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Abstract 

 Career Technical Education (CTE) has become a focal point in modern education. In 

addition to offering benefits to the individuals enrolled in programs, the associated careers often 

fill the greatest needs in the United States’ workforce. This qualitative study sought to answer 

how the nearly $1.3 billion of federal funds combined with additional local and state investments 

could be used to assist with CTE instructor retention moving forward. Health Science education 

was focused upon in this study because of the employee shortage within associated careers and 

the consistent employment opportunities nationwide, but findings can be applied to other CTE 

areas as well. 

 The three participants and critical informant shared stories regarding their experiences in 

education and their use of funding. These stories shed light on how new instructors in CTE could 

use funds to improve their own career satisfaction and remain in education.  
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Chapter One - Introduction 

 For many students the most memorable class from high school is something other than a 

required course. From a twenty-something who is grateful to have learned to fix their own 

dinners in a culinary class to the grandparent who loves to tell about the ’73 Chevy Nova they 

engine-swapped in Auto Shop, most people know someone who looks back on a high school 

elective with fondness. While these simple memories are valuable in their own right, those 

electives sometimes have a bigger impact than we realize. In many cases, electives are what 

guide high school students into the career they will remain in for their working lives. Perhaps the 

aforementioned twenty-something didn’t just learn to fix dinner but earned a food-handler’s 

license and is now a head chef. Perhaps that grandparent was actually an automotive technician 

for 40 years and passed the business down to family members upon retirement. In addition to 

career guidance, electives may be the only reason some students continue going to school, 

thereby leading to their graduation. It’s also possible an elective may provide the space for 

students to clear their heads after struggling on a difficult math exam. And while these are all 

benefits to individuals, it has also become clear through policies and funding that electives are 

important to schools and school systems. Years ago people asked if a school had good elective 

programs, but the verbiage has changed and the consideration is now how strong a school’s 

Career Technical Education programs are. 

 Career Technical Education (CTE) is a significant part of the educational system in the 

United States as there are 12.3 million students enrolled in CTE programs (CTE in your State, 

2021). Of Oregon’s 170,742 public high school students, 89,239 are enrolled in at least one CTE 

class and 56,886 are CTE concentrators. A CTE concentrator is defined as a student who has at 

least two credits in a specific CTE program such as Automotive Technology or Family and 



RUNNING HEAD: CTE FUNDING AND SATISFACTION    2 

 

Consumer Science. Those numbers mean 52 percent of Oregon’s high schoolers are being given 

the opportunity to benefit from a CTE course. And in turn those courses benefit from the 

financial boost that both state and federal funding provides. Each year a government program 

commonly referred to as the Perkins Act (Perkins) gives each state a large sum of money. 

Oregon, for example, gets $15,586,385 of Perkins money, half of which goes to secondary 

programs (CTE in your State, 2021). Many states have other funding opportunities for their CTE 

programs beyond Perkins. Oregon offers its schools Measure 98 funds which require $800 per 

high school student to be distributed for use in expanding or establishing CTE programs, dropout 

prevention, and college-level opportunities (Clarno, 2020). This means that, in addition to 

Perkins funds, Oregon adds $136,593,600 annually, much of which is spent on CTE. 

 The classes that comprise Career Technical Education have been a part of American high 

schools for generations, but not everyone is immediately familiar with the broad label of CTE. 

As Advance CTE’s website (2021) explains, CTE is comprised of 16 groups referred to as Career 

Clusters. Within these Career Clusters are 79 specific Career Pathways. Many of the classes that 

have been offered in high school for years are now categorized as part of a specific CTE program 

and fall into a Career Pathway. 

 While placing these additional labels on classes may seem unnecessary at first glance, 

there is reason behind the label. Career Technical Education courses often require funding 

beyond the average elective. The additional funding is usually provided by individual states 

and/or the Federal Government. The most note-worthy government funding for CTE programs is 

the Strengthening Career and Technical Education for the 21st Century Act (PCRN: Perkins V). 

Often referred to by a shortened version of its previous name — The Perkins Act — it allots 

nearly $1.3 billion to approved CTE programs across the nation each year (Advance CTE, 2021). 
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In order to access these funds, high schools must adhere to multiple requirements. A program 

receiving funding must fit into one of the aforementioned Career Clusters and Career Pathways, 

which helps to ensure that all programs receiving money lead to high-demand, high-wage 

careers. Additionally, instructors for CTE courses of approved programs must receive 

certification/licensure by showing they are competent in the content area. For example, teachers 

in the state of Oregon hoping to add a CTE endorsement have to go through the Instructor 

Appraisal Process (Portland Community College, 2021). There are avenues that allow teachers to 

attain the required endorsement for teaching a CTE-approved course with an existing teaching 

license. Those without an existing teaching license are also able to gain certification if sufficient 

industry experience can be proven (Portland Community College, 2021). These paths to approval 

result in instructors of similar subjects coming from varied backgrounds (Cohen, 2018). For 

example, an instructor in one school’s Health Sciences program could have 15 years of 

experience as a nurse while another school’s instructor may have studied education and entered 

teaching directly after college. 

 CTE has been enjoying an increase in perceived importance in the United States in recent 

years. There are many theorized reasons that CTE has become a focus for schools across the 

country. Statistics suggest that students who participate in CTE courses graduate at a higher rate 

than their peers (Oregon Department of Education, 2017), and research claims that students who 

are labeled as ‘completers’ not only graduate at an even higher rate (Oregon Department of 

Education, 2017) but also perform better on standardized tests (Michaels and Barone, 2020).  

 These perceived improvements in academic accomplishment are not the only reasons 

CTE is being expanded in high schools. In addition to said benefits, CTE programs are preparing 

students for careers that represent the highest areas of need in the current workforce. Governors 
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across the United States are making clear their desire to increase and improve CTE opportunities 

for their states’ students (Bush, 2020). Once thought of as a place for students who were high 

school underachievers (Mouza et al., 2008), CTE programs have become springboards into 

professions that students desire, often preparing them for additional education after high school. 

The best example of this can be found in the Health Sciences programs. 

 Restuccia et al. (2018) found that the healthcare field faced 1,153,617 openings in 

December of 2017, with demand exceeding the supply of healthcare practitioners by 44 percent. 

Career Technical Education prepares students for the next steps toward entering their desired 

professions, which could help with the discrepancy in the work force. 

 This issue is not limited to the healthcare field, however. Restuccia et al. (2018) stated 

that high-skill occupations had 25 percent more job opportunities than workers, middle-skill 

occupations had 13 percent more job opportunities than workers, while low-skill occupations had 

7 percent fewer job opportunities than workers, emphasizing the need for CTE programs to 

prepare students for a job market responsible for these statistics. This is relevant as students who 

complete a CTE program go on to differing levels of education. While some completers will 

enter the work force directly, others will finish correlating training programs, earn associate 

degrees, get a bachelor’s degree, attain a master’s degree, or continue on to earn a doctorate. In 

fact, the reason CTE has shed its former title of “vocational education” was because that title was 

thought to be derogatory and inaccurate (Blissett, 2020).  

 Many students have experience with CTE in some form or another. It’s a priority in most 

locales to get students into a CTE course, which can be evidenced by the findings of Xing et al. 

(2020) who said, “Descriptive statistics revealed the majority of [all] students (86.5%, 

N=2,863,814) took CTE credits in high school,” (p. 60). This trend has become increasingly 
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popular and has resulted in more CTE programs. Arneson et al. (2020) reported an increase in 

the number of secondary CTE programs from 2015 to 2020. The additions of these complete 

programs instead of single classes can be explained by the perceived benefits of keeping students 

enrolled in CTE for an extended portion of their high school careers. While students graduated at 

a higher rate when they were associated with a single CTE course, the numbers improved even 

more when students became concentrators, meaning they completed at least two credits of 

courses within the same CTE program during their high school careers (Oregon Department of 

Education, 2017; Arneson et al., 2020). Along with graduating at a higher rate (Oregon 

Department of Education, 2017), Arneson et al. (2020) states that in 2018, the concentrators from 

the 2011 and 2012 graduating classes had higher annual earnings than their peers despite not 

claiming a higher employment rate. This information suggests that it is not only important to 

offer CTE programs, but it is important to offer quality programs that result in students 

completing a string of related courses. 

Problem of Practice 

 While having strong CTE programs is clearly important, there are some obstacles unique 

to CTE that must be overcome to create and maintain existing programs. One such hurdle comes 

in the form of retaining teachers. Advance CTE (2008) found that having strong teachers is key 

to having a successful CTE program. While this issue is not exclusive to CTE, it is magnified by 

the need of programs to retain students for multiple classes over a period of years.  

 It has been found that new core content teachers are not considered as effective as their 

veteran counterparts and this likely extends to CTE instructors as well (Kraft et al., 2020). This 

information becomes increasingly relevant within CTE when considering the rate of instructor 

turnover. A study by Ruhland and Brehmer (2002) revealed that just 53 percent of CTE teachers 
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participating in the study intended to remain in the profession for eight or more years. This 

turnover leads to CTE programs hiring new and inexperienced teachers. 

 Igo and Perry (2019) found that the most-common reason agricultural educators left the 

profession was related to work-life balance. Competitive salary in alternate professions and a 

change of career were also listed in the study as playing a role in the decision to leave education. 

As implied by these findings, part of the problem with teacher retention may be related to 

workload and compensation, as CTE teachers face the temptation of exiting the teaching field for 

more lucrative careers in their areas of expertise (Advance CTE, 2018).  

 No matter the reason, the turnover of teachers in CTE creates significant issues. The loss 

of existing teachers forces students to create new relationships (if a teaching replacement can be 

found) and lowers the quality of instruction while new teachers gain experience (Kraft et al., 

2020). These changes can result in an inhibited experience for students participating in a CTE 

program. 

 Teacher turnover and retention is an issue in every subject area (Center for 

Comprehensive School Reform and Improvement, 2007); however, CTE has some factors that 

set it apart. Many of these factors are tied to money. Beyond the other responsibilities faced by 

new teachers, CTE instructors are tasked with determining how to best allocate funding. The use 

of funding could have significant impact upon a CTE instructor, as using funds in the optimal 

manner could impact everything from the effectiveness of the program to the instructor’s 

personal enjoyment. 

 New CTE teachers are learning not only how best to apply classroom management 

techniques, but also how to spend the thousands of dollars available to their program for the 

upcoming school year. Those decisions could add stress to the teacher’s role or add enjoyment if 
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wise and informed decisions are made. Wise spending can help teachers to feel successful by 

providing for student needs, assisting in personal growth, and enhancing leadership skills 

(Watkins, 2016). 

Choice of Health Science 

 Although the information in this study will be applicable to CTE instructors of all 

backgrounds, the research focuses specifically on instructors from the Health Science Career 

Cluster. This specific area represents the greatest need in the workforce and is relevant to every 

community (Restuccia et al., 2018). While the relevance of the Agriculture, Food and Natural 

Resources Career Cluster will vary from community to community, Health Science is a Career 

Cluster that is nationally applicable. 

Purpose of Study 

 The purpose of this study is to provide Career Technical educators in Oregon 

(specifically Health Science teachers) and the responsible administrators information regarding 

how spending state and federal funds can assist with instructor success and retention in 2022. 

The study was conducted through the use of interviews with current and former Health Science 

instructors of a federally approved/funded program. 

Research Questions (RQs) 

RQ 1: What stories do Career Technical Education (CTE) Health Science instructors tell 

regarding funding as a mechanism for increasing Health Science instructor career-

enjoyment/satisfaction and retention? 

RQ 2: How do these stories shed light on the perceived barriers for current CTE Health 

Science expenditures?  
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RQ 3: What potential solutions to the issue of retention and job satisfaction are 

illuminated by these stories? 

Narrative Format 

 As previously mentioned, the goal for this research was to benefit CTE instructors and 

administrators. Because each individual and CTE program is unique, narrative inquiry format 

was chosen for the research. By focusing on the stories associated with success or failure 

regarding expenditures, readers are able to determine if the findings of the study participants 

translate to the reader’s current situation. Additionally, dealing with stories is something teachers 

are familiar with and to which they can often relate (Clandinin et al., 2007). 

My Interest in this Research 

 This topic grabbed my attention for a few different reasons. First, I began my teaching 

career in a core subject before moving over to teach a CTE-approved program. Attaining the 

required certification was an option for me because I had worked in journalism and photography 

prior to teaching, and these endeavors fit the necessary professional experience for a Visual, 

Performing and Media Arts license. Because I didn’t know much about Career Technical 

Education when I made the change, I was surprised to learn about the federal funds available to 

be spent on the program. I was advised by a teacher in a different program to make a list of 

equipment I would like to add and request it at the end of the year. So I looked online for ideas 

and made a list. In fact, that’s what I have done from that first year on. 

 Looking back, I now realize how much I would have benefitted from using that funding 

in a different manner. As it turned out, I was able to get the certification to teach video 

production classes, but my experience in the area was quite limited. It took many years to get to a 

point of genuine confidence in the content I was tasked with teaching. My prior experience in the 
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classroom kept me afloat, but I have to wonder if I made the right choice in purchasing 

equipment I learned about online instead of using the money to improve my own knowledge 

regarding the content area and learn about better equipment. In truth, I attended the national 

convention that was put on by the Association of Career Technical Educators (ACTE) my first 

year because a group of other educators from my school was going, but I didn’t learn much about 

my specific area because the presentations were more general and focused on teaching methods. 

 Field trips may also have been a wise expenditure for my students. I was not able to give 

them industry-experienced information and guidance with my limited experience. Perhaps both 

myself and the students would have been better off had I used some funding to visit alternative 

sites through field trips. 

 At an ACTE conference a few years into my CTE teaching, I listened to a presentation 

from the principal of a technical school in a western state. This took place five years before I 

seriously considered this research topic, but I remember being surprised to hear her say that the 

biggest problem she faced was retaining instructors. She said they would stay for one or two 

years before taking a more lucrative job in the industry. Since that time, I have wondered what 

could be done to keep those instructors in teaching for longer. 

 That wondering, combined with my own curiosity about how funds for CTE would best 

be used, led me to the question: could there be a connection between CTE funding and instructor 

retention? I was curious about how to use the significant funds to increase instructor enjoyment 

and help with retention. Since the money is already being spent, learning how to spend it more 

effectively could be a no-cost way to assist in improving CTE programs without changing 

policies. 
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 While I have no background in Health Sciences myself, I viewed it as the best possible 

area of research due to the high demand in the workforce. In addition to the demand, I had also 

noticed that a large number of students/former students were entering or interested in the field 

after high school. The combination of interest from high schoolers combined with an obvious 

need in society led me to this topic.  

Limitations and Delimitations 

 The goal of this study was to provide information that could be used by any CTE teacher 

reading the findings. With that in mind, I chose a narrative study of four educators with different 

backgrounds and experiences. The three teachers offer diverse stories despite being from the 

same school while the critical informant offers insight from a broader perspective. This choice 

was made purposely, but also results in limitations and delimitations. 

Limitations 

 Interviewing three instructors with experience in the same school meant being unable to 

provide insight into how schools with differences in socioeconomic characteristics, student 

demographics, or other areas benefit in ways this particular institution could not reveal. 

Hopefully, however, this allows readers to focus on the responses of the individuals and see how 

each interviewee is impacted by similar decisions within a consistent environment. 

Delimitations 

 The goals of this study were such that taking a narrative approach resulted in the most-  

useful data. Determining what teachers find to be true for themselves while providing pertinent 

background information allows other CTE teachers viewing the research to apply the information 

to themselves and their programs. Delving into the experiences of individuals in this small 

sample compels interested parties to determine the best application to their specific situation; 
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focusing on the stories of participants through interviews allows for the identification of common 

themes and trends, which may be applicable to the population.  

 Although the three teacher participants all have experience in the same school, the 

program was not the same for each. There were significant changes in course offerings, program 

funding, available equipment and facilities from instructor to instructor. These time-related 

changes combined with the narrative approach allowed the research to consider programs at 

different stages in their development. 

 The critical informant, a CTE area coordinator, brought broader experience to the 

research. By including an expert who had been invested in the spending of funds at many 

different schools and programs, the research was able to reach a broader application. While the 

area coordinator was not using the funds directly, he was tracking their use and hearing from the 

individuals who were spending the funds on a semi-consistent basis. 
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Chapter Two - Literature Review 

Importance of CTE 

 The educational system has many defenders and many detractors because of its broad 

range of goals and responsibilities. How can one judge the success of a massive system that is 

attempting to serve so many diverse populations and individuals in so many ways? A few areas 

we often look to when defining educational success are graduation rates, provision of safe 

environments where students feel accepted and welcomed, and preparation of students for the 

next phase of their lives. There are other goals that can be assessed as well, but research has 

shown that Career Technical Education (CTE) seems to assist in these three areas (Brand, 2008; 

Arneson et al., 2020; Thessin et al., 2018).  

 In addition to success in school, CTE students often find success in related academic 

endeavors. Michaels and Barone (2020) found that CTE program completers performed better on 

the ACT’s reading, writing, math, science and English assessments. Overall, the study found 

CTE completers achieved scores that were four percent higher than non-CTE completers. 

 CTE programs offer their students the opportunity to complete classes that prepare the 

individuals for the future by challenging students academically, offering technical challenges that 

build skills, putting students in work-based learning scenarios, and/or offering supplemental 

instruction (Hoachlander, 2008). These are important experiences for students in multiple ways. 

CTE programs are not only helping students while they are in high school, they are often 

preparing students for careers that are in high-demand and require additional training beyond a 

standard high school diploma (Regional Educational Laboratory Appalachia, 2020; Arneson et 

al., 2020). 
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 In many cases, the largest gaps in the workforce (and therefore the areas of greatest 

demand for qualified workers) are associated with existing CTE programs of study. Health Care, 

Business and Financial Operations, Office and Administrative Support, Sales, and Computers 

and Mathematics were found to be the categories facing the greatest shortage of workers, 

according to a study by Restuccia et al. (2018). Due to the varied extensions of CTE programs, 

these areas of need in the workforce each align with a specific Career Cluster within CTE’s 

design (Career clusters, 2021). Some CTE programs prepare students to continue their education, 

resulting in preparation for what Restuccia et al. would refer to as high-skill occupations. High-

skill occupations are defined as those in which 20 percent or fewer of the job postings don’t 

require at least a bachelor’s degree. Job openings in this category represent the biggest deficit of 

workers as openings exceed available employees by 25 percent (Restuccia et al., 2018). CTE 

programs also assist students down paths to middle-skill occupations which require training 

beyond a high school diploma and boast 13 percent more openings than available workers 

(Restuccia et al., 2018).  

 The above explains why CTE concentrators earned more money than other graduates 

after graduating high school (Estes and McCain, 2019; Silverberg et al., 2004), as evidenced in a 

study by Arenson et al. (2020). CTE programs are specifically designed with this purpose in 

mind as the expectation for completers is employment in high-wage, in demand careers (Arneson 

et al., 2020). It is because of this focus that many outside of education have taken an interest in 

CTE programs and their availability. Former Governor Jeb Bush (2020) wrote an opinion piece 

focusing on the importance of CTE programs. In addition to sharing some of the important 

impacts CTE programs have, Bush also stated that at least 35 different governors had discussed 

the topic in their state-of-the-state addresses. 
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 Beyond pointing students in the direction of lucrative career opportunities, CTE has also 

been found to help students with the task of graduating high school. Multiple studies have shown 

that CTE participants graduate at a higher rate than peers who go through high school without 

participating in CTE programs (Arneson et al., 2020; Brand, 2008; Estes and McCain, 2019). It 

was also found that students who were completers — meaning they took enough courses to 

complete a program — graduated at even higher rates (Arneson et al., 2020). This academic 

success also extended beyond the graduation rate as Michaels and Barone (2020) found that CTE 

completers performed better on a standardized achievement test than their peers. This research 

looked at the ACT scores of students from a single school district and compared 500 completers 

to 500 non-CTE graduates. 

 These positives highlight the importance in keeping CTE programs operating. One 

essential way to keep CTE programs running is to find new teachers who are prepared to lead a 

program. In some cases, these new teachers complete an alternative teacher preparation program 

which can assist them in many ways (O’Connor, 2012). Teachers completing a preparation 

program benefit from learning about curriculum development, safety and lab 

management/instruction, and other areas of interest specific to CTE (O’Connor, 2012). As 

Thessin et al. (2018) explained, CTE teachers need to know not only the skills related to their 

program and how to teach those skills but must also know about the field for which they are 

preparing students. This is a difficult combination to find in a new teacher; research has shown 

that only about 25 percent of CTE teachers employed over a five-year period in the early 2000s 

had come from a university-based program intended for preparing educators (Bottoms and 

McNally, 2005). 
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 Some CTE Career Clusters have a larger issue with finding skilled teachers than others. 

Zirkle et al. (2019) found that alternatively-licensed teachers were less likely to remain in 

education as their own level of education increased. Their study found a retention rate of 44 

percent for alternatively-licensed teachers with no college experience compared to just 29 

percent for teachers with a graduate degree. 

 Teachers of CTE programs also come from academic settings, but this requires assistance 

and training (O’Connor, 2012). Program leaders need to have certain skills to successfully 

prepare their students (Saucier et al., 2012; Thessin et al., 2018). There is evidence to suggest 

these skills can be gained through trainings and professional development (Thessin et al., 2018). 

Thorn and Brasche (2020) found that primary teachers saw significant improvement in their 

perceived confidence for instructing students in musical education following a professional 

development. In this study, teachers evaluated their own confidence regarding many different 

categories related to instructing students in musical education, and a mean improvement was 

found in every category. 

 And while teachers of CTE programs come from varied backgrounds, one thing that 

remains apparent is that attrition is a problem. Bottoms and McNally (2005) claimed that many 

teachers who enter CTE programs through alternative routes leave within the first two years. 

This research referenced administrators who reported that the teachers were not prepared for 

managing a classroom and dealing with students. Others have claimed that there are additional 

issues playing a role. A study by Omar et al. (2017) claimed that retaining CTE instructors could 

be improved by retention plans focused on, “salary, administrative workloads, teachers’ 

evaluation and assessment, motivation, and job satisfaction,” (p. 193). 
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Teacher Shortage 

 Career Technical Education is in a strange position. Many CTE programs are preparing 

students to enter a career that is facing a worker shortage. Because of the shortage, there is high 

demand for qualified professionals, resulting in lucrative opportunities for individuals with the 

knowledge and training to fill voids within the workforce. This creates a catch-22 as instructors 

who could prepare additional students for the openings are also drawn toward those openings 

themselves. While there is a demand for instructors at both the secondary and post-secondary 

levels, there is a lack of preparation programs available for CTE instructors at the collegiate 

level, leading to a shortage of instructors at the high school level (Brand, 2008). Brand’s survey 

of over 12,000 CTE teachers across 30 states found that from 2000 to 2005 about 25 percent of 

teachers had gone through a teacher preparation program at a university. This trend has not 

changed much over the years as the shortage has continued. In fact, recent research claims that 

two-thirds of states were facing a shortage of CTE instructors in 2016 (Hasselquist and Graves, 

2020). Similarly, in many states there is concern regarding the impending retirement of a 

significant percentage of existing CTE instructors which may enlarge the already significant gap 

(Cohen, 2018). 

 The scarcity of CTE instructors is being felt all across the country and being dealt with in 

many different ways. It’s vital to overcome the shortage as having quality instructors is key to 

having successful programs (Advance CTE, 2018, Song et al., 2011). For this reason, many 

states are trying new methods for recruiting and retaining expert CTE teachers. Kentucky is 

using an adjunct certification program to hire industry professionals to teach part-time while 

remaining in the workforce (Advance CTE, 2018; Cohen, 2018). Kentucky is also adjusting 

policies to ensure CTE teachers are paid competitively without needing to acquire a master’s 
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degree (Advance CTE, 2018; Cohen, 2018). Meanwhile, Tennessee is using a technique referred 

to as micro-credentialing to allow existing teachers to complete a short program in order to earn 

accreditation for additional subject areas (Advance CTE, 2018). 

 Some states are even using higher wages to entice instructors into the classroom and keep 

them there. Kentucky and Hawaii are both allowing teachers of high-demand content areas to 

receive increased wages (Advance CTE, 2018). 

 This change in potential wages may have a significant impact on CTE teacher retention 

as findings have shown that more desirable job opportunities, poor salary, and insufficient 

compensation are significant factors in teachers moving on from education (Claflin et al., 2019). 

Claflin et al. (2019) found that CTE instructors in Oregon who exit teaching usually leave for 

other professional opportunities. This is the same reason many trained educators choose to find 

other career paths before ever teaching a single class. Claflin et al.’s findings are consistent with 

the earlier work of Ruhland (2001) whose study found that 57 percent of the secondary business 

teachers that left the profession indicated insufficient salaries as the primary reason for leaving. 

Igo and Perry (2019) ascertained that participants who completed an agricultural education 

program but did not enter the field claimed the competitive salary that they were offered 

elsewhere was the largest influencer in choosing a different career. 

 Igo and Perry (2019) also said that participants who left education listed moving outside 

of education, competitive salary, and career change as three of the biggest contributors in their 

decision. Other research has shown that teacher retention is also tied to job satisfaction and 

engagement in the work (Park and Johnson, 2019).  

 Zirkle et al. (2019) took a deep look at the issue of teacher retention in the form of a 

longitudinal study. The researchers interviewed participants of a summer workshop at Ohio 
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University that was part of the requirement for alternatively-pathed educators receiving their 

teaching credential. This study took place from the 2002-03 school year to the 2017-18 year. In 

order to take part in the workshop, all participants needed to have a job with a school district 

before attending. At the end of the 16 years, Zirkle et al. found that 279 of the 468 participants 

were still teaching. As the researchers expected, the participants from the start of the study had 

the lowest retention rate and the participants from the most recent workshop had the highest 

retention rate. Additionally, the findings showed that the retention rate had a negative correlation 

to participant education. Those who had not attended college remained in education at the 

highest rate (44 percent) while those with a graduate degree were retained at the lowest rate (29 

percent). 

 The issue of retention is not unique to CTE programs, however. It has been found that 

teachers have a tendency to leave the teaching profession after three years of work (Skaalvik and 

Skaalvik, 2011). Specifically, Skaalvik and Skaalvik stated that 25 percent of teachers chose to 

pursue another career path prior to their third year in education. This number is similar to 

findings among CTE instructors, as agriculture teachers who left teaching were found to leave 

after a median of three years (Igo and Perry, 2019). Being in the CTE realm simply adds to the 

draw of leaving the teaching profession because of the additional temptation presented by other 

career opportunities. 

 The combination of intrinsic and extrinsic factors makes retaining teachers an interesting 

dilemma (Omar et al., 2017). Determining how to offset salary discrepancy and administrative 

workloads in order to assist with improving a teacher’s job satisfaction or motivation is key to 

retaining teachers in any CTE Career Cluster (Omar et al., 2017). 
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Spending Limitations 

 While many states offer other financial opportunities to programs like Oregon’s Measure 

98 (Clarno, 2020), one consistent form of financing available are Perkins funds (CTE in Your 

State, 2021). Though states divide the money differently between secondary and post-secondary 

programs, the funds are available in all states and have the same restrictions on how they can be 

used. Unfortunately for teacher retention, increasing a CTE instructor’s salary is not an option 

with Perkins funds; funds are limited to use for instructional materials, technology purchases, 

instructional field trips for students, state-of-the-art equipment purchases, and adding resources 

(Kentucky Department of Education, n.d.). Additionally, Perkins funds may be used to provide 

professional development (PD) for teachers by paying for registration fees for the PD, travel 

expenses, lodging, meals, and substitute teachers for the period in which instructors are gone 

(Kentucky Department of Education, n.d.; Advance CTE, 2018). These limitations restrict 

teachers in the spending of their yearly allotment to one of three main categories: purchasing 

equipment/technology, attending professional developments, or field trips/guest speakers. 

Professional Development 

 Professional development (PD) can take on many forms. While in some cases it is 

provided to a school’s staff at the end of a school day, specific and guided PD opportunities exist 

with many different goals in mind. Desimone (2011) claims that a useful PD should be at least 

20 hours long and spread out over time. Desimone also claims PD should be focused on specific 

content that is relevant to the attendees and includes active learning. This idea is in line with the 

suggestions from Bottoms et al. (2013) who claimed that PD for new CTE teachers should be 

intense, summer-long, and include instructional planning, instructional strategies, classroom 

assessment, and classroom management. Classroom management skills may be particularly 
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relevant to retaining teachers since there is a positive correlation between individuals’ perceived 

classroom management skills and their self-confidence (Bas, 2019). 

 PDs for CTE in general are prevalent and have been found to be useful in many different 

formats. From entire programs to shorter trainings to week-long outdoor expeditions, teachers 

can take away useful techniques and skills from professional developments of all different styles 

(O’Connor, 2012; Thorn and Brasche, 2020; Holland et al., 2020). The state of Louisiana has 

even worked to offer its CTE instructors virtual externships with industry leaders (Advance CTE, 

2018). In any format instructors often walk away from these opportunities with increased 

confidence in their own abilities in the classroom (Bottoms et al., 2013; Thorn and Brasche, 

2020; O’Connor, 2012). 

 Opportunities for professional development may be useful to CTE instructors from all 

different backgrounds. O’Connor (2012) found that additional education and support was 

required for success by an academic teacher making the move to teaching CTE; this was 

particularly true of teachers who were new to the profession, but also for individuals with 

experience. These findings compliment those of Thorn and Brasche (2020) as well - while it was 

elementary teachers who were learning to teach music, the confidence level regarding instructing 

specific content rose in those who attended the PD. 

 Adding knowledge and skills is also helpful to new CTE instructors as courses often use 

a different method of instruction than their core-content counterparts. Project- and problem-

based learning are a key part of CTE courses (Brand, 2008). For both new teachers and teachers 

moving to CTE from other content areas, the project- and problem-based style of activity and 

presentation may be new. These different designs for assignments and presentation allow for the 

embedding of math and science which are areas of knowledge that PD may sharpen in the CTE 
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instructor (Bottoms et al., 2013; Brand, 2008). Brand (2008) stated that PD would benefit 

teachers in understanding how to effectively assess student learning. 

 In addition to using PD to prepare teachers for teaching CTE, it is also important that 

teachers use professional development to maintain knowledge that is relevant to the 

concentration being presented (Thessin et al., 2018). Most CTE programs are preparing students 

for careers in an ever-changing workplace with new technologies being introduced on a 

consistent basis. From woodworking’s use of computer numerically controlled (CNC) equipment 

to health care’s latest imaging technology, there are new aspects to each career of which 

instructors benefit from being aware. Some teachers feel strongly that spending time in PD is 

paramount to their own success (Thickstun, 2009). Having a knowledgeable teacher has been 

shown to impact student learning, therefore having teachers continue to learn is key to student 

achievement (Keller et al., 2017; Thessin et al., 2018). 

 While learning new techniques may be beneficial to some instructors, others may run into 

roadblocks that limit the value of a PD. Anderson and Anderson (2018) found that many CTE 

teachers attending a professional development relating to two-stroke engine maintenance and 

repair did not benefit fully because they and their students did not have access to the necessary 

equipment upon returning to their home school. This was not due to ineffectiveness of the PD, as 

a concurrent study by Anderson et al. (2018) showed the attendees had perceived improvement 

in their own ability and competence to teach two-stroke engine inspection and testing. 

 The importance of effective PD could be monumental, as teachers who see improvements 

in their own practice as a result of professional development enjoy teaching more (Guskey, 

2002).  
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Field Trips and Guest Speakers 

 Another way that teachers may choose to spend their allotted funds are on field trips or 

guest speakers (Kentucky Department of Education, n.d.). Field trips are unique as they can be 

useful in both the short term and the long term. Falk and Dierking (1997) asked a variety of 

people ranging from fourth graders to adults about their experiences with field trips while in 

school. They found that 93.5 percent of adults could recall the field trips they had taken in 

school. In addition to simply remembering the trip, 73.4 percent said they had thought about the 

trip frequently since and could still remember specifics. Falk and Dierking said their participants 

left them with the impression that there was no decline in the recollection of the field trip over 

time. 

 That’s not to say that information retention from field trips is only useful in the long 

term. Greene et al. (2014) found that students touring an art museum retained large amounts of 

factual information following their visit. Along with retaining facts, the students showed an 

increased understanding of art and an increased interest, something that could be particularly 

valuable for CTE programs. As well as being beneficial to the students, Kushins (2015) claimed 

field trips to art museums were similar in effectiveness for teacher improvement to attending 

professional developments. 

 Field trips for CTE can vary greatly from program to program. Leffler (2006) described 

the benefits of taking architecture students to working job sites. The students were said to benefit 

from talking to the carpenters and from filling out worksheets related to the class focus 

throughout the visit. 

 In some cases, a visit to a worksite can be particularly advantageous, as evidenced by the 

findings of Thessin et al. (2018). While conducting interviews with graduates of a healthcare 
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education program, the researchers learned that observations of the related workplace and site 

visits were often considered a highlight of participating in the program. The participants said this 

was helpful for their learning and their development as a healthcare professional. The visits also 

helped students to see different areas of interest and decide which possible direction in health 

care might be the best fit for them. 

Equipment/Technology Purchases 

 The third major expenditure that has been approved for use with Perkins funds is 

equipment/technology purchasing (Kentucky Department of Education, n.d.). This expenditure 

allows students to have access to equipment without leaving the school they attend. These 

purchases must be for new equipment and cannot be to replace the existing equipment in the 

program (Perry, 2019). 

 Purchasing equipment can be difficult for new CTE teachers. Determining which 

equipment a program will benefit from most is not an exact science (Fritsch, 2021). Part of this 

process must be the result of a local assessment aimed at determining how a particular region 

would benefit from purchases (Perry, 2019). 

 Having quality equipment may also assist in creating teacher-student trust. Fritsch (2021) 

noted that allowing students access to expensive equipment shows the teacher trusts the student, 

and often that trust is reciprocated. 

 Providing new teachers with better equipment may assist in retention according to Dainty 

and Su (2011). They found CTE teachers listed the quality of resources available, quality of 

required equipment, and quantity of required equipment as important institutional factors in 

leading them to remain in the profession following their first year of teaching. 
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 Better equipment or technology may also result in better lessons planned by the 

instructors. Hasselquist and Graves (2020) concluded that an increase in the technology and 

equipment available to teachers often led to an increase in the innovation a teacher presented to 

classes. The authors also claimed that the addition of new equipment influenced career 

satisfaction, quoting one instructor who described how enjoyable it is for a teacher to be 

presented with new equipment. 

 The new techniques used by teachers will often be hands-on in style if new equipment is 

available. This type of learning is key to the success of a program, according to Thessin et al. 

(2018). Thessin et al. looked at the success of a healthcare education program and found the 

equipment was a large part of the program’s success. Their findings directly correlate to offering 

students the opportunity to work with objects from the related field. In this study, researchers 

were looking at a program that was housed within a hospital and therefore offered students 

unrivaled access to equipment that was relevant to many different healthcare careers. For most 

CTE programs, these facilities are not readily accessible, but the idea remains the same.  

 There are other options that get state-of-the-art equipment into students’ hands, but these 

opportunities are often difficult to find and may not be feasible for entire classes. Brown (2013) 

detailed a camp for girls interested in construction; those attending were given training and 

direction, but the camp was for interested individuals and took place in the summer. 

Equity Considerations 

 Career Technical Education has many different benefits for students who participate 

(Brand, 2008; Arneson et al., 2020; Thessin et al., 2018; Michaels and Barone, 2020). In order 

for students to benefit from these programs, however, the programs must be available in the 

students’ area. This can be particularly difficult for small, rural, and urban schools and districts 
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(Brand, 2008). Arneson et al. (2020) suggested altering funding for small, rural, and low-income 

schools so that a minimum level of programs could be offered. 

 Interestingly, the National Center for Education Statistics (2012) found that it was most 

difficult to fill CTE teaching positions in the city setting, followed by rural settings. Towns were 

the easiest place to hire instructors and suburban settings finishing just behind. 

 One step in removing equity concerns is ensuring that programs are tied to local 

industries (Estes and McCain, 2019). Unfortunately, CTE programs are often offered based upon 

available teachers and their certifications instead of the needs of the region (Advance CTE, 

2018). The state of Kentucky has made multiple changes in an attempt to get qualified teachers 

into the schools, including allowing part-time teaching with alternative certification and 

alterations to pay limitations (Advance CTE, 2018). These changes may assist with equity as the 

regional needs can be met by current workers in relevant industries. Communities in which the 

career openings require agricultural education are, in theory, able to bring qualified instructors to 

education to prepare the region’s students. 

 Adding to the difficulty of filling positions in rural areas is the inability to collaborate 

with teachers of the same subject. CTE instructors will often lack a counterpart in the immediate 

area. While joining national organizations may help, more consistent and local options are 

challenging for teachers in small communities. Missouri is doing its best to combat this issue 

with a four-day training that offers new CTE teachers an opportunity to prepare for their first 

year (Advance CTE, 2018). 

 A lack of qualified instructors also creates issues for students being able to get involved 

(Estes and McCain, 2019). In some cases, schools are looking to expand their CTE offerings by 

educating their existing staff (Advance CTE, 2018). Having CTE instructors take advantage of 
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opportunities like Tennessee’s micro-credentialing to branch out may allow rural schools to offer 

programs that would otherwise be impossible to staff with instructors (Advance CTE, 2018). 

Health Sciences 

 CTE programs in general are beneficial to the students enrolled in them as well as to the 

communities housing them, but not all CTE areas of concentration should be lumped together. 

Arneson et al. (2020) found that students who concentrated in health sciences saw the greatest 

returns. As previously mentioned, Restuccia et al. (2018) found the healthcare industry to be the 

most in-need of additional workers. The need for more workers creates an interesting dynamic at 

the secondary level. The demand for healthcare practitioners increases the wages for qualified 

individuals, thereby lessening the likelihood of instructors entering into or remaining in 

education. 

 This trend can also be seen in the lack of nursing faculty at the collegiate level (American 

Association of Colleges of Nursing, 2020; Park and Johnson, 2019). A report from the American 

Association of Colleges of Nursing (2020) stated that in 2019 there were 1,637 faculty vacancies 

based upon the responses of 892 nursing schools. 

 The need for more workers in the health care industry is not lost on students. Across the 

United States, healthcare has the highest concentration rate in CTE (Northern and Petrilli, 2019). 

Part of the reason for this is that every region has a need for healthcare workers. In addition, 

healthcare workers have varied levels of education. CTE programs can prepare workers to 

continue their education toward careers from technicians to doctors, with the biggest skills gap in 

health care residing at the top of the education chart (Restuccia et al., 2018).    
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CTE in Oregon 

 As previously mentioned, secondary schools in Oregon received $7,793,192 of Perkins 

funding for the 2020 school year (CTE in your State, 2021). The entirety of that amount goes to 

CTE programs across the state.  In total, Oregon had 297 public high schools serving 170,742 

students in 2020 (CTE in your State, 2021). Of the 170,742 students in Oregon, 89,239 were 

enrolled in CTE courses with 56,886 being classified as CTE completers (CTE in your State, 

2021). When 170,742 is multiplied by the funding of Oregon’s Measure 98, the numbers get 

truly massive. Measure 98 says at least $800 must be provided per high school student for 

establishing or expanding CTE programs and college-level courses or dropout-prevention 

strategies, which increases the amount of money available to schools by $136.6 million (Clarno, 

2020). While not all of that money goes to CTE, it puts over $144 million of available funds in 

play for CTE in Oregon. Additionally, programs are eligible to apply for the CTE Revitalization 

Grant and could receive up to $125,000 on top of other local grants that vary by location (Oregon 

Department of Education, n.d.). 

 Arneson et al. (2020) looked at Oregon’s CTE programs in-depth and found that it’s 

growing in the state, with urban schools’ programs growing at the fastest rate. Forty-three 

percent of the students who graduated in 2018 were considered concentrator+ students, which 

meant they earned two or more credits in one secondary CTE program. 

 Oregon’s students have shown some trends based upon gender. The most popular field 

among males was Industrial and Engineering Systems with over 40 percent of students 

participating in the cluster, while over 25 percent of males concentrated in it, and 10 percent 

reached concentrator+ status (Arneson et al., 2020). For females, Business and Management was 

the leader for participants at 30 percent, with 15 percent reaching at least concentrator status 
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(Arneson et al., 2020). However, the leader in Career Cluster for concentrator+ status for females 

in Oregon was Health Sciences with almost five percent of all female students in Oregon 

(Arneson et al., 2020).  

 The growth and funding have been accompanied by expectations. Oregon’s programs are 

required to meet program of study criteria as of 2013 (Arneson et al., 2020). This means 

secondary programs are aligned with postsecondary institutions to ensure students are being 

prepared for higher education as well as entry into the workforce (Arneson et al., 2020). 

 As has been the trend nationwide, 2018’s CTE concentrators graduated at an increased 

rate when compared to their peers and secured better annual incomes (Arneson et al., 2020). 

Oregon students enrolling in Health Science programs showed a positive correlation with CTE-

related benefits (Arneson et al., 2020). 

Calls for Future Research 

 Hasselquist and Graves (2020) studied mid-career CTE teachers with the goal of 

understanding how to better retain those in the field. They called for many directions of future 

research. One such suggestion was determining if enrollment or involvement in professional 

organizations is helpful with regards to influencing longevity and career satisfaction. A 

recommendation for looking into the importance of innovation with regards to teacher retention 

was suggested as well.  

 Park and Johnson (2019) called for additional research regarding Health Science teachers, 

specifically turnover intention, job satisfaction, and engagement.  

 Following their quantitative research pertaining to turnover intentions of CTE instructors, 

Song et al. (2011) suggested that detailed interviews and other qualitative methods be used in 

understanding the issue with greater detail. 
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 After looking at a successful healthcare education program that took place within the 

confines of a hospital, Thessin et al. (2018) urged research regarding the planning and structures 

of CTE programs to support the activities of greatest benefit. 

 Zing et al. (2019) provided wonderful longitudinal research with reference to the 

retention and attrition of CTE teachers, but suggested additional research should be conducted 

regarding the specific reasons why teachers leave the profession.  
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Chapter Three - Methods 

 This research was conducted in the form of a narrative study. This method of gaining 

information is common in research regarding education as it’s familiar to educators due to the 

story-type style (Clandinin et al., 2007). Narrative study allowed the participants to share 

information both about themselves, their program, their students, and their institution which 

readers can decipher and apply to their own situations. 

 As shown in the literature review, there is evidence regarding why education majors 

leave or never enter education. There is also research that shows the benefits of field trips, 

equipment purchases, and professional developments. This study was focused upon 

understanding how using these different expenditures could affect teacher satisfaction and 

therefore retention. 

 When Falk and Dierking (1997) were researching the long-term impact of field trips, they 

conducted interviews. These interviews allowed the researchers to ensure the responses were 

accurate. Each of the 182 participants were asked a list of the same questions. These questions 

forced respondents to put genuine thought into their answers instead of answering yes or no on a 

paper. Falk and Dierking asked respondents to generate specific lists and explain answers, which 

were then used to create quantitative data. In the current study, questions were asked to induce 

critical thinking that extended to specific details, but the questions and interviews were much 

more in-depth and probing than the seven-question format from Falk and Dierking’s study. 

RQ 1: What stories do Career Technical Education (CTE) Health Science instructors tell 

regarding funding as a mechanism for increasing Heath Science instructor career 

enjoyment/satisfaction and retention? 
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RQ 2: How do these stories shed light on the perceived barriers for current CTE Health 

Science expenditures?  

RQ 3: What potential solutions to the issue of retention and job satisfaction are 

illuminated by these stories? 

 The goals of this study were such that taking a narrative approach resulted in the  

useful data. The interviews were the data source. Determining what study participants found to 

be true for themselves while providing pertinent background should allow other CTE teachers 

viewing the research to apply the information in a valuable manner. Delving into the experiences 

of individuals allows interested parties to determine the best application to their specific situation 

and focusing on the stories of participants through interviews allowed for the identification of 

common themes which are applicable to the population.  

 Though focusing on Health Sciences, the research is intended to inform instructors from 

all different content areas within CTE. There are differences as to what will benefit instructors 

from different clusters, but that does not mean the following information will be of no value to 

other content areas. Additionally, because the information was gathered in a qualitative format it 

should be easier for teachers reviewing the study to identify similarities between their own 

programs and the examples studied. 

 It was important for this research to look at Health Science teachers from varying 

backgrounds to increase the number of readers who can apply the findings to their own 

situation/needs. Additionally, interviewing teachers who had chosen to stay in the profession as 

well as those who made the decision to leave was key to getting well-rounded responses.  

 The funding and associated limitations used for Health Sciences is applicable across all 

CTE programs. Instructors of CTE programs come with varied experiences and prior education; 
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as previously mentioned, CTE instructors can obtain certification through many routes (Advance 

CTE, 2018; Cohen, 2018).  

 The study focused on four individuals who had experience with Health Science program 

funding in secondary education. The interview questions used to guide conversations were 

written by the researcher. 

Participants 

 The three participants and critical informant for this study were assured they would 

remain anonymous to ensure their confidence in speaking freely. Interviews took place in 

comfortable settings where the participants were able to speak without concern of their responses 

being overheard by coworkers. All participants and locations are referred to using pseudonyms at 

all times to ensure their anonymity. 

Participant Backgrounds 

 Staci, Ryan, and Amy all taught at the same institution in Oregon. The school (Eolian 

High School) had between 1,000 and 1,500 students. The student body was 76% White, 13% 

Latinx, 8% Multiracial, 2% Asian, 1% Black/African American, and 1% American 

Indian/Alaska Native (Oregon at a Glance School Profile, n.d.). The population included 5% 

Ever English Learners, 11% Students with Disabilities, and 25% Free/Reduced Price Lunch 

(Oregon at a Glance School Profile, n.d.). I sought out these three participants for this study 

because of their similarities and differences. This group represents different genders, 

professional backgrounds, age ranges, and program history. 

 Staci was interested in education upon entering college. While in college, she decided 

that her passion might actually be in the field of physical therapy, but she pivoted back to 

education when she learned the physical therapy programs she would have to apply for upon 
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graduating had two-year waiting lists. Her early teaching career found her coaching multiple 

sports and instructing in science and health classes. She was not initially involved in Health 

Science; a Health Science position existed at the school she was working in, but another teacher 

was established in the role at the start of Staci’s career. When the rules for Health Science 

accreditation changed and the established teacher was not interested in adding the new 

certification to his license, Staci jumped at the chance to move into teaching Health Science. 

 The change required some extra work from Staci, however. In order to gain approval and 

receive funding, she had to complete 120 hours of observation in Health Science careers. She 

traveled to a number of locations and observed professionals over the course of a few summers 

to gain her accreditation. 

 After transitioning to Health Science as a focus, Staci remained in education for 

approximately 15 more years. During that time, she also taught science courses. She ran her CTE 

program and made yearly purchases with varying amounts of funding available. Her teaching 

space was a classroom that had been designed with science classes in mind. Upon retiring from 

Eolian High School, Staci remained associated with the program through a paid position as a 

mentor. She also mentored teachers at other nearby schools who taught a variety of subject areas 

at varying levels. 

 Ryan entered Eolian High School as a Health Science teacher with a very different 

history from Staci. He had never taught before nor studied education. His previous experience 

was working in the Health Science field as a personal trainer and CrossFit instructor. It was 

while working in this field that Ryan met some staff members from Eolian High School who 

were clients of his. Those relationships paved the way for Ryan to enter education as a coach and 

substitute teacher. Because he enjoyed those experiences, he made the move to become an 
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instructor in Health Science. He went through the approval process of submitting his field 

experiences to a panel and received approval to lead the program. Initially, Ryan was working 

part-time as a teacher while continuing to manage and operate a CrossFit gym. After a short 

time, Ryan decided to enter education full-time and stepped away from his other profession. At 

that point he started a master’s program to extend his license for the new career. 

 The career change was something Ryan took seriously as he pivoted away from working 

in the Health Science industry. He said he was interested in purchasing the gym he had been 

managing, but he and the owners were unable to reach terms on a deal. At that point he 

determined teaching could be the new challenge he was looking for. Ryan was at Eolian for 

approximately three years. 

 Ryan taught additional classes outside of Health Science while working at Eolian. His 

principal asked him if he would be interested in working with students who had difficult living 

arrangements outside of school, and he was excited to take on that challenge. The additional 

classes were something Ryan enjoyed pairing with his Health Science program. Ryan’s 

classroom was a windowless interior classroom that had been converted from a meeting space. It 

was Ryan’s intention to remain in education for a long time when he started at Eolian High 

School because he enjoyed the work and appreciated how it provided him with a continuous 

challenge. Ryan left education to pursue opportunities in his previous field that offered increased 

flexibility. When interviewed for this research he was working from home and was able to make 

his own schedule. He ended his teaching career at the end of the 2020 school year, right at the 

peak of the COVID-19 pandemic; however, Ryan said the pandemic did not play a role in his 

decision to leave. While he stopped teaching that June, he said the plan to leave education was 

something he and his wife had been thinking about and working on since the previous July.  
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 Ryan stated that his reason for leaving education was quite simple: he desired more 

flexibility than the rigid teaching schedule could provide. He said his decision was not related to 

making more money or because of anything that happened within his time teaching. When he 

started teaching, he was not married, but after starting at Eolian High School he married and 

started a family. In addition to having his own family, he said it was important for him to visit 

other relatives at times that a teacher’s schedule prevented. He stated clearly that he did not see 

any way that a career in education could have provided him with the flexibility he was seeking 

and said there is no possible change that would have kept him in education - funding or 

otherwise. At the time of his interview, he was still working as a coach in multiple programs at 

the school and had no intention of stopping. 

 When Ryan decided he was going to exit education, Amy was brought in to take over the 

program at Eolian. Like Ryan, Amy came from a career in Health Sciences. She brought 20 

years of diverse experience working as a dental hygienist. Amy had worked in clinics before 

running a non-profit organization in the same field. The non-profit experience led to her teaching 

at the collegiate level. While at the collegiate level she noticed that her students weren’t as 

prepared as she thought they could be. In her estimation, they lacked the background and study 

habits they needed. She entered public education after COVID-19 resulted in the suspension of 

her non-profit clinic. A friend of Amy’s had ties to Eolian High School and when a full-time 

position was presented as an option, she felt it was a good fit. Her own children were in the 

public education system and she wanted to lead students, so she accepted the position and began 

the process of gaining her teaching credential. At the time of her interviews for this research, she 

was working toward her master’s degree in education through an online program. 
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 Amy stepped into education in the midst of the pandemic. She taught online for 75 

percent of her first year in education. When contacted for this research, she had spent as much 

time teaching online as in-person - about 27 weeks. Her classroom was new construction and 

specifically designed for teaching Health Science courses. The space opened directly into the 

training room at Eolian. At the time of her interview, she had not yet been able to get students 

outside of the classroom for field trips due to pandemic-related regulations. Amy also had not 

taught any classes outside of Health Science. 

 The critical informant, Ron, served as an assistant dean in a community college while 

overseeing Perkins funding as the regional coordinator in his area. Ron oversaw the expenditures 

of all CTE teachers in his region and decided whether requests could be approved or denied in 

matters relating to Perkins expenditures. He had prior experience in CTE as he spent 17 years 

teaching before taking a position in administration. While he had worked as a CTE instructor, it 

had not been in Health Science nor in the region he oversaw when interviewed. 

 The interviews with the participants and critical informant were free-flowing and 

conversational. At or before the initial interview, each participant signed the necessary forms for 

IRB approval. The first interview with participants served as an opportunity to hear the stories of 

the individual and get relevant background information. The participants explained their own 

histories and shared regarding their successes and issues in teaching with a specific focus on 

funding. At the conclusion of the first interview, participants were offered the opportunity to 

remove anything from the record. A second interview took place during which clarifying 

questions were asked based upon the first interview’s responses. The second interview started 

with a summary of the previous interview and gave participants an opportunity to clarify any 

misunderstandings. During the second interview, the participants were able to dive deeper into 
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their stories and also gave their suggestions to future teachers of Health Science. The interviews 

ranged from approximately 40 to 60 minutes, much like the focus group Hasselquist and Graves 

(2020) conducted while looking at CTE teacher retention.  

 Each interview was recorded on two separate audio devices for redundancy and then 

transcribed on a personal computer owned by the interviewer. At no point were any of the 

participants recorded in a video format. The audio recordings were stored and transcribed on 

personally owned technology that is the property of the interviewer to ensure participant 

anonymity. Participants were assigned a pseudonym for the study and their real names were 

never printed or used in any way, including in interview transcriptions. 

 After each interview, special note was taken of the body language and inflection of 

participants. Notes were written by hand during the transcription process, regarding the inflection 

that participants used surrounding specific topics. Additionally, notes were taken regarding the 

general body language during topics. Nonverbal indicators were important to this study because 

it focused on the feelings of the participants. Body language may give as much information about 

a subject as the words used. Initial coding took place between interviews; the methods used for 

this process are found in Saldaña’s The Coding Manual for Qualitative Researchers (2021). First 

cycle coding results guided interview questions that were asked in subsequent interviews. One 

method used in this first cycle was In Vivo coding to identify key terminology that was being 

repeated by interviewees. These keys terms were then used to guide the questions asked during 

the subsequent interview. For example, the coding showed after Ryan’s first interview that 

mentoring was a consistent term/topic, so there were questions focusing on his mentor/mentee 

relationship with Staci. The consistent topics of conversation from the three participants was then 

grouped together to reveal themes that were evident throughout the six total conversations. 
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 Power dynamics were not in play as none of the participants were my subordinates. In no 

way was my position going to affect the funding of Amy’s program, so she was be able to speak 

freely. Ryan and Staci were in no way affected by me or anyone else in education as they were in 

a separate industry and retired (respectively), so there were no ethical concerns with them. Ron 

was also not affected by my decisions in any way.  
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Chapter Four - Findings 

 Many common themes were revealed by the research. Though the participants had varied 

backgrounds and entered a profession in education years apart, they shared similar experiences 

and opinions regarding instructor satisfaction/retention and use of funding. 

Challenging Profession 

 There were a number of ways that the participants found the profession challenging. All 

three mentioned early and often that the curriculum was difficult to create. Despite her existing 

background in teaching, Staci found the process difficult because there wasn’t a set curriculum at 

the state or national levels that already existed. Though she mentioned there being standards, the 

curriculum was something that she had to generate without much guidance regarding topic 

inclusion. Staci attempted to help her fellow Health Science instructors with this as often as she 

could both before and after her retirement by sharing what she had created. 

 One of the people Staci shared her curriculum with was Ryan. Ryan said that while 

inheriting curriculum was a helpful start, it didn’t make the job easy. When asked how difficult 

he found teaching upon entering the profession, he deemed it an eight-out-of-10 because of 

curriculum creation. In addition to Staci, he received curriculum from other places, but no matter 

the original source, he talked about the significant effort he put into modifying it to fit his own 

style. He said there was literally never a time where he presented content without tailoring it to 

his own needs in advance. Part of the difficulty stemmed from being new to education and trying 

to implement teaching strategies. Ryan said it took some time, but after about 18 months the 

difficulty associated with teaching dropped from an eight to a four- or five-out-of-10 because he 

got into a routine at that point. 
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 Amy also inherited Staci’s curriculum, but had a different problem to face: online 

education. The first year Amy taught was mid-pandemic, so her classes were online. She found 

herself attempting to take existing curriculum and modify it to work in a very different situation. 

Amy specifically stated that creating curriculum was hard because of the standards to which 

different classes/programs had to adhere. Students’ option to earn college credit and CPR/First 

Aid certification in some of her classes made creating curriculum more difficult. She specifically 

stated that she spent many late nights getting her content ready for students. 

 Much like Ryan, Amy listed converting the material to fit her style as being a significant 

obstacle when preparing for class. Upon starting in the profession of teaching, she said that some 

days the difficulty was a 10-out-of-10. This was not only because she was new but also because 

of the pandemic, which was requiring her to teach online and meant her students were unable to 

visit some of the locations for which the curriculum had been designed. Much like Ryan, Amy 

said the job got easier with time as she was able to dial in the content. 

 This is particularly relevant as there are opportunities for instructors to use funds on 

existing curriculum and professional development to assist with creating content. These 

expenditures will be considered in more detail later in this research. 

 Interestingly, all three of the participants stated very clearly that the challenge was 

something they appreciated. Staci liked the opportunity to create hands-on classroom scenarios 

for her students, despite the lack of existing structured curriculum. Ryan said he liked a 

challenge, and that he made the curriculum process more difficult than it needed to be in order to 

be sure his content fit his presentation style. He wanted to know every little detail regarding a 

lesson, which sometimes made curriculum creation easier and sometimes made it harder. Amy 

described the challenge of creating curriculum as something that kept being a teacher from 
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getting boring. In fact, she intended to continue tinkering with curriculum endlessly because she 

felt removing this challenge would make her job less interesting. 

Rewarding Work 

 Something else that was stated repeatedly by the participants was how rewarding the 

profession was. Staci had the most to say in this regard as she was the most experienced of the 

participants. While teaching in general is often referred to as being rewarding, Staci explained 

how there were aspects of teaching Health Science that were rewarding in ways with which few 

other content areas could relate. Something a Health Science teacher can experience in the first 

year of teaching is seeing students find clarity and direction for their future as a result of their 

experiences, which was something Staci mentioned having enjoyed from her career. She said 

students determined career direction through experiences, both enjoyable and otherwise. Staci 

also appreciated seeing hands-on learning work with students in her classroom. 

 Ryan specifically mentioned how rewarding he found it to make an impact on kids’ lives 

beyond what he was teaching or coaching. He enjoyed mentoring students and helping them 

through difficult times. In fact, Ryan even took on a class outside of Health Science working 

with kids who had difficult home lives and listed that as one of the greatest things he had a 

chance to do in teaching. 

 Amy’s most rewarding moments had been related to student learning at the time of her 

interview. She specifically listed the ‘aha moments’ as being particularly rewarding for her. She 

enjoyed when students understood something new and said that it was more rewarding than what 

she had experienced working in the industry. While she found it rewarding cleaning the teeth of 

someone who was in desperate need, she found teaching offered her something a dental clinic 

couldn’t. 
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 Considering participants’ feelings regarding rewarding opportunities is an important 

aspect of this research. Determining how instructors use funds to create rewarding opportunities 

will be addressed later in this research. 

Importance of Hands-On Learning 

 As would be expected in most Career Technical Education clusters, Health Science 

appears to benefit greatly from offering hands-on learning. Staci created a lot of curricula over 

the course of her career, and she tried to include hands-on learning often. In-class labs like 

dissections were a big part of what she offered to hold the interest of her students. Additionally, 

she enjoyed using simulation kits to increase interest and help students deepen their 

understanding of what patients would be going through. 

 Amy inherited these materials and lauded the benefits of the simulation kits. Using 

simulation kits to show students what someone with cataracts would be dealing with was 

invaluable, in Amy’s estimation. Amy said: 

The reality is the kids that are in [Health Science classes] are going to treat more older 

people than they're going to treat people that are our age. And so [there are] things like 

glasses that simulate macular degeneration and cataract issues. And then [we have] 

awesome gloves. I've played with them, that you're trying to open things and hold things 

and they simulate arthritis, or loss of dexterity, and there's one that's mobility with 

walking to understand where they're coming from. So I love doing that kind of stuff, 

because [the students] get super jazzed about it. They enjoy that. 

 The students not only learned, but also enjoyed the activities. That was important because 

Amy explained how much she enjoyed her students’ enthusiastic reactions to these hands-on 

lessons. 
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 Considering how funding is used to create opportunities for hands-on learning will be 

considered in greater detail later in this research. 

Impact of Professional Relationships 

 In their own unique ways, each participant made it clear that relationships with peers 

were instrumental to both their success and their enjoyment in teaching. Each had very different 

ways of sharing this and very different relationships. 

 Staci explained that within a building the Health Science teacher is on a proverbial island 

because there aren’t other instructors sharing classes or content (in most cases); however, Staci 

benefited from relationships in spite of this. When Staci took on Health Science and worked to 

get the credential added to her license, she had to put in a lot of extra work. To her benefit, she 

wasn’t alone in this. Two other teachers from her region were going through the same process 

and a friendship was formed. The trio would meet together at the local community college for 

events and enjoyed sharing content and ideas with each other. Throughout her time in teaching, 

Staci remained close with those teachers and was still in contact with them even after her own 

retirement, sharing information and remaining friends. Staci was thankful that her local 

community college kept bringing them together for trainings from industry professionals and for 

related events. There were stories she told about the three of them visiting CTE-specific schools 

as part of professional development to see what other programs were doing. She found those 

trips valuable and said the trio took pride in their successes as a group. 

 After retiring, Staci became a key relationship for both Ryan and Amy. Initially, Staci 

was involved with an official mentoring program through her former district, and Ryan was one 

of her mentees. Ryan described his relationship with Staci as being hugely important when he 

was new to teaching. She provided him with all of his content for multiple classes and was a 
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huge help with curriculum. He said she visited his classroom weekly for two years and provided 

helpful tips and tricks. They were in contact with each other a lot through text messages, emails 

and face-to-face meetings. In fact, Staci was even willing to oversee the expenditures of Ryan’s 

program for him. As he explained it, she offered to help him by determining what the program 

needed and going through the appropriate channels to spend the right amount of money on 

approved expenditures. Ryan said he always agreed with her purchases and found it to be both a 

relief and a blessing to not worry about money when he was starting out. 

 Staci and Ryan’s relationship was an example of how funding can be used to build 

meaningful relationships for the new instructor. Staci was not a volunteer mentor. Ryan’s district 

paid her a stipend to perform that role. 

 Ryan also had relationships with other teachers in the building, though they did not have 

the same impact on him that Staci did. Ryan specifically stated that he formed relationships with 

co-workers through coaching, professional developments, and in-building Professional Learning 

Communities (PLCs). These relationships allowed him to ask people for advice, observe other 

teachers as they were teaching, have places to eat lunch, and enjoy his time in the workplace 

more. Ryan did not feel these three types of relationships were equally valuable. This is an 

interesting consideration for decision makers regarding funding as only the relationships formed 

during his professional developments had an associated cost. 

 Amy’s experience had been quite different from the other two. Though she worked in the 

same building, she started during the pandemic and therefore was teaching without others around 

her. Staci served as her unofficial mentor and Amy was very appreciative of that, but so much of 

what she took from Staci had to be modified for classes taking place online through Zoom. Still, 
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Amy said there was no one else she would go to when she needed help. This role was no longer a 

paid position for Staci. She was helping Amy without receiving a stipend. 

 Another way in which Amy differed from Ryan and Staci was that she could not get 

assistance from other programs or create relationships with teachers having similar experiences. 

While Staci talked and emailed with two fellow Health Science teachers and Ryan had fellow 

coaches and co-workers to meet with, Amy felt as though she lacked those supports. In her 

second year she found some online resources that she found incredibly helpful. A group on 

Facebook provided the space for her to have relationships with peers at no cost to her program. 

She found that helpful as it allowed her to ask for help from other teachers. Specifically, she 

found it reassuring and validating to hear from teachers who were experiencing some of the same 

issues. When she first began teaching, Amy said she had some self-doubt, so it was also helpful 

to her confidence hearing that others were using similar methods to her own. One relationship in 

particular helped Amy. She found a teacher who worked about an hour away to share content 

with and ask questions. While she had not yet met that teacher face-to-face when interviewed, 

she looked forward to meeting him and his family in person once pandemic-related concerns had 

subsided. 

 The need for professional relationships was made clear by all participants, but they had 

reached those relationships in varying ways with varying financial burdens. Staci’s trips with 

similar teachers from the local area required paying a substitute, Ryan’s professional 

developments with in-building teachers took place in the summer but included travel and a 

conference fee, but Amy’s joining of a Facebook group could have been accomplished before 

her teaching career started at no cost had she been informed about the group’s existence. 
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Excitement/Passion for Teaching and Health Science 

 Having a passion for education and an excitement regarding Health Science was 

something that all participants alluded to in different ways. Staci spoke not only of her own 

excitement regarding the content, but also touched upon how important excitement was in some 

of the new teachers she mentored after retiring. 

 Ryan spoke about his excitement for teaching and learning new skills. He specifically 

recalled being thrilled to take new teaching techniques and strategies he had learned and 

implementing them into his own instruction. 

 A similar excitement was clearly perceptible when listening to Amy. While discussing 

one of her favorite units she taught which used hands-on equipment, she literally stopped herself 

and apologized for getting too excited about her content. 

 The critical informant, Ron, was particularly pointed about the importance of excitement 

in teachers of CTE programs. He said it was his observation that successful teachers who stayed 

in the profession of education tended to be excited and open to creating for their program. He 

also said new teachers should be passionate about what they were doing and ready to go after 

new challenges to make the program better as a result of their energy. 

 Later in this research we will consider how this excitement can be cultivated through the 

use of funds. 

  



RUNNING HEAD: CTE FUNDING AND SATISFACTION    47 

 

Common Expenditures 

 With regards to expenditures, each participant and the critical informant had interesting 

perspectives concerning how funding should be used. All participants said their enjoyment and 

level of feeling rewarded by teaching was directly affected by the positive outcomes experienced 

by their students. With this in mind, the following sections will look not only at how the money 

directly affected the instructors, but also how it affected the pupils in their classes. As previously 

mentioned, there are three common expenditures on which instructors find themselves able to 

spend money: field trips, equipment purchases, and professional development. 

Field Trips 

 Staci said her expenses for field trips included travel and registering students for events. 

She would suggest to other Health Science instructors that they take students to career fairs and 

on tours of industry facilities. These events were beneficial to the students as they gained interest 

and found questions they would like answers to, but were also beneficial to the instructor. Staci 

said field trips allowed instructors to ask industry members for guidance. Ryan shared a similar 

sentiment, noting that instructors benefitted from the new perspectives that could be revealed on 

a field trip. 

 There were also some limitations shared by both Staci and Ryan when discussing field 

trips. Staci stated that field trips were mostly good, but that the teacher had to be prepared to step 

in because someone else was in control. This was a sentiment shared by Ryan. He listed a 

number of limitations related to logistics. Scheduling was an issue, but his bigger issues/concerns 

were related to the unknown surrounding field trips. He specifically discussed relying upon other 

people to take care of the students and the schedule. There was stress associated with hoping 

industry members would stick to the plans. 
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 There were some alternative options that participants listed with regards to field trips that 

both limited stress and financial expenditure. All three participants had used - or planned to use 

following pandemic-related restrictions - student observations as an alternative to field trips. 

Instead of setting up field trips with bus rides, meals, and entry fees, the participants would find 

local options that students could visit individually or in small groups. Staci had her advanced 

students fill out the appropriate paperwork to travel to local Health Science-related locations 

(dental clinics, pharmacies, physical therapy offices, etc.) during class time. These experiences 

were part of the curriculum that Ryan and Amy received from Staci, although Amy had been 

unable to send students out because of COVID-19. Both Ryan and Staci discussed how this 

required work outside of class time. Staci described making many phone calls to get these 

experiences set up, but felt the time was worth it. Students were able to learn about what they 

were interested in due to the individualization of the experiences. Staci had students list their 

interests and then attempted to provide them with related locations. 

 Another alternative that the participants had experience with was bringing in volunteers 

to speak to classes. According to the participants, these guest speakers do not require use of 

funds. Staci did recall using funds to pay a nurse to teach certain topics early in her career, but 

that changed as she earned the necessary credentials to teach those things herself. 

 The guest-speakers option allowed Staci’s students to hear from experts without the 

hassle of coordinating an entire field trip. Ryan also pointed out that guest speakers were able to 

keep kids interested with their unique knowledge. Something else he appreciated was the way 

they allowed him to teach in a different manner by asking his own questions and moving about 

the room while a new face presented to his students. 



RUNNING HEAD: CTE FUNDING AND SATISFACTION    49 

 

 Another benefit Staci reported was having speakers lead hands-on activities related to 

their field of expertise. Amy also found this to be helpful and specifically pointed to a nurse who 

came to her class and showed the students the process for infection control. 

 All of the participants reported that hearing from professionals in their classrooms 

resulted in their own learning. Staci recalled having one guest speaker that the students weren’t 

taken with but said he still made some good points and she learned a bit from him herself. 

Equipment Purchases 

 Purchasing equipment was frequently discussed by the participants during interviews. 

Staci noted how purchasing equipment had allowed her to teach content on her own timeline. 

She could include more hands-on learning opportunities for students. Amy had access to the 

same simulation kits Staci had used and reported many similar positives; however, Amy went 

further when listing the positives of having constant access to equipment in her classroom as 

helpful, stating she was able to teach at her own pace and combine simulations for specific 

lessons. The equipment was valuable enough that Amy added to the program’s collection of 

simulation kits at the end of her first year. 

 Simulation kits were far from the only equipment the participants listed when discussing 

purchases. Staci said she had used money on equipment that allowed her students to experience 

dissections without the unfortunate odor that usually accompanied such labs. The purchases were 

reusable and readily available for class when needed. Amy praised this equipment as well. 

 The expense surrounding equipment purchases was consistently mentioned, as all three 

participants recalled having grouped students together because the program couldn’t provide a 

one: one ratio of equipment to students. 
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 Ron had a lot of experience with guiding instructors in purchasing equipment. He 

specifically mentioned how different CTE programs had differing levels of need in this regard. 

Something of importance Ron mentioned was how new instructors hadn’t always known what a 

program needed. Ron hoped to see instructors leading phenomenal programs and said that it 

often meant they had great equipment. In his estimation, having better equipment available 

raised the bar for the program and resulted in a better experience for the students who were 

taking the classes. 

 Ron also explained how there were alternatives to purchasing equipment. In many cases, 

new programs in CTE could rely upon the curriculum and equipment of a nearby community 

college. Approved CTE programs were associated with a mentoring college, which could greatly 

influence what was taught as well as what equipment was available. With regards to Health 

Science specifically, Ron mentioned how the college had employed a traveling nurse who could 

teach lessons at nearby schools. Ron said programs often purchased their own equipment to 

avoid being reliant upon the community college after a few years, but that it wasn’t necessary. In 

theory, a program could continue using the equipment and expertise provided by the college 

indefinitely.  

 The college had also provided equipment in a different way, according to Ron. 

Sometimes college programs had upgraded and sent the older equipment to a local program in 

need of it. He specifically recalled one Health Science program that was starting up and wanted 

to create spaces that replicated medical facilities. They purchased curtains to hang from the 

ceiling but waited and received hand-me-down medical beds at no cost when the community 

college upgraded its equipment. 
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 One other way Ron had seen programs get equipment was by acquiring canned 

curriculums. Ron said that these curriculums were available for purchase and were often 

accompanied by associated equipment. While it was still an expense, he said these purchases 

could be a solid way for a new instructor to get started in a program with both curriculum and 

equipment purchased together. 

Considering Ryan’s Equipment Purchases 

 Ryan never decided how his funding should be spent. Staci offered to take care of the 

equipment purchases for him early on, and Ryan was happy to have that off his shoulders. In 

fact, Ryan even suggested all new teachers be offered the choice of having a mentor handle 

spending. 

 However, examining some other statements from Ryan lead to questions as to whether he 

may have benefitted from taking charge of his own spending. Again, he saw the value in those 

purchases, as he said, “I've [taken] first aid, you know, a bunch of times, which is great, and it's 

necessary, and I think that's a skill that should be at the top for all the kids; however, it's just not 

my wheelhouse to really get deep into it.” Though Staci was able to use purchases to maintain 

the direction the program had been headed in, Ryan shared some of his ideas for future spending 

which were quite different from the items that were purchased. 

 While simulation kits, replica skeletons, CPR dummies, and other hands-on purchases 

were helpful to Ryan when it came to running his classes, he listed two expenditures very 

quickly when asked what he would have added had he remained in Health Science: a sauna and a 

cold tub. 

 Though Staci’s background was as a teacher and she had not worked in a Health Science 

field, she did get her certification to teach First Aid classes. Ryan’s background was very 
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different from this. He came from a career in personal training. His area of focus and expertise 

surrounded healthy lifestyles. He was an expert on nutrition and recovery. Listening to him talk 

about the benefits of using a sauna made it clear he was passionate and excited about sharing the 

information with students. As previously mentioned, Ryan had learned about the science behind 

using a sauna and cold tub, shared it with his students, and was happy with the response. 

Purchasing a sauna is a big commitment for a program, but Ryan felt it would be worth it. He 

already had a number of teaching strategies in mind for his classes. While the lessons learned 

would be relevant to working in Health Science, Ryan also felt like his students would be able to 

learn lifelong information that would benefit them individually, no matter what career path they 

chose. He’d been planning it in his mind and said he had 10 weeks worth of content that centered 

around having access to a sauna. Even without an actual sauna in his program, Ryan said the 

students had been excited when he presented his content. 

 Beyond using the sauna in his teaching, Ryan looked forward to the entire school 

benefitting from the purchase. Ryan felt it would help with athlete recovery. He envisioned 

teachers using it after school and was confident there would be a sign-up sheet because it would 

be so popular. And those were just a couple of his ideas, as he said he felt like he had 15 other 

uses for it as well. 

 While he had planned on looking into those purchases after phasing out his mentor, he 

made the transition out of education first. It’s impossible to say that purchasing a sauna would 

have changed his future in education, but when asked for his suggestions to assist in the shortage 

of Health Science instructors, he listed providing freedom and flexibility to modify curriculum as 

being key to creating instructor incentive to remain in education. “I think the more freedom you 
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give them to modify things definitely creates incentive [to stay],” Ryan said. Freedom and 

flexibility could also be related to the purchases made for a program. 

Professional Development 

 Professional development (PD) was where the participants had the fewest shared 

experiences. PDs vary greatly in style and substance. Staci’s experience led her to be careful 

when choosing a PD to attend. While some were good, she had also attended PDs where she 

didn’t find the content beneficial. Staci also said that the best part of many PDs was meeting 

people. Some of those people were teaching the same things she taught and others were members 

of industry. In either case, she found it valuable to get email addresses for asking future 

questions.  

 Ryan attended one professional development during his time in education, but he 

attended it twice. The Advancement Via Individual Determination (AVID) Conference was 

something Ryan felt had been incredibly important for him as a new instructor. He was new to 

teaching and said he benefitted greatly by learning teaching strategies from the sessions he 

attended. During his time at the AVID conferences, he took a lot of notes and was excited to 

implement the strategies upon returning to work. 

 While Amy had not attended an AVID conference at the time of her interview, she had 

recently returned from the national conference for CTE instructors. She said that had been good 

for meeting people and getting resources. 

 One technique Staci applied as she became more experienced was discussing the 

available options with instructors at the community college level. She said they were often able 

to guide high school teachers to the best professional developments in specific content areas. 

Ron had another solution regarding a shortage of useful PDs. As part of his role overseeing 



RUNNING HEAD: CTE FUNDING AND SATISFACTION    54 

 

funds, he heard from many instructors about the professional developments they were hoping to 

attend. He said he often received emails from teachers about a conference, looked into the 

conference himself, and then emailed the information to other teachers of similar content to 

provide them the opportunity as well. 

 Ron also explained that he didn’t consider conferences the best type of PD in most cases. 

While he did say conferences were great, he believed trade shows were better. He explained that 

trade shows offered instructors opportunities to see what was new in their field. In changing 

industries with new technology, this could be particularly effective. 

 Low-to-no cost options were also listed by participants as alternatives to traditional PD. 

Staci recalled going to her local community college for trainings to learn new skills from local 

industry personnel. The community college would facilitate and organize it and local instructors 

could simply attend without much travel or expense. Ryan’s experiences mimicking professional 

development took place within schools. Ryan recalled visiting the Health Science programs from 

other schools in his area. He felt this was incredibly beneficial, and it didn’t require registration 

or major travel; these opportunities were scheduled and organized by the administration in 

Ryan’s building. Ryan reported that he designed his program based on what he learned while 

visiting other schools. 

 Amy did much of her learning through her computer. She said she had resources like the 

National Consortium of Health Science Educators to learn from and reported relying upon the 

STEM Hub in her region. Amy and Ryan also explained that they benefitted from their online 

master’s courses. These had to be completed for their personal accreditation as required by the 

state’s Department of Education, but the result was something that benefitted the program at no 

cost to the institution. 
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Funds Affecting Satisfaction and Retention 

 Participants’ responses shed light on the ways instructors find enjoyment in Health 

Science education and showed how funds were commonly used. The following section looks at 

how those responses can be intertwined.  

Generating Excitement 

 During the interview process, participants exemplified different ways using funds can 

facilitate instructor excitement. Staci was already excited to begin in Health Science when she 

moved into the position, but she also explained how her time observing professionals in the field 

gave her some great experiences to share with students and affected her feelings toward her own 

program. Staci still remembered her experiences well and said, “I got to go over to [Nearby 

Town] - this is my favorite one - the Cath Lab, which was incredible. I got to see them do a stent 

in a guy's heart. And I saw a femoral artery stent. And a vertebroplasty, which is incredible. 

Barbaric, but cool.” Though her initial exposure to industry didn’t have a direct cost associated 

with it, some teachers may have to travel or pay entrance fees for professional developments to 

mimic her experiences. It was also clear in talking with Staci that her excitement had often 

coincided with the excitement of her students, so using funds to facilitate student excitement 

through field trips was valuable to her. 

 Ryan was excited when he learned new teaching strategies while at conferences. In a 

related way, he was also excited to share new information with his students. While new learning 

may come from professional development for many, Ryan also acquired new information 

through his online master’s program. For example, because of his background, Ryan was already 

aware of saunas being beneficial to people’s health; however, in his master’s program, he learned 

more about the science behind saunas and the impact they had at the molecular level. He was 
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excited about this new information and incorporated it into his curriculum. The students were 

also excited about it, and had Ryan remained in teaching, he was hoping to add a sauna to his 

program through the use of federal funds. 

 This idea of equipment purchases and instructor excitement being tied together was also 

clear in talking with Amy. She showed enthusiasm for the unit she taught about geriatrics and 

reported using her funds on simulation kits that helped her create interesting lessons and teach 

through meaningful experiences. 

 Ron had a lot of experience with instructors using funds for professional development 

and equipment purchases, and he explained how he had seen each of these expenditures generate 

excitement in instructors. Ron said instructors hired into an approved program often started 

making equipment purchases resulting in excitement. He had seen instructors begin to mold 

programs to their own interests through purchasing equipment. It’s his observation that a new 

instructor would alter the program to fit their interests resulting in instructor satisfaction. 

 Regarding professional development, Ron tried to get groups from the same school to 

attend conferences together. When it was feasible and funding allowed, Ron would send 

administrators and counselors along with the instructor to conferences like the one Amy 

attended. He had found that having a group attend led to increased excitement and a shared 

vision for the program that extended beyond the individual teacher. Having a group from the 

school sharing the excitement was important to Ron. Additionally, Ron found that learning new 

techniques and technologies could also make a difference in teacher excitement and retention. 

One story Ron told that emphasized this point was about a CTE teacher who was sent to 

Concrete World: 
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I had a shop teacher [at] one of the rural schools [who] was going to retire because not 

only was he teaching construction [and] automotive, he was also the head football coach. 

All sorts [of] pressure. And I sent him to concrete world [and] he came back, “[Gosh], 

this is so cool!” And he learned all about live-edge wood and resin and all sorts of stuff 

other than concrete. So he stuck it out for two more years [and] then he retired. 

 Ron had never been to this annual conference himself but had heard great things from 

other attendees in the past. 

 Ron also explained how professional development and equipment purchases went hand-

in-hand when it came to generating excitement. Teachers would learn about new equipment at a 

professional development, become excited about the prospect of using the equipment, and then 

use funds to make a purchase for their program. Ron also paired the two by sending teachers to 

trainings for their new equipment following a purchase. This increased excitement as they 

learned the nuances and it ensured instructors would carry their excitement into the classroom 

instead of letting the equipment sit unused. 

Helping Overcome Challenges 

 Ryan made it clear that he felt his experience attending professional developments helped 

him with learning to build his curriculum. Ryan said he learned teaching strategies while at the 

AVID conference that made him more comfortable and confident in the classroom. He said he 

took copious notes and merged the techniques with his own content upon returning from the 

conference. This was not without its downside as he reported needing to spend additional time 

working outside of contract hours on curriculum creation, but he did say he was excited to 

implement the strategies. 
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 Amy said the biggest benefit from attending the CTE conference was meeting other 

attendees and being able to get resources for later. She noted how there was representation for 

the online Facebook group which she had found so valuable. Additionally, she said that being 

able to talk with other teachers face-to-face about the challenges and what they were doing in the 

classroom was validating. She gained confidence in her own ability as a teacher. 

 While none of the participants had experience with using funds on a canned curriculum, 

Amy said she wished she had, and Ron stated that it could be valuable for new instructors. Amy 

said she would suggest new teachers use funds on standards-based curriculum. Much of what she 

inherited from her mentor required updating, and a new curriculum would have helped her with 

that early challenge. For teachers who were not provided with material to adapt, canned 

curriculum may be beneficial for providing them with a starting point, Ron said. 

Creating Professional Relationships 

 It seems clear that the most common way professional relationships were created through 

the use of funds was in the form of professional development activities. Staci went on trips with 

groups from Eolian High School that included her principal. Later, Staci listed her principal as 

someone she frequently talked with about her program. Ryan said the relationships generated 

during his trips were very important to him. He listed three main types of relationships with co-

workers: those created through coaching, those created through professional learning 

communities (PLCs), and those created through trips/professional development. Ryan said the 

in-building relationships he formed with fellow coaches had been most important to him, but 

listed his friendships created through professional development as being second. During his trips 

he had roommates he got to know better, spent time with his administrators, and was able to 

socialize with other co-workers. Following those trips to conferences he felt comfortable asking 



RUNNING HEAD: CTE FUNDING AND SATISFACTION    59 

 

the associated co-workers for advice and would sometimes sit in on their classes when time 

permitted. 

 Amy also listed professional development as being a key to meeting people in similar 

professional positions. She had not been able to find such an opportunity for face-to-face 

meetings during the pandemic. Amy listed a small group from Eolian High School who attended 

a conference and said they enjoyed spending evenings together. In her opinion, it is important to 

have a few relationships in the building, and that conference assisted with that. 

Creating Hands-On Learning Opportunities 

 All participants and Ron talked about the importance of having equipment readily 

available for hands-on learning. Amy said she felt purchasing equipment was the most important 

expenditure for Health Science teachers because it made classes hands-on. Ryan also listed 

purchasing equipment as being the most important expenditure for Health Science teachers with 

regards to instructor retention. While there were some alternatives listed by participants such as 

guest speakers and field trips that have equipment available, the only way participants were able 

to list as definitely making class more hands-on was through purchasing equipment. 

 Professional development may have a place in the discussion, however. Ron explained 

that sometimes a piece of equipment would get purchased and sit untouched because the 

instructor didn’t actually know how to use it, which was why he encouraged instructors to attend 

equipment-specific trainings when making large expenditures. So, while professional 

developments may not make classes hands-on all on their own, in some cases they play a role. 

  



RUNNING HEAD: CTE FUNDING AND SATISFACTION    60 

 

Creating Rewarding Experiences 

 Amy stated that student enjoyment resulted in instructor enjoyment. With that in mind, 

this section looks at how the different types of expenditures that resulted in participants 

witnessing students’ learning and enjoyment. 

 Staci listed seeing effective hands-on learning as rewarding. She also said being able to 

provide students with certifications like Basic Life Saving (BLS) first aid had been gratifying to 

her. These rewarding experiences were achieved through equipment purchases in her classroom. 

She used funds to purchase first aid mannequins that provided students with hands-on 

opportunities and the official certifications. 

 Much of the same was true for Amy as she said her students’ best learning had taken 

place through hands-on activities. In addition, Amy said choosing the correct equipment ensured 

students would learn the most important lessons. 

 With regards to field trips, Staci said that seeing students find direction and clarity for 

their futures had been satisfying. She felt their experiences in the field were a very important 

factor in this. She told stories about students who realized they did or didn’t like a career after 

spending time in the field. It felt rewarding to Staci to see her students make wise decisions for 

their futures based on the experiences her class provided. Additionally, she saw them returning 

from field experiences with new-found questions and increased excitement. 

Participants’ Advice to New Instructors 

 Whether it was while reminiscing on the start of their own careers or thinking about what 

should be the case for the start of future instructors’ careers, participants shared information that 

gave insight into what would be beneficial to new teachers. 
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Form Meaningful Relationships 

 From her own experience, Staci found a number of valuable relationships that helped her 

when starting in Health Science. Right from the start she formed a relationship with local Health 

Science teachers through her certification process. Staying close with them was clearly important 

to Staci’s enjoyment and success in the Health Science discipline. Also, during the certification 

process, she met with an advisory committee which was comprised of local healthcare workers 

and community college educators. As she moved forward, Staci consistently spoke with 

professionals in the field for guidance on equipment purchases and reached out to find local 

experiences for her students. These experiences led to Staci suggesting that new teachers meet 

with people from the industry, meet with community college instructors, and talk with teachers 

from other districts. In many cases, these conversations revolved around the use of funding. Ron 

agreed with much of that, as he encouraged new teachers to have an advisory committee and to 

take advantage of the expertise available at local community colleges. 

 Ryan said visiting with teachers from other districts directly influenced his own program. 

Ryan patterned his program after one he saw when visiting a local high school. He met with the 

teacher to ask questions and brought back a copy of the curriculum to use in his own setting. 

Mimicking an existing program may mean needing to make similar financial investments into 

the program. Ryan also became close with multiple co-workers and found value in those 

connection. It is important to create these relationships with peers, according to Ryan, and 

attending professional developments assisted him in that. 

Understand Funding and Limitations 

 Something the participants and critical informant made clear was how important it is to 

understand how funds can and cannot be used. Amy suggested that all new Health Science 
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instructors learn how funding works early on. Experience running a non-profit had prepared 

Amy for this, but she made it clear that learning the specifics of what the different funds were 

eligible for was important. 

 Ron echoed this. In his role, he oversaw the use of Perkins funds for the region he was in 

charge of and explained that each district and region had done things differently. The region Ron 

was in charge of set aside a percentage of funds to be spent on professional development each 

year. While schools were given a specific amount of money to spend on their programs, teachers 

were able to attend conferences, trainings, or trade shows at no additional cost to their individual 

program, school, or district by tapping into the separate funds. That money was set aside for 

professional development and could not be used for other purposes, so teachers in Ron’s region 

didn’t need to decide between equipment purchases and professional development in many 

cases. Learning this could result in new teachers having access to more funds than they initially 

realize. 

 Along with attempting to understand how funds can be used, communicating with the 

professionals who oversee those funds is also advisable. Ron explained that Perkins funds were 

not eligible to pay for membership dues, but that many times annual dues were included in the 

cost of attending a conference. Perkins funding could be used to send teachers to the 

conferences, so the dues were covered in that way. In addition, Ron explained that he often 

communicated with community college instructors regarding the high school teachers’ planned 

purchases. He discussed the equipment they were planning to buy and got input surrounding 

other available options, which was beneficial to the high school and its instructors. 
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Concluding Thoughts 

 It was clear based on participant responses that many different factors played a role in 

CTE/Health Science teacher enjoyment/retention. Both long-term and short-term rewards with 

student achievement were valuable to the participants. Determining how the use of funds can 

create rewarding experiences for instructors may play an important role with regards to retention. 

 Another point that came from the participants regarding their own enjoyment and 

retention was the way they responded to a challenge. Staci explained how much extra work she 

had put into her job scheduling opportunities for students to observe professionals in the 

workplace and explained how rewarding it had been to hear her students espouse the benefits of 

those adventures. Ryan specifically stated that he entered education because he viewed it as his 

next challenge. When he began to get the hang of teaching, he asked his administrators if he 

could start a new class because he saw that as the next obstacle he could face. Amy said she 

intended to continue to alter her teaching throughout her career, maintaining the challenge of 

teaching, because that’s how she could keep from getting bored. The way each teacher 

approached the trials of education appears to have been key to their enjoyment, and determining 

how to use funding to provide new challenges or assist with persistent ones is an important 

consideration. 

 Participants made it clear that administrative support was important to instructor 

retention. Staci said she had been on an island teaching classes that differed from everyone else 

in her school but listed her principal as the person with whom she could confer. Her 

administration took a vested interest in the success of her program and spent time helping her to 

plan and execute the vision going forward. Ryan also mentioned administrative support as key to 

his enjoyment, listing his supervisors as being the ones who coordinated his trips to other schools 
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and professional developments. Additionally, he had a mentor who supported him and worked 

with him in a role similar to an administrator. 

 Amy’s situation was different as she was unable to spend time with her administrator at 

the start of her teaching career. Conversations were more difficult to come by, but she did enjoy 

spending time with her supervisors at the conference she attended. Administrators attending 

conferences concerning CTE may improve the experiences of the instructors with whom they 

work. 

 Besides paying for the professional developments, funding may affect relationships with 

administration through the spending process. Communicating about purchases and 

instructor/administrator collaboration appears to be valuable regardless of how the funds are 

ultimately spent. 

 Ron also stated how important an invested administrator was in CTE instructor retention. 

According to Ron, unsupportive principals had a high rate of turnover. He had seen programs 

struggle to keep teachers until an administrative change occurred, and then the program was able 

to retain its instructor. Having an administrator who saw the value CTE provided - such as higher 

graduation rates - was important, in Ron’s opinion. He also said that the administrator needed to 

value the instructor and not take advantage of them by over-working them and spreading them 

too thin. Ron said the administrators he worked with in his regions had been great for teachers 

and the turnover rate of CTE instructors had been low for the schools he oversaw as a result. In 

his role, Ron worked with administrators frequently and said he met with them more often than 

he met with teachers. Because Ron allowed each school to make decisions about how they spent 

money, his administrators were key to guiding their programs. The inclusion of administrators in 

this process and professional developments may be a hidden value related to instructor retention. 
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 With regards to funding, participants made it clear that there were strengths and 

weaknesses to using resources in any of the common ways. And while each had their own 

opinions, it seemed to be a consensus that spending a majority of the funds on equipment 

purchases was deemed beneficial. Staci said she felt new teachers would benefit most from 

receiving proper training, but listed equipment purchases as being second. Ryan and Amy both 

stated they felt purchasing equipment was the best way to use funds. According to Ryan, he 

could have found alternative ways to learn the art of teaching if he had needed to, but there 

wasn’t a replacement for offering students hands-on learning. Amy’s thoughts were similar, as 

she said she felt 90 percent of funding should be used on purchasing equipment.  
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Chapter Five - Discussion 

 Speaking to three Health Science teachers with very different backgrounds and 

experiences was a valuable aspect of this research. All three worked in the same building and 

had even shared an administrator. There were some surprises, however, not the least of which 

was Ryan’s explanation for leaving the profession of education. 

RQ 1: What stories do Career Technical Education (CTE) Health Science instructors tell 

regarding funding as a mechanism for increasing Health Science instructor career 

enjoyment/satisfaction and retention?  

 While the trials associated with teaching change over time, the career will always present 

obstacles. As Ron explained, improving the program is the challenge that is constantly facing the 

teacher. Making a Health Science/CTE program phenomenal is an attainable goal for most, but it 

isn’t one with a finish line. A program needs to be constantly improved. 

 With this in mind, it’s important that the stories told by the participants are considered 

and applied to each new instructor. In Ryan’s case, funds were used to send him to the AVID 

conference. He came back with resources that made the challenge surmountable and helped him 

to become a stronger teacher. For Amy, she felt isolated because of the pandemic-related change 

to online education. As restrictions subsided, she was able to go to a national conference with 

administrators from her building. This trip prompted her to get more involved with the National 

Consortium of Health Science Educators, which she benefitted from. Amy also said she felt 

purchasing a curriculum would have been beneficial at the start of her career because of how 

difficult it was to create curriculum early on. This purchase was not made because Amy had been 

unaware of the difficulty she would face when she started teaching. As a result, Amy spent time 

beyond her contracted hours to prepare for her classes and found it very difficult at times. 
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 All of the participants mentioned the importance of hands-on learning in their classes, so 

new teachers entering a program should consider if there is sufficient equipment available for 

those activities. Participants also mentioned the value of experiences in the field, and if a 

program is isolated, it may be important to find funding for transportation. 

 Participants found it rewarding to see students learning, both about the content and about 

their potential futures. Staci discussed the effort she put into finding fantastic placements for the 

advanced students in her classes when they ventured outside of the classroom, and she saw those 

efforts pay off when they returned excited about what they had seen out in the field. Students in 

the Health Science program learned through hands-on experiences as well as hearing from 

industry professionals. Whether these experiences took place in the classroom or during an 

excursion, the results were valuable for the instructors. 

 Amy specifically pointed to the excitement her students showed when they were able to 

take blood pressure accurately during class. She enjoyed seeing their reaction when she would 

confirm they had done it correctly. That’s the reason she purchased equipment for her classroom 

which allowed this and similar activities to take place. 

 When describing what is important in a new teacher in Health Science, both Ron and 

Amy said the same thing: they need to be passionate and excited about what they are doing. 

What encourages that excitement varies from person to person. Listening to Staci recall her time 

in education, it was clear that she had been excited about guiding students toward the correct 

career in Health Science-related fields. There were many times during her interviews that she 

would steer the conversation back toward how her students went on to great careers in Health 

Sciences after graduating. Staci told stories about her students’ high school experiences in the 

field guiding them toward those careers. Ryan’s excitement seemed to stem from improving as a 
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teacher and making a difference in the lives of students while they were still in high school. He 

said he had been excited to implement new teaching strategies and to help kids who were dealing 

with rough situations. It was also clear that he had been excited to share his own areas of 

expertise with students while discussing the benefits of saunas and cold tubs. Amy’s excitement 

seemed to stem from students gaining knowledge in her classroom and preparing them for the 

future. She enjoyed telling about a nurse teaching proper sterilization and talked in detail about 

specific lessons that her students had enjoyed in the classroom. 

 Staci discussed the importance of having a mentor, a role she performed in an official 

capacity which required payment. Both Ryan and Amy said her support was important for them, 

but also mentioned the support they felt from administrators and peers. In many cases these 

relationships were built and strengthened through trips revolving around professional 

developments. Amy specifically mentioned how vital she felt supportive relationships were as 

difficult situations arose in teaching. She explained how it could be challenging early on, but 

having individuals to offer support and resources made it easier. 

RQ 2: How do these stories shed light on the perceived barriers for current CTE Health 

Science expenditures? 

 The uniqueness of each participant’s stories considered alongside the similarities shows a 

potential path for future instructors. There isn’t a magical purchase that will make the career 

easy. No training will take all of the effort out of curriculum preparation. No purchase will make 

a program flawless without room for improvement. New instructors are going to face challenges 

in the profession, but being aware of this and determining how funds can best assist with 

overcoming the challenges early on is essential. When making that determination regarding 

funds, it’s important to consider the uniqueness of the situation and individual(s) involved. 
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 At one point, Amy explained how different it had been to teach in a classroom as 

opposed to an industry setting. Coming from teaching at the college level, she was used to 

having everything that would be found in a dental office, but that was not feasible within a high 

school classroom. That limitation led to finding other ways to assist in students’ learning. Amy 

set up stations, showed example photos, brought in speakers, and generally found other 

alternative methods to get students to learn the content. Amy was able to bring in a nurse who 

taught her students about sterilization. Amy said, “(S)he brought all kinds of stuff, and then made 

the kids gown up, and do it so that everything stay[ed] sterile. And then it was funny because 

she'd stand there and she'd be like, ‘Well, I hope your patient doesn't die from that infection.’” 

Finding ways to teach the lessons without a clinical setting is important for new instructors in 

Health Science. 

 Staci was able to spend her funding in ways that related to her own excitement. She 

talked about students requesting the opportunity to go and look at the in-class equipment related 

to a career they were interested in. Amy also spent her money on things she was excited about, as 

she would get equipment that taught the lessons she knew students needed to learn in the 

classroom. Ryan, however, did not spend his funds in the area of his own excitement. He was 

able to go to the AVID Conference and was excited about the information he brought back, but 

his equipment purchases were not related to his areas of interest and passion. 

 It’s difficult to see how spending money can affect having a support system, but in 

addition to the spending of the money there may be value in the process. Having administrators, 

advisory committees, funding coordinators, professionals in the field, and community college 

instructors working with the teacher to decide what is best for the program may be just as 

valuable as the actual expenditures. 
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RQ 3: What potential solutions to the issue of retention and job satisfaction are 

illuminated by these stories? 

 The process for determining what a new teacher needs appears to be something that 

should come as a team effort. A combination of supportive administrators, advisory committees, 

funding coordinators, professionals in the field, community college instructors, and teachers 

should work together to determine what new teachers and their associated programs need in 

order to be successful in facing the inevitable challenges. 

 Additionally, it’s important for those interested in teaching Health Science to realize that 

they are signing up for a new challenge. Being aware that creating content is going to be time-

consuming and using funds to assist in this process is key for new teachers. Making wise 

decisions regarding their use of funds is one way they can make those obstacles easier to 

overcome. Appropriate trainings or new equipment purchases will assist new instructors in being 

successful. As Ron pointed out, it’s all about the instructor’s vision. Ryan’s desire to teach using 

a sauna is a good example of this. His vision for the program differed from his predecessor, so he 

would have needed to alter his purchasing in order to teach the content he was most interested in 

and comfortable with. 

 Finding rewarding experiences is dependent upon the individual and the available 

resources. Staci talked about taking students on trips to a local medical university at little-to-no 

cost, but that same opportunity isn’t available everywhere. Teachers in rural locations may have 

to use funds on transportation for similar experiences. The key to finding short-term reward 

seems to be in determining what students need to learn in a given class and then using funds to 

best teach the important lessons. That will look different based upon the instructor’s background, 

the school’s location, the existing equipment, and other factors. Ultimately, it comes down 
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executing a plan to see the instructor’s vision through. When that happens and students reap the 

benefits, teachers find their reward. 

 It’s important that instructors have excitement, but it also appears important that there is 

an outlet for that excitement. For individuals who are not excited about their content, going to a 

professional development of some sort can help. Ron told of a teacher who added two years to 

the end of his career after seeing new equipment and techniques in the related industry. It’s 

important that funds can also be used to encourage existing excitement. A trip to a convention 

followed by or associated with an equipment purchase could result in fostering excitement. 

Without a way to bring the passion back to the program, it fizzles out. 

 The participants’ responses suggest that for teachers in Health Science it is important to 

have a form of renewable excitement. New students provide some of that opportunity, but using 

new equipment, finding new techniques, and leading new excursions are more tangible ways to 

replenish a passion that would otherwise go stale. 

 Getting multiple voices into the conversation regarding the spending of funds is also key 

with regards to retention and job satisfaction. There are ways that funds can be used to assist in 

creating relationships. In certain instances, professional development funds can be used for 

groups of people to attend the same conferences/trade shows. Ron said that when it was an 

option, he attempted to send counselors and administrators along with the teacher to create a 

shared vision. Having a team travel together and consider the program is a good way to get a 

new instructor into situations where support is felt and relationships are nurtured. 
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Implications 

 The use of funds is going to vary greatly based upon the needs of each individual teacher, 

program, and region. This research shows how making calculated decisions based upon the 

situation may be able to affect the enjoyment of the instructor. 

 The research revealed a few keys to instructor enjoyment. Teachers need to find 

rewarding opportunities for their students because these experiences are also rewarding for the 

teacher. All of the participants shared unique ways for finding teaching rewarding. It’s 

interesting that each person interviewed had a unique perspective in this regard. Finding 

rewarding experiences and using funds to ensure they are consistently present will only help to 

increase instructor retention. 

 Instructors need help with curriculum creation at the start of their careers. This aspect of 

teaching makes the profession very challenging. While participants seemed to enjoy challenges, 

being sure that individuals have the resources to successfully navigate the early difficulties is 

important. Determining how funding can ease the stress associated with early challenges would 

likely help to keep individuals in education. Whether it’s paying a mentor to help, buying canned 

curriculum, or getting equipment the instructor is comfortable with, funding can help with the 

challenges that curriculum presents. 

 Encouraging their own excitement and passion for teaching is imperative to instructor 

enjoyment. In order to nourish this excitement and passion, instructors need to tailor the program 

to fit themselves. Purchasing equipment is a great way to do this. Only one participant in the 

study did not choose how to spend funding, and he was the one who left education early. This 

could be unrelated, but it’s worth consideration. 
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 Having meaningful relationships with administrators and peers makes a difference in 

enjoyment and retention as well. Leading a CTE program can feel lonely. When other 

departments in a school meet, the Health Science instructor is often isolated. Having contact with 

instructors of similar content from other schools is important. These relationships can be 

facilitated through professional development. Additionally, sending counselors and 

administrators on trips with the instructor can strengthen the in-building relationships and staff 

investment as well.  

 The broad implication of this research is that each new instructor and their associated 

support system needs to identify how using funding can assist the new teacher to find rewarding 

experiences, overcome challenges with curriculum, develop/enhance excitement, and build 

meaningful relationships. 

 Doing these things will not guarantee teacher retention. Inevitably, there will be 

instructors who leave the profession for any number of reasons. In many of those cases, nothing 

could have been done to make a difference. When schedule flexibility is desired, the end result 

will likely be the loss of that educator; however, considering the use of funds and making wise, 

personalized decisions at the beginning of a teaching career could make the choice to leave 

tougher and may be enough to tip the scales. 

Recommendations for Future Research 

 This research only scratched the surface with regards to determining how to affect the 

shortage of teachers in the Health Science field. Many other considerations need to be looked 

into beyond the idea of increasing satisfaction and retention through existing funding. 

 Quantitative research should take place to determine the reasons why teachers are leaving 

CTE education and Health Sciences specifically. Being able to identify the most significant 
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barriers to retaining educators would provide administrators and those associated with education 

the necessary information to make the appropriate changes. 

 Quantitative and/or qualitative research should also be conducted to consider the impact 

of financial expenditures on students. The current study has focused on teachers, but considering 

how students perceive the value of these expenditures would be valuable for decision-makers 

moving forward. 

 Qualitative research should be conducted to assist in determining what Health Science 

instructors find rewarding. This study has shown that instructors find rewarding experiences to 

be important to their enjoyment in the profession, but learning more about these rewarding 

experiences and how to cultivate them efficiently is important. 

 Qualitative research regarding the effectiveness and impact of canned curriculums in 

Health Science instruction should take place. Ideally, this research should look at the impact 

canned curriculum has on the instructor as well. 

 Qualitative research regarding the impact of administrators on CTE instructor retention 

should be conducted. Participant responses suggest that this is a key factor in enjoyment and 

retention. 

Recommendations for Policy/Practice 

 New Health Science teachers should find themselves working as part of a team. Industry 

partners, community college instructors, administrators, and mentors should form a committee to 

help formulate a vision for the program. These committees should help new instructors 

understand how funding works and guide them in finding all available funds. Decisions 

regarding the use of funds should ultimately be made by the instructors but should be preceded 

by healthy communication with the committees that takes place at least annually. The instructors 
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will not only benefit from the decisions that are made, but also from the process that leads to 

those decisions. 

 These committees should also serve as advocates for the new instructor. States, regions, 

districts, and schools oversee funding in different ways, so it’s important that new instructors 

have knowledgeable people working to ensure sufficient funding is being provided to them. 

 Wherever possible, a new instructor should be provided with an existing curriculum. 

Whether it is canned or comes from a mentor/nearby instructor, it gives new teachers the start 

they need to keep the challenges reasonable. It doesn’t make the first years easy, but it makes 

them easier.  

Closing Thoughts 

 Teaching courses in Career Technical Education offer teachers unique opportunities, but 

with those come unique challenges. In order to affect instructor satisfaction/retention, it appears 

it’s not only important how the funds are spent, but also how the spending decisions are reached. 

Working with a diverse group of professionals to make informed decisions is an important step 

in creating the type of environment that gives support to the new instructor. Instructors in CTE 

don’t have peers in the same building to work with like other disciplines often do, so alternative 

methods need to be found to offer the assistance these teachers need. In addition to discussions 

about equipment purchases, spending time with professionals is valuable for gaining knowledge. 

 It also appears to be important that instructors are given the freedom to shape a program 

to fit their own interests. Professional development, equipment purchases, and field trips can all 

be tailored to the interests of the instructor in an attempt to create ownership and buy-in. This is 

important because it influences instructor excitement, which is key for the experiences of the 

students and affects instructor enjoyment. 
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 It seems like the majority of funds should be used on equipment purchases, but there are 

situations where that isn’t true. Canned curriculum for new instructors may sometimes be more 

valuable, especially since it comes with associated equipment in certain instances. Professional 

developments can also be beneficial to instructors in a number of ways; however, the greatest 

value appears to be having students participate in hands-on learning as it adds value to the 

classroom experience. 

 Taking the time to learn about the program and its restrictions is necesary. Assessing the 

instructor’s strengths, the program’s equipment, the local opportunities, and the available 

funding should guide decisions moving forward. Instructors should also be given access to other 

programs of similar content when starting out. This initial assessment should guide the 

instructor’s vision of the program. This process should include determining how available funds 

may be used. This may result in additional funds being found for purchases that a new instructor 

would not intuitively know about. 

 If at all possible, new instructors should have a mentor they are able to turn to for 

assistance and guidance as they begin teaching. This mentor can help with everything from 

funding, to classroom management, to content creation. It may be necessary for funding to be 

used to pay the mentor, but the added value stated by participants in this study suggests the 

expenditure is worth it. 

 The path to enjoying teaching is not going to follow the same steps for everyone, but 

there are certainly keys that will help instructors get the most from the experience. Considering 

the information shared by the participants and critical informant could help new instructors make 

solid decisions that affect their careers in a positive manner.  
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Appendix A 

Interview Guide - Staci 

Interview One: 

Introduction: Thank you for participating in this interview. I really appreciate it. The reason for 

this interview taking place is because I’m an Ed.D student at George Fox and am researching the 

factors that lead CTE instructors, particularly those in Health Science, to consider leaving 

education and how funding is used in the most-beneficial manner regarding instructor retention. 

I’m hopeful that your experiences will help me understand more about these topics. 

Informed Consent: The only people who will see this transcript are myself and my dissertation 

chair at George Fox. Agreeing to this interview does not come with any requirements and you 

should feel free to end the interview at any time. If there is anything that you say and would 

prefer be kept off the record, I will be sure to mark that and leave it out of any analysis. Also, 

when we meet next you may be asked to clarify comments or explain your meaning to ensure 

your experiences are accurately represented and understood. Please take time to look over the 

form and ask me any questions about it you have. 

(Wait) 

If you don’t have any more questions, we’ll get started with the interview: 

***Recording Begins*** 

(The following questions will provide an outline, but some will be altered as needed or possibly 

omitted based upon the responses of the interviewee.) 

Questions: 

• Please tell me the story of how you became a teacher. 

• (Draw to the profession; choice of subject; choice of/transition into CTE) 
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• Please describe the program you were associated with upon first entering Health Sciences. 

• (Facilities; students; administrative support; funding; program history) 

• What background (if any) did you have that was relevant to leading a program in Health 

Sciences? 

• How did that background help/hinder you? 

• How would you describe your career satisfaction as an instructor of a Health Sciences 

program? 

• Can you share a story that correlates to this generalization? 

• When you began teaching Health Sciences, were there any issues that limited your enjoyment 

in the classroom, and if so what were they?  

• What were some of the things you enjoyed most in the Health Sciences classroom? 

• Please describe your experience regarding the use of provided funds (Perkins, state, or private) 

on the Health Sciences program. 

• (Use at start; changes to approach through career; effectiveness) 

• Can you tell any stories that exemplify these experiences? 

• How would you categorize your most-effective expenditures? What did they have in common? 

• Can you tell a specific story about your best use of funding? 

• What have you learned about CTE instructor retention through your time as a mentor? 

• Is there anything you’d like to add? 

• Is there anything you would like me to remove from the record? 

***Recording Ends*** 
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Thank you for being willing to speak with me. I’m looking forward to diving further into what 

we discussed an then meeting with you again. If you think of anything you would like to amend 

please feel free to reach out any time or let me know when we talk again. 

Interview Two: 

Thank you for meeting with me again. I really appreciate it. Please remember that you are free to 

end the interview at any time. Let me know if there is anything that you would like for me to 

remove from the record and it will be removed. If you are ready we can begin. 

***Recording Begins*** 

• Is there anything from our first conversation that you would like to amend or add? 

• Last time you talked about how incredibly rewarding the profession is, specifically in the long 

term with seeing/hearing from former students.  

• In what ways might health science teachers find their jobs rewarding in the short term? 

• Can you think of any way to exploit that long-term reward to keep more teachers in the 

profession in the short term? 

• Would you please explain the in-building relationships you had while teaching and how they 

affected your commitment to the school/profession? 

• Did coaching and being involved with extracurriculars affect your commitment to teaching? 

• What suggestions do you have for Health Sciences instructors with backgrounds similar to 

your own regarding their use of funding? 

• What do you believe can be done to help with the shortage of Health Science instructors? 

• Based upon your experiences, what do you feel are the benefits of field trips/guest speakers in 

the Health Sciences classroom? 
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• What are their limitations? 

• What do you feel are the benefits of professional development for the Health Sciences 

instructor? 

• What are its limitations? 

• What do you feel are the benefits of equipment purchases in the Health Sciences classroom? 

• What are their limitations? 

• Which of the three types of purchases (if any) do you feel are most beneficial in attempting to 

improve instructor retention in the CTE Health Sciences field? 

• Is there anything you would like to add that you feel is relevant to either the use of funds, 

teacher retention/satisfaction, or the combination of the two that we have not discussed? 

• Is there anything you would like me to remove from the record? 

***Recording Ends*** 

Thank you so much for agreeing to meet with me. My goal is to use the stories you’ve shared 

along with the other information gained to provide guidance for CTE decision makers.  
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Appendix B 

Interview Guide - Ryan 

Interview One: 

Introduction: Thank you for participating in this interview. I really appreciate it. The reason for 

this interview taking place is because I’m an Ed.D student at George Fox and am researching the 

factors that lead CTE instructors, particularly those in Health Science, to consider leaving 

education and how funding is used in the most-beneficial manner regarding instructor retention. 

I’m hopeful that your experiences will help me understand more about these topics. 

Informed Consent: The only people who will see this transcript are myself and my dissertation 

chair at George Fox. Agreeing to this interview does not come with any requirements and you 

should feel free to end the interview at any time. If there is anything that you say and would 

prefer be kept off the record, I will be sure to mark that and leave it out of any analysis. Also, 

when we meet next you may be asked to clarify comments or explain your meaning to ensure 

your experiences are accurately represented and understood. Please take time to look over the 

form and ask me any questions about it you have. 

(Wait) 

If you don’t have any more questions, we’ll get started with the interview: 

***Recording Begins*** 

(The following questions will provide an outline, but some will be altered as needed or possibly 

omitted based upon the responses of the interviewee.) 

Questions: 

• Tell me about your path into teaching. 

• (Draw to the profession; choice of subject; choice of/transition into CTE) 
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• Please describe the program you were associated with upon first entering Health Sciences. 

• (Facilities; students; administrative support; funding) 

• What background did you have that was relevant to leading a program in Health Sciences? 

• Tell me about the transition into education from a field in Health Sciences. 

• Please share any stories you have that represent the transition. 

• What factors led you to make the decision to exit education for a different career? 

• Please explain what would have needed to change in order for you to have remained 

in the field of education. 

• What do you feel could have been done differently to improve your experience in education? 

• How did you spend your funding when you were leading the Health Sciences program? 

• Please tell a story that represents your spending. 

• Could any changes have been made that would have resulted in you deciding to remain in 

education? 

Interview Two: 

Thank you for meeting with me again. I really appreciate it. Please remember that you are free to 

end the interview at any time. Let me know if there is anything that you would like for me to 

remove from the record and it will be removed. If you are ready we can begin. 

***Recording Begins*** 

• Is there anything from our first conversation that you would like to amend or add? 

• Could you start by explaining the hoops you had to jump through to become a teacher 

(training, etc.) and how much time you put into that? 

• How challenging would you say the teaching profession was for you at first?  
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• Did you enjoy that challenge? 

• How did the challenges and amount of effort required change as you have progressed? 

• How specifically did you benefit from attending the AVID conference? 

• Do you have any specific stories you could that show this? 

• Last time you explained that you met with teachers from other schools who taught similar 

classes. Can you explain what benefits you received from that time?  

• Did you stay in contact with those teachers? 

• You talked about your time coaching at the school. Can you describe how being part of a 

coaching staff affected your time in teaching? 

• Can you describe the relationships you had with any other colleagues at the school that seem 

pertinent? 

• Did you have any relationships with other Health Science teachers while you were teaching? 

Were you part of any organizations or created any relationships? 

• Please describe your relationship with the mentor you had while starting out in education. 

• Last time you mentioned that your mentor oversaw the spending on funds. If you had been in 

charge of spending, what would you have done differently? 

• Do you feel like making your own purchases would have altered the amount of ownership 

you felt regarding your program? 

• Was it a relief to not have to worry about accounts and finances? 

• What suggestions do you have for Health Sciences instructors with backgrounds similar to 

your own regarding their use of funding? 

• What do you believe can be done to help with the shortage of Health Science instructors? 
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• Based upon your experiences, what do you feel are the benefits of field trips/guest speakers in 

the Health Sciences classroom? 

• What are their limitations? 

• What do you feel are the benefits of professional development for the Health Sciences 

instructor? 

• What are its limitations? 

• What do you feel are the benefits of equipment purchases in the Health Sciences classroom? 

• What are their limitations? 

• Which of the three types of purchases (if any) do you feel are most beneficial in attempting to 

improve instructor retention in the CTE Health Sciences field? 

• Is there anything you would like to add that you feel is relevant to either the use of funds, 

teacher retention/satisfaction, or the combination of the two that we have not discussed? 

• Is there anything you would like me to remove from the record? 

***Recording Ends*** 

Thank you so much for agreeing to meet with me. My goal is to use the stories you’ve shared 

along with the other information gained to provide guidance for CTE decision makers. 
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Appendix C 

Interview Guide - Amy 

Interview One: 

Introduction: Thank you for participating in this interview. I really appreciate it. The reason for 

this interview taking place is because I’m an Ed.D student at George Fox and am researching the 

factors that lead CTE instructors, particularly those in Health Science, to consider leaving 

education and how funding is used in the most-beneficial manner regarding instructor retention. 

I’m hopeful that your experiences will help me understand more about these topics. 

Informed Consent: The only people who will see this transcript are myself and my dissertation 

chair at George Fox. Agreeing to this interview does not come with any requirements and you 

should feel free to end the interview at any time. If there is anything that you say and would 

prefer be kept off the record, I will be sure to mark that and leave it out of any analysis. Also, 

when we meet next you may be asked to clarify comments or explain your meaning to ensure 

your experiences are accurately represented and understood. Please take time to look over the 

form and ask me any questions about it you have. 

(Wait) 

If you don’t have any more questions, we’ll get started with the interview: 

***Recording Begins*** 

(The following questions will provide an outline, but some will be altered as needed or possibly 

omitted based upon the responses of the interviewee.) 

Questions: 

• Tell me the story of how you became a teacher. 

• (Draw to the profession; choice of subject; choice of/transition into CTE) 
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• Please describe the program you were associated with upon first entering Health Sciences. 

• (Facilities; students; administrative support; funding; program history) 

• What background (if any) did you have that was relevant to leading a program in Health 

Sciences? 

• How would you describe your career satisfaction as an instructor of a Health Sciences 

program? 

• Can you share a story that correlates to this generalization? 

• What are some of the things you enjoy most in the Health Sciences classroom? 

• What aspect of teaching Health Sciences do you find most difficult to deal with? 

• Please describe your experience regarding using provided funds (Perkins, state, or private) on 

the Health Sciences program. 

• Can you tell any stories that exemplify these experiences? 

• How would you categorize your most-effective expenditures? What did they have in common? 

• Can you tell a specific story about your best use of funding? 

• What sort of equipment do you consistently use in Health Sciences? 

• Is there anything you’d like to add? 

• Is there anything you would like me to remove from the record? 

***Recording Ends*** 

Thank you for being willing to speak with me. I’m looking forward to diving further into what 

we discussed an then meeting with you again. If you think of anything you would like to amend 

please feel free to reach out any time or let me know when we talk again. 

Interview Two: 
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Thank you for meeting with me again. I really appreciate it. Please remember that you are free to 

end the interview at any time. Let me know if there is anything that you would like for me to 

remove from the record and it will be removed. If you are ready we can begin. 

***Recording Begins*** 

• Is there anything from our first conversation that you would like to amend or add? 

• How challenging would you say the teaching profession has been these first two years?  

• Do you enjoy that challenge? 

• How have the challenges and amount of effort required change as you have progressed as an 

educator? 

• How specifically did you benefit from attending the ACTE conference? 

• You talked last time about the National Consortium of Health Science Educators. Can you 

describe what that resource looks like? 

• Do you get to know the people who are involved? Form relationships? 

• Explain what you gained from joining this group. 

• Do you have any relationships with other Health Science teachers? Local or otherwise? 

• Can you describe the relationships you have with any other colleagues at the school? 

• Please describe your relationship with the mentor you are currently working with. 

• What suggestions do you have for Health Sciences instructors with backgrounds similar to 

your own regarding their use of funding in the future? 

• What do you believe can be done to help with the shortage of Health Science instructors? 

• What do you feel are the benefits of field trips/guest speakers in the Health Sciences classroom 

(in general)? 
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• What are their limitations? 

• What do you feel are the benefits of professional development for the Health Sciences 

instructor? 

• What are its limitations? 

• What do you feel are the benefits of equipment purchases in the Health Sciences classroom? 

• What are their limitations? 

• Which of the three types of purchases do you feel is most beneficial in attempting to improve 

instructor retention/satisfaction in the CTE Health Sciences field? 

• Is there anything you would like to add that you feel is relevant to either the use of funds, 

teacher retention/satisfaction, or the combination of the two that we have not discussed? 

• Is there anything you would like me to remove from the record? 

***Recording Ends*** 

Thank you so much for agreeing to meet with me. My goal is to use the stories you’ve shared 

along with the other information gained to provide guidance for CTE decision makers.  
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Appendix D 

Interview Guide - Ron 

Interview One: 

Introduction: Thank you for participating in this interview. I really appreciate it. The reason for 

this interview taking place is because I’m an Ed.D student at George Fox and am researching the 

factors that lead CTE instructors, particularly those in Health Science, to consider leaving 

education and how funding is used in the most-beneficial manner regarding instructor retention. 

I’m hopeful that your experiences will help me understand more about these topics. 

Informed Consent: The only people who will see this transcript are myself and my dissertation 

chair at George Fox. Agreeing to this interview does not come with any requirements and you 

should feel free to end the interview at any time. If there is anything that you say and would 

prefer be kept off the record, I will be sure to mark that and leave it out of any analysis. Also, 

when we meet next you may be asked to clarify comments or explain your meaning to ensure 

your experiences are accurately represented and understood. Please take time to look over the 

form and ask me any questions about it you have. 

(Wait) 

If you don’t have any more questions, we’ll get started with the interview: 

***Recording Begins*** 

(The following questions will provide an outline, but some will be altered as needed or possibly 

omitted based upon the responses of the interviewee.) 

Questions: 

• Can you please describe your role regarding the use of funds in Career Technical Education? 

• How did you find yourself in that role/what is your background in CTE? 
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• How many CTE positions do you work with? How many of those are Health Science? 

• Based on those positions, how big an issue would you say teacher retention is in CTE?  

• What about Health Sciences specifically? 

• What generalizations can you make about the way CTE instructors have used funding in the 

past?  

• What about Health Science specifically? 

• What are some common mistakes you see CTE instructors making with their use of funds? 

• How could this problem be avoided? 

• What use of funds do you see as being the most useful for improving a CTE program regarding 

student enjoyment? 

• What use of funds do you see as being the most useful for improving instructor enjoyment in 

CTE? 

• What suggestions do you have for any Health Science teacher who is deciding how best to 

spend their available funds? 

• Have you noticed any trends/correlations regarding how instructors use funds regarding 

teacher retention? 

• Are there any similarities you have noticed in CTE instructors who don’t stay in education for 

three or more years? If so, what are they? 

• Do you have any stories that illustrate this? 

• In your opinion, what are the biggest roadblocks for retaining health science instructors? 

• Is there anything you would like to add that you feel is relevant to either the use of funds, 

teacher retention/satisfaction, or the combination of the two that we have not discussed?  
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Appendix E 

Participant 

Informed Consent for Research Subject  

Please read this form carefully before agreeing to participate in the associated research. Please 

feel free to ask any and all questions you have as a result of this form or the research in general 

at any time, including following the conclusion of your participation.  

Principal Researcher: Matt Boase  

Dissertation Chair: Scot Headley  

Purpose of Research: 

The purpose of this study is to further the research regarding instructor retention in  

Career Technical Education with a specific focus on Health Science. With a shortage of 

instructors in Health Science in addition to the existing gap in associated fields, determining 

what factors play a role in the retention or loss of Health Science instructors could benefit both 

the educational system and society.  

While this research will consider all factors influencing retention/attrition, it will also look 

specifically at the use of funding in Health Science instructor satisfaction. Leaders of approved 

programs are often able to access thousands of dollars a year, and this research aims to provide 

direction for instructors and administrators who are attempting to decide how those funds would 

be most beneficial.  

Procedures: 

If you choose to participate in the study we will conduct two interviews. The first interview will 

focus upon your story and experiences in Health Science education while the second interview 

will include questions relating to your opinion regarding Health Science programs in general. 

While an outline of questions will be used to guide the interview, follow-up questions will also 

be asked based upon responses. The interviews will be conversational in tone. Both interviews 

will take place in a quiet and private location to ensure anonymity. Throughout both interviews 

all participants and schools will be referred to using pseudonyms. Audio recordings of the 
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interviews will be recorded on two devices which are privately owned and secure. There will not 

be video recordings of any interviews.  

Audio recordings as well as transcripts will be kept in the sole possession of the researcher and 

will be seen only by the researcher and the dissertation chair. The recordings and ensuing 

transcripts will not be stored on any public devices nor using a cloud-service/online drive.  

Confidentiality: 

Maintaining anonymity of the participants is a priority for the associated study. Any information 

that may reveal the identity of the individuals or schools involved will be withheld from the 

research. All individuals and institutions will be referred to by pseudonyms at all times.  

Potential Risks and Benefits:  

The risks associated with this research are minimal because of the nature of the study and the 

focus on anonymity. The small number of participants in the study along with the narrative 

format make anonymity more difficult, however the aforementioned precautions will be taken.  

By choosing to participate in this study you will hopefully help improve the educational research 

regarding teacher retention and CTE funding.  

Withdrawal: 

Participants are free to withdraw from the study at any point for any reason.  

Consent: 

I read and understand the information presented in this form and will participate in the study.  

Please contact principal researcher Matt Boase (mboase16@georgefox.edu) or dissertation chair 

Scot Headly (s********@georgefox.edu) with any questions  

Name: ______________________ Signature: ______________________ Date: _____ 
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Appendix F 

Critical Informant 

Informed Consent for Research Subject 

Please read this form carefully before agreeing to participate in the associated research. Please 

feel free to ask any and all questions you have as a result of this form or the research in general 

at any time, including following the conclusion of your participation.  

Principal Researcher: Matt Boase  

Dissertation Chair: Scot Headley  

Purpose of Research: 

The purpose of this study is to further the research regarding instructor retention in  

Career Technical Education with a specific focus on Health Science. With a shortage of 

instructors in Health Science in addition to the existing gap in associated fields, determining 

what factors play a role in the retention or loss of Health Science instructors could benefit both 

the educational system and society.  

While this research will consider all factors influencing retention/attrition, it will also look 

specifically at the use of funding in Health Science instructor satisfaction. Leaders of approved 

programs are often able to access thousands of dollars a year, and this research aims to provide 

direction for instructors and administrators who are attempting to decide how those funds would 

be most beneficial.  

Procedures: 

If you choose to participate in the study we will conduct one interview. While an outline of 

questions will be used to guide the interview, follow-up questions will also be asked based upon 

responses. The interview will be conversational in tone and will take place in a quiet and private 

location to ensure anonymity. Throughout the interview all participants and schools will be 

referred to using pseudonyms. Audio recordings of the interview will be recorded on two devices 

which are privately owned and secure. There will not be video recordings of any interviews.  
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Audio recordings as well as transcripts will be kept in the sole possession of the researcher and 

will be seen only by the researcher and the dissertation chair. The recordings and ensuing 

transcripts will not be stored on any public devices nor using a cloud-service/online drive.  

Confidentiality: 

Maintaining anonymity of the participants is a priority for the associated study. Any  

information that may reveal the identity of the individuals or schools involved will be withheld 

from the research. All individuals and institutions will be referred to by pseudonyms at all times.  

Potential Risks and Benefits: 

The risks associated with this research are minimal because of the nature of the study and the 

focus on anonymity. The small number of participants in the study along with the narrative 

format make anonymity more difficult, however the aforementioned precautions will be taken.  

By choosing to participate in this study you will hopefully help improve the educational research 

regarding teacher retention and CTE funding.  

Withdrawal: 

Participants are free to withdraw from the study at any point for any reason.  

Consent: 

I read and understand the information presented in this form and will participate in the study.  

Please contact principal researcher Matt Boase (mboase16@georgefox.edu) or dissertation chair 

Scot Headley (s*****@georgefox.edu) with any questions  

Name: ______________________ Signature: ______________________ Date: ________  
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