

participation rate of school districts was too low to accurately represent the categories of 

Texas Schools. Schools districts might be more willing to participate in the fall, so a 

replicate study is encouraged.  Ultimately what the research uncovered is that teachers 

must feel supported by their school principal in order for retention to occur.  Just as 

teachers are critical factors in student learning, principals are the critical factors in teacher 

retention. 
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APPENDICES 

Appendix A 

Pilot Study Face-to-Face Interview Questions 

1.  State your name and your year of birth. 

2.  How do you think your generation is different from other generations? 

3.  What do you think other generations could learn from your generation? 

4.  How are your expectations different for your principal than they were for your other 

previous bosses? 

5.  Would you advise other people to go into teaching and why? 

6.  Do you know anyone from your generation who started out teaching and have moved 

on and are doing something else now?  If so, what drove them out of education? 

7.  What are your thoughts on the power of hierarchy/chain of command in school 

districts?  Both at the campus and district level 

8.  How often should you see your principal to think that they’re visiting your classroom 

enough? 

9.  What about central office administrators- do you think they should visit your 

classroom.  If you do, how often do you think they should visit your classroom? 

10.  If it’s outside of the regular school day, what is your preferred way to communicate 

with your principal? 

11.  What about communicating with your colleagues? 

12.  How soon should people move into a leadership role?  How long should a person be 

a teacher before they move up?   
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Appendix B 

Permissions Letter 

Date 

Name of Person Responsible for Approval of Research 

School District Name 

School District Address 

RE: Permission to Conduct Research Study 

Dear Name of Person Responsible for Approval of Research: 

I am writing to request permission to conduct a research study in your school district.  I 

am currently enrolled in the Doctorate Program at Texas Tech University in Lubbock, 

TX, and am in the process of writing my Doctoral Dissertation.  The study is entitled 

Perceptions and Self-perceptions of Generational Teacher Cohorts in Texas Public 

Schools and Their Job Related Expectations of School Principals. 

I hope that the school district administration will allow me to recruit teachers and 

principals from the district to anonymously complete an online questionnaire (copy 

enclosed).   

If approval is granted, participants will complete the survey online and results will be 

electronically collected. The survey process should take no longer than 20 minutes.  

Individual results of this study will remain absolutely confidential and anonymous.  

Should this study be published, only pooled results will be documented.  No costs will be 

incurred by either your school or the individual participants. 

Your approval to conduct this study will be greatly appreciated.  If you agree, kindly 

submit, via email, a signed letter of permission on your institution’s letterhead 

acknowledging your consent and permission for me to conduct this survey/study in your 

school district. 

I can follow up with a telephone call to answer any questions or concerns that you may 

have. You may contact me at my email address: sylvia.suarez@ttu.edu. 

Sincerely, 

Sylvia Suarez 

Enclosures 

cc:        Dr. Sylvia Mendez-Morse, Research Advisor, TTU 

  



Texas Tech University, Sylvia Ann Caballero-Suarez, August 2016 

122 

Appendix C 

Teacher Survey 
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Appendix D 

Information on the Research 
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Appendix E 

IRB Approval Letter 
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Appendix F 

Major Urban School Districts 

 

Major Urban School Districts 

Name 

Arlington ISD 

Austin ISD 

Dallas ISD 

El Paso ISD 

Fort Worth ISD 

Houston ISD 

North East ISD 

Northside ISD 

San Antonio ISD 

Socorro ISD 

Ysleta ISD 
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Appendix G 

Non-Metropolitan Stable School Districts 

 
Academy ISD 

Alba-Golden ISD 

Alpine ISD 

Aransas County ISD 

Arp ISD 

Ballinger ISD 

Bangs ISD 

Banquette ISD 

Bishop CISD 

Blanco ISD 

Bloomington ISD 

Borger ISD 

Bowie ISD 

Boyd ISD 

Brady ISD 

Breckenridge ISD 

Bridge City ISD 

Brownfield ISD 

Buffalo ISD 

Buna ISD 

Caddo Mills ISD 

Calallen ISD 

Calhoun County ISD 

Callisburg ISD 

Cameron ISD 

Carthage ISD 

Celina ISD 

Central ISD 

Chapel Hill ISD 

Childress ISD 

Chisum ISD 

Cisco ISD 

Clifton ISD 

Coahoma ISD 

Coleman ISD 

Colorado ISD 

Columbus ISD 

Comanche ISD 

Commerce ISD 

Community ISD 

Corrigan-Camden ISD 

Crockett ISD 

Crystal City ISD 

Cuero ISD 

Daingerfield-Lone Star 

ISD 

Dalhart ISD 

Denver City ISD 

Devine ISD 

Diboll ISD 

Dilley ISD 

Dublin ISD 

Dumas ISD 

Early ISD 

Eastland ISD 

Edgewood ISD 

Edna ISD 

Elgin ISD 

Elkhart ISD 

Elysian Fields ISD 

Eustace ISD 

Fabens ISD 

Fairfield ISD 

Florence ISD 

Fort Stockton ISD 

Friona ISD 

Ft Sam Houston ISD 

George West ISD 

Giddings ISD 

Glen Rose ISD 

Goliad ISD 

Gonzales ISD 

Graham ISD 

Grand Saline ISD 

Grandview ISD 

Groesbeck ISD 

Hallettsville ISD 

Hardin ISD 

Hemphill ISD 

Hempstead ISD 

Highland Park ISD 

Hooks ISD 

Hudson ISD 

Huffman ISD 

Hughes Springs ISD 

Huntington ISD 

Industrial ISD 

Ingram ISD 

Jacksboro ISD 

Jefferson ISD
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Jim Hogg County ISD 

Jim Ned CISD 

Karnes City ISD 

Keene ISD 

Kirbyville CISD 

Kountze ISD 

La Feria ISD 

La Grange ISD 

Lackland ISD 

Lago Vista ISD 

Lamesa ISD 

Leonard ISD 

Levelland ISD 

Lexington ISD 

Liberty ISD 

Liberty-Eylau ISD 

Littlefield ISD 

Llano ISD 

Lone Oak ISD 

Lorena ISD 

Lyford CISD 

Lytle ISD 

Madisonville CISD 

Malakoff ISD 

Marlin ISD 

Mathis ISD 

Mc Gregor ISD 

Mexia ISD 

Mount Vernon ISD 

Muleshoe ISD 

Natalia ISD 

New Boston ISD 

New Waverly ISD 

Newton ISD 

Nixon-Smiley CISD 

Odem-Edroy ISD 

Onalaska ISD 

Orange Grove ISD 

Ore City ISD 

Palacios ISD 

Pampa ISD 

Paradise ISD 

Pearsall ISD 

Pecos-Barstow-Toyah ISD 

Perryton ISD 

Pewitt CISD 

Pittsburg ISD 

Pleasant Grove ISD 

Post ISD 

Poteet ISD 

Poth ISD 

Prairiland ISD 

Presidio ISD 

Progreso ISD 

Queen City ISD 

Rains ISD 

Randolph Field ISD 

Redwater ISD 

Rice CISD 

Rio Hondo ISD 

Robstown ISD 

Rockdale ISD 

Rogers ISD 

Rusk ISD 

San Diego ISD 

Sanford-Fritch ISD 

Santa Rosa ISD 

Seminole ISD 

Slaton ISD 

Smithville ISD 

Snyder ISD 

Somerset ISD 

Sonora ISD 

Spearman ISD 

Sweetwater ISD 

Tarkington ISD 

Teague ISD 

Tornillo ISD 

Trinity ISD 

Troup ISD 

Troy ISD 

Tulia ISD 

Van Vleck ISD 

Vernon ISD 

Warren ISD 

Waskom ISD 

West ISD 

West Orange-Cove CISD 

Westwood ISD 

Wharton ISD 

Woodville ISD 

Yoakum ISD 
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Appendix H 

Other Central City School Districts 

 

Abilene ISD 

Amarillo ISD 

Beaumont ISD 

Brazosport ISD 

Brownsville ISD 

Bryan ISD 

Burleson ISD 

Canyon ISD 

College Station ISD 

Conroe ISD 

Corpus Christi ISD 

Denton ISD 

Dickinson ISD 

Ector County ISD 

Edinburg ISD 

Ennis CISD 

Frisco ISD 

Galveston ISD 

Georgetown ISD 

Killeen ISD 

La Joya ISD 

Lamar ISD 

Longview CISD 

Lubbock ISD 

McAllen ISD 

Midland ISD 

Midlothian ISD 

New Braunfels ISD 

Pharr-San-Juan-Alamo 

ISD 

Red Oak ISD 

San Angelo ISD 

San Marcos ISD 

Schertz-Cibola-U City 

CISD 

Sherman ISD 

Terrell ISD 

Tyler ISD 

United ISD 

Waco ISD 

Waxahachie ISD 

Weatherford ISD 

Wichita Falls ISD 
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Appendix I 

Comments about Remaining in Teaching Next 5 Years 

Baby Boomers 

 “Move into administration.” 

“Retirement.” 

“I plan to retire by then.”  

“I will retire.” 

“Will be retired by then.” 

“I may retire again.” 

“I may retire in 3 years.” 

“Retiring.” 

“I will be a retired teacher in less than 5 years.” 

“Retirement.” 

“No. Curriculum has become too generic. State does not understand different learning 

levels of kids.” 

“I am retiring from the teaching because of the lack of leadership and discipline for the 

students.” 

“Too young to retire.” 

“I plan to be a teacher until I choose to retire.” 

“This is my 32nd year to teach. I absolutely still love it. I feel like I will teach for at least 

5 more years.” 

“I love being a teacher.” 

“I will teach at least another 10 years until retirement.” 

 “I'm planning on retiring in 9 years.” 

“I plan to teach until I am 72.” 

“I am passionate about what I do.” 

“Cannot afford to retire.” 

“Need the salary but would like to be out of the classroom.” 
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Generation X  

 “Not certain of my plans.” 

“I hope to still have a job as a teacher.” 

“No longer fun. Too much testing. Not enough creativeness allowed.” 

“I don't see a reason to leave.” 

“It's getting tougher to handle the unrealistic expectations put on teachers.” 

“Depending on what happens with standardized testing.” 

“Currently looking for other profession.” 

 “Retire in 7 years.” 

“Plan to continue.” 

“Retiring in six years.” 

“It's my career!” 

“I can't retire yet.” 

“Changing career to school counselor.” 

“I plan to be an administrator.”  

“If teachers are devalued any further, I will quit teaching.” 

“Expectations are unreasonable.” 

“Within 5 years, I will have become a reading specialist.” 

“I plan to pursue a job at the collegiate level.” 

“I am going to be a court reporter.” 

“Depends on the paperwork and extra time required.” 

“Considering a career change.” 

“Too much testing, too much negative feedback from principal.” 

“Another job/career opportunity might come before 5 years is over.” 

“Master's in counseling/my principal doesn’t care.” 

“Getting tired of dealing with the sense of entitlement from kids.” 

“”I love teaching. It's my passion.” 

“I plan to be a teacher until I retire.” 

“I enjoy what I do and will be teaching still.” 

“Must reach retirement...” 

“Teaching is my calling, I will teach until there are no students.” 

“I love what I do. I want to continue to help children.” 

“A teacher or high position.” 

“I will still be teaching.” 

“I love teaching.” 

“I plan on working at least 5 more years.” 

“I do not want to be an Administrator.” 

“I love my job.” 

“I plan to be teaching for the next 20 years.” 

“I plan to be an administrator.” 

“I hope to have advanced in my career into a leadership role.” 

“I am moving into administration.” 

“Changing careers due to the deterioration of public education.” 

“Asst. Principal.” 
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Millennials 

 “Yes, but not in the same grade level, need different grades.” 

“I plan on working on administration.” 

“At least one more year in the classroom and then possibly applying for the GT lead 

position at my campus.” 

“I am currently teaching and expect to continue.” 

“The education system in America really needs a reformation!” 

“Looking into changing some education laws to benefit teachers.” 

“Hope to retire within 4 to 5 years.” 

“It's really hard to be a teacher when you are constantly dealing with behavior.” 

“I plan on being a classroom teacher until I retire.” 

“I love the variation of each day with students.” 
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Appendix J 

Comments about Remaining in Teaching Next 10 Years 

Baby Boomers 

“I plan on being in the education field for the next 10 years at some role.” 

“I'll be a teacher until I retired.” 

“I plan to retire in the next 10 years.” 

“Will retire in about 10 years.” 

“Hopefully can afford to retire by then.” 

“I will have retired. “ 

“Experienced teachers are ‘too expensive’ for district.” 

“Retire.” 

 “I will retire in 7 years.” 

“Hopefully I can retire.” 

“Retirement.” 

“Will retire.” 

“I'm getting old.” 

“I will retire.” 

“Retirement.” 

“Plan to be retired.” 

“Retirement.” 

“Micromanagement is increasing.” 

“I don't know if I will be teaching in 10 years. It will depend on if I still love it because 

this job is way too important to do if your heart is not 100 percent in it. In 10 years I will 

have taught 42 years. We will just have to wait and see.” 

“Unless I retire in 9 years.” 

“I will teach at least another 10 years until retirement.” 

“Retiring.” 

“Will be retired long before 10 years, I hope to be alive.” 

“I WILL BE retired. 36 years now.” 

“I'll be retired.” 

“I will have to retire again.” 

“Retire.” 

“Retire.” 

“I will be retired.” 

“Move into administration.” 

“No.” 

“Will retire.” 

“I'll be 72!  I hope not.” 
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Generation X  

 “Unless something miraculous comes along... I'll stay.” 

“I think I'll make that decision in the next 5 years.” 

“May teach beyond retirement.” 

“In 10 years, I'll be locked in due to retirement investments.” 

“Retire in 7 years.” 

“I plan to be retired.” 

“Hope to retire.” 

“I hope to retire by that time.” 

“I plan to be an administrator.”  

“Not certain of my plans.” 

“Getting to be too much paperwork.” 

“Might be retired.” 

“Probably. I love the students, not the teacher expectations.” 

“Working in a school district not sure about teaching.” 

“Depends on standardized testing.” 

“I plan to be in education.” 

“Testing, negative.” 

“I do not plan to be a teacher the rest of my life.” 

“Only if have a principal that cares.” 

“Might be retired.” 

“Might be burned out by then. School is STAAR test driven.” 

“I plan to keep doing what I love.” 

“I plan to be a teacher until I retire.” 

“I am not opposed to teaching atypical students/curriculum.” 

 “The rewards for me are in student confidence and success.” 

“In for life.” 

“Always will be one.” 

“I plan to have my PhD and be an administrator.” 

“Career advancement.” 

“Not a chance.” 

“Expectations are unreasonable.” 

“In 10 years, I will be an administrator.” 

“Principal.” 

“Education is not about students anymore.” 
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Millennials 

 “I am going to finish my masters and plan to be teacher at a different level or position.”  

“Plan to become a principal or AP.” 

“I would like to move up to a SPED Admin Role.” 

“Why would I want to teach when I am not valued for my opinion by the principal or the 

community treats me like a babysitter?” 
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Appendix K 

Comments about Remaining in Teaching Next 20 Years 

Baby Boomers 

 “I hope to be retired in 20 years.” 

“Experienced teachers are ‘too expensive’ for district.” 

“Retirement.” 

“I hope I am still alive.” 

“Retired.” 

“I shall be in an RV visiting my great grandchildren.” 

“Will retire.” 

“Retirement.” 

“Plan on retiring in 10 to 15 years.” 

“No. Get my years in and leave this career behind forever!” 

“I will be retired and 81 years old.” 

“I will be 85 years old or dead.” 

“Will retire.” 
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Generation X 

 “I will be retired in 12 years.” 

“No.” 

“I am going to retire the very second I can.”  

“I will be retired by then.” 

“I will be retired in 15 years.” 

“Retired by then.” 

“I plan to be retired in 20 years.”  

“Retired.” 

“Retirement.” 

“Hopefully, I can retire.” 

“Depends on if I can afford to retire.” 

“I don't know if I'll make it if expectations remain the same. “ 

“Working in a school district not sure about teaching.” 

“Now you're just pushing it.” 

“In 20 years, I'll be getting ready to retire.” 

“Depends on standardized testing and school policies.” 

“20 years is somewhere around retirement.” 

“I plan to be in education.” 

“Only if i have a principal that cares.” 

“I plan to be a teacher until I retire.” 

“I may move into the collegiate area.” 

“I want to bring education to multiple generations.” 

“In for life.” 

“Teacher for life.” 

“I plan to have my PhD, be a top central administrator, and retire.” 

“Career advancement.” 

“Retire.” 

 “Retired.” 

“Retirement.” 

“I will have retired by that time.” 

“Not a chance.” 

“I will retire before this.” 

“I will be retired.” 

“I plan to retire in 8 years!” 

“Will have reached retirement age.” 

“Retired.” 

“My ISD doesn't value its teachers.” 
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Millennials 

“I would like to move to a SPED Admin role.” 

 “Plan on being a principal.” 

“Administration.” 

“I'll probably volunteer now and then.” 

“I am wanting to possibly go into administration.” 
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Appendix L 

Comments about Remaining in Teaching Next 30 Years 

Baby Boomers 

“Will be retired.” 

“Retire.” 

“I hope I live that long.” 

“I'll probably be dead.” 

“I will retire.” 

“Plan to be retired.” 

“I plan on retiring in the next 12 years.” 

“I will be retired.” 

“Will retire before 30 years.” 

“I'll be too old.” 

“I will be very old!” 

“Retiring.” 

“Dead.” 

“It will wonderful to be alive in 30 years with lots of grandkids.” 

“I hope to be retired.” 

“Too old, student respect for teachers diminishes with age.” 

“Dead.” 

“I will be dead!” 

“Too old.” 

“Retirement.” 

“I'll be way too old.” 

“Will retire.” 

“I will be 91 years old.” 

“I will be 95 years old or dead.” 
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Generation X 

 “Hopefully that's around retirin' time.” 

“I may retire around the age of 70.” 

“I plan to be in education.” 

“I will be retired by then.” 

“I'll either be retired or dead by then.” 

 “I should be retired by then.” 

“I hope to be able to retire in 30 years.” 

I will be retired by then.” 

“Retired 

“Retirement 

“I will be 80 by then 

“Working in a school district not sure about teaching 

“Only if I have a principal that cares.” 

“If I'm still breathing, I'll be teaching somewhere.” 

“I love teaching.” 

“I will be retired.” 

“Hell no.” 

“I will be retired.” 

“Nope!” 

“I will retire before age 74.” 

“I will retire as soon as possible.” 

“Way too old.” 

“Retired.” 

“Hopefully in mountains.” 

“Probably dead.” 

“Retired.” 

“Retired.” 

“I plan to be retired and traveling.” 

“Retirement.” 

“Too old.” 

“Not a chance.” 

“I will be retired.” 

“Retired!” 

“I will be retired.” 

“Retired.” 

“I will retire.” 

“I'll be retired.” 

“Retired after 20 years.” 

 

  



Texas Tech University, Sylvia Ann Caballero-Suarez, August 2016 

157 

Millennials 

“I would like to move to a SPED Admin role.” 

“Hopefully retiring.” 

“Would like to work in curriculum or student services.” 

“Administration.” 

“I will be retired.” 

“No, I'll be caring for grand babies.” 

 

 


