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Abstract  
This study aimed to see the relationship between excellent teachers’ thinking and their job 
satisfaction. Five thinking domains of excellent teachers had been identified by the previous 
study in Malaysia. This study sought the impacts of these domains on the job satisfaction of 
the excellent teachers. The Pearson Correlation was used to investigate the relationships 
between five Excellent Teaching Thinking Model’s Components with sixteen factors of 
Herzberg’s Theory of Job Satisfaction. Sample of the study involved 103 excellent teachers of 
secondary schools of Malaysia. Malaysian excellent teachers have job satisfaction in the three 
areas of their thinking domain such as management styles, their expectation and teaching 
objectives. No correlation was established between teacher’s job satisfaction and other two 
thinking domains i.e. excellent teachers’ teaching philosophy and pedagogical knowledge. 
The findings of this study offer valuable information for educational policy makers, 
educational managers particularly the principals, teachers and excellent teachers.  
Keywords: Excellent Teacher, Job Satisfaction, Teachers’ Thinking Domain 
 
Background 
Excellent Teacher (ET) or Guru Cemerlang Scheme in Malaysia came into effect in 1993 with 
a view to providing a new career route for experienced and high achieving potential teachers. 
It is also an alternative to management and leadership posts. The aim of ETs is to retain 
teachers to use their pedagogic and other skills at school level for the greater betterment of 
students across the whole school and adjoined schools. Furthermore, EDs should be role 
model and provide demonstration classes to their colleagues to improve their effectiveness 
through coaching and mentoring. Under ET scheme, teachers who are non-graduate (DG29), 
graduate (DG 41) and principals are to be promoted to grade DG 32, DG 44 and DG 52 
respectively. Since the beginning of the scheme, about 3595 teachers have been promoted 
as excellent teachers (NST, 2008). Teachers who have five years experience are eligible to 
become ETs, and to gain this status they have to undergo an external assessment. The 
government has the expectation that with their continuous support in terms of professional 
development, excellent teachers’ knowledge, beliefs and instructional practices will make this 
reform workable (Putnam and Borko, 1997, 2000). 
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The scheme is an application based and the qualified teachers should be willing to meet the 
expectation of an excellent teacher and have their application endorsed by their principal. 
The ETs need to provide evidence of work that address the identified needs of a particular 
group or groups of pupils; and successfully pass a procedure of external assessment against 
national standards developed for this scheme. The scheme is open to any teacher who has 
five years experience, meets the criteria and has the support of their principals. 
 
After the introduction of the excellent teacher’s scheme, Sahandri et al (2008) had the 
contribution of finding 5 components of excellent teaching thinking model such as Teachers 
Teaching Philosophy, Pedagogical Content Knowledge, Management Styles, Teachers 
Expectation and Teaching Objectives. This study aims to explore the satisfaction level of 
excellent teachers in the areas of above mentioned 5 components of excellent teaching 
thinking model. 
 
Research Questions 
With a view to achieving the above aim, the following research questions have been 
formulated: 
a) Is there any relationship between teachers’ teaching philosophy and their job 

satisfaction? 
b) Are pedagogical content knowledge and job satisfaction related? 
c) What is the relationship between management styles and job satisfaction? 
d) Do teachers’ expectation and job satisfaction go side by side? 
e) Is there any relationship between excellent teachers’ teaching objectives and job 

satisfaction? 
 
Literature Review 
Definition of Excellent Teachers and Background of Excellent Teachers Scheme in Malaysia 
Excellent teacher can be defined as attributes and skills that make good, effective, likeable 
teacher and the type of teacher the other regular teachers aspire to become. In a study by 
Cheah (2007), excellent teacher is defined as having mastery skills of their content areas, 
develop effective classroom management and discipline skills, and possess consistent and 
respectable character. 
 
   In the Malaysian context, based on the criteria set by the MOE, an Excellent Teacher or as 
the term usually referred to in Malay Language, which is Guru Cemerlang, refers to an award 
given to a teacher who is regarded as an expert in his field of teaching and subject matter. 
The MOE states that the rationale of providing this reward is due to the progression of teacher 
promotion which in the past, only teachers who fit the criteria will be promoted to the post 
of top administrators in schools or education officers and in most cases, after getting 
promoted, the respective teacher seems to be shifting from teaching in the classroom to 
doing administrative work. According to the MOE, this leads to two implications: teachers 
who are expert and dedicated in their subject matter are lost in the system and their skills 
and talents are inaccessible due to the promotions. When the Excellent Teacher Promotion 
Skill was introduced in 1993, the MOE specifies its specific objectives as follow: 

• To acknowledge teachers who are excellent in their field or subject 

• To improve the quality of teaching 

• To be role models to other teachers 
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• To enhance school excellence by utilizing the experience and expertise of the Excellent 
Teachers 

• To expand the horizon of promotion in educational services 

• To promote teachers without leaving teaching behind or changing to administrative 
duties 

• To give promoted teachers opportunity to get promoted to a higher grade quickly 
 
Application of Excellent Teacher Post 
In the Malaysian education system, any teacher who is interested in holding the post of an 
excellent teacher can apply for the post by filling in the required Excellent Teacher Application 
Forms, depending on their various salary scheme or salary grades such as DG 44 or DGA32.  
Upon submission of the application through the Principals or Headmasters of the applicant’s 
respective schools, the evaluation and selection procedures begin. These steps are 
undertaken by the Inspectorate Division of the MOE. At least two Inspectorate Officers from 
the State Department Office will be involved in assessing the Excellent Teacher Candidate. All 
applications however are subjected to high Performance Appraisals Marks (at least above 
85% for the past three consecutive years) obtained by the excellent teacher candididate. 
 
Present Scenario of Excellent Teachers’ Scheme in Malaysia 
The Excellent Teacher promotion scheme in Malaysia was first introduced in 1993. As part of 
Malaysia’s Ministry of Education (MOE) move towards its recognition of teaching excellence, 
the Excellent Teacher award was set up. This move was one of the measures of promoting 
quality in education and the recognition of the key role played by teachers. The move too was 
consistent with the need to give due recognition to good teachers. The strategy was 
undertaken with the intention of maintaining excellent teachers in the classroom without 
having them forgo higher pay and promotion. As a result, some of these excellent teachers 
may earn salaries higher than that of their principals. 
 
Recently, in conjunction with the celebration of Teacher’s Day, at the national level on the 
16th of May 2009, the present Malaysian Minister of Education has made several important 
announcements pertaining to the Excellent Teacher Scheme. They include the following: 
 

• The government has approved an immediate increase of  2,141 Excellent Teacher and 
Principal posts for graduate education service officers in secondary schools nationwide 

• The government has also decided to provide several Excellent Teacher posts for 
graduate education service officers in primary schools 

 

• The quota of posts for Excellent Teacher would be increased as follow: 
a. Special Grade C posts will be increased from 24 to 36 posts 
b. Grade DG 54 from 100 to 134 posts 
c. Grade DG 52 from 250 to 336 posts 
d. Grade DG 48 from 1000 to 1345 posts 
e. Grade DG 44 from 4000 to 5379 posts 
          (All of the above are for secondary schools) 
f. Grade DG 48 for primary schools, 173 posts of Excellent Teacher are created 
g. Grade DG 44 for primary schools, 1737 posts of Excellent Teachers are created. 
(Source: NST news online, 30/10/2009) 
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The announcement made has certainly proved that the MOE is serious in its effort to upgrade 
the teaching profession in terms of quality among Malaysian teachers.  
 
In 2006, the Government with the same intention and effort of encouraging more teachers 
to perform at the excellence level and enjoy the benefit has increased the quota for Excellent 
Teachers by 300 percent.  Until December 2007, a total of 2866 teachers in service have been 
selected to fill in the Excellent Teacher quota in the various grades. In 2008, 3595 teachers 
are in the process of undergoing programmes to become Excellent Teachers (New Straits 
Times, 2008). 
 
Expectations from Excellent Teachers 
Expectations from Excellent Teachers can be based on the characteristics of Excellent 
Teachers as laid out in the Concept of Excellent Teachers Manual produced by the MOE. The 
expectations include the following: 
a. An outstanding personality which includes practicing, strong ethics in the teaching 

profession and acting as role models to other teachers 
b. An expert in his field and subject matter 
c. Possess the ability to produce excellent results/learning outcomes 
d. Possess excellent communication skills 
e. An individual with high potential as an educator 
f. A contributor to the nation’s education development  
 
Excellent Teacher Service and Management Stipulations 
After being appointed as an Excellent Teacher, the MOE has stipulated the following status of 
appointment and posting procedures: 
a. The Excellent Teacher will be placed on a special scheme without having to fill in the 

post of promotion. 
b. The Excellent Teacher will be permanently required to teach the subject which he is 

certified to be an expert. 
c. The Excellent Teacher is not allowed to hold any administrative post. 
d. The Excellent Teacher can be posted anywhere by the MOE depending on the MOE 

service needs. 
e. The Excellent Teacher who has accepted the post is not allowed to return to his previous 

teaching post as a regular teacher 
f. The Excellent Teacher can be transferred to any schools from time to time depending 

on the MOE service needs. 
 

The above conditions are listed in Section D of the Guidelines and Reference Terms of the 
Excellent Teacher Concept Manual produced by the MOE. 
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An Overview of Similar Excellent Teacher Scheme (ETS) or Career Path for Teaching 
Excellence in Various Countries 

No. Name of 
Country 

Year Started Brief Background  

1. UK Established 
in 2004; 
came into 
effect in 
2006 

A new career route for experienced teachers 
and is an alternative to management and 
administrative posts. Its aim is to allow teachers 
to concentrate on using their pedagogical skills 
in ways which will have positive impact, 
improving pupil’s attainment across the whole 
school. 

2. Scotland 2001 Known as the Scottish Chartered Teacher 
Scheme. Designed to recognize and reward 
teachers who attained high standards of 
practice. It is aimed to benefit students in two 
main ways: by attracting and retaining effective 
teachers and by ensuring all teachers continue 
to engage in effective modes of professional 
learning. 

3. United 
States 

Created in 
2006 

A federal program which provides funding for 
school districts and states to develop and 
implement innovative ways to provide financial 
incentives for teachers and principals who raise 
student achievement and close the gap in some 
of America’s highest-need schools. 

4.  Australia 
(New 
South 
Wales) 

2007 A system known as the ‘performance-based 
remuneration system’ which is based on 
evidence of attaining increasing levels of 
knowledge and skills. This system provides a 
system for certifying teachers who attain higher 
levels of professional standards. 

5.  Singapore December 
2007 

The GROW package is ‘Growth of Education 
Officers through better Recognition, 
Opportunities and seeing to Well-being. The 
package gives teachers more recognition for 
excellence and commitment to their calling, 
more career opportunities and professional 
development. 

All of the above literature review of various aspects of Excellent Teacher scheme shows scarce 
research pertaining to the impact of job satisfaction among Excellent Teachers. However, 
there is evidence from research which sought to investigate the factors influencing the 
Excellent Teachers’ Thinking Model (Sahandri et al., 2008) and the failure of the Excellent 
Teacher Scheme (ETS) in England (The Times Online, 3 August 2009).   

 
Therefore, this article would like to discuss and put forward a research focusing on the 
selected domains from the Excellent Teachers’ Thinking Model and their relationship to job 
satisfaction. It is also hoped that this research would highlight the factors contributing to 
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teacher’s reluctance in applying for the post of Excellent Teachers, specifically among 
Malaysian teachers. 
 
Definition of Job Satisfaction and its relation to Excellent Teachers 
A positive and healthy school culture translates into increased teacher job satisfaction and 
productivity. Realizing the impact school culture has on teacher attitudes and morale, Hart, 
Wearing, and Conn (2000) created an instrument to access organizational factors relating to 
school culture. Eleven such factors were identified to be assessed: appraisal and recognition, 
curriculum coordination, effective discipline policy, excessive work demands, goal 
congruence, participative decision-making, professional growth, professional interaction, role 
clarity, student orientation, and supportive leadership. Managing an appropriate balance of 
these factors appears to be key to creating and maintaining a positive environment. According 
to Perie and Baker (1997), workplace conditions had a positive relationship with a teacher’s 
job satisfaction. Stolp (1994) indicated that school culture correlated directly with teacher 
attitudes about their work and that stronger cultures had more motivated teachers who 
experienced higher job satisfaction and increased productivity.  
 
Teacher autonomy   has also been shown to impact job satisfaction. Perie and Baker (1997) 
found that teachers with greater autonomy showed higher levels of job satisfaction than 
those with less autonomy, and suggested that school districts that are able to increase 
teachers’ control over their classrooms and other school decisions stand to increase the long-
term job satisfaction of its staff members. Empowering teachers and including them in the 
decision-making process can be a productive tool that appears to influence the school culture 
in a positive way.  
 
Job satisfaction can be described in terms of intrinsic and extrinsic factors. Intrinsic factors 
are those factors surrounding the job itself and have the greatest impact on job satisfaction. 
These include such things like a feeling of accomplishment or self worth, personal growth and 
professional development, and a supportive environment in which to work. Satisfaction often 
comes as a result of daily activities, or interactions with students, which affirm that learning 
is taking place.  
 
Research seems to indicate that extrinsic factors surrounding the job including things like 
salary, fringe benefits, school safety, and level of support by administration, and job security, 
do not significantly impact the level of job satisfaction of teachers (Baughman, 1996; Perie & 
Baker, 1997; Johnson & Johnson, 1999).  Many teachers enter the profession because they 
enjoy working with children. While extrinsic factors do not strongly impact the level of job 
satisfaction for teachers, there is a connection. Absence of these factors or a deficiency in the 
level of these factors is often associated with job dissatisfaction (Johnson & Johnson, 1999), 
and no doubt effects attitudes surrounding the work environment. Extrinsic factors ultimately 
affect staff morale and teacher productivity.  
 
Job satisfaction is critical to teacher commitment and school effectiveness, and actions by 
school administrators create distinct environments that are highly predictive of the level of 
job satisfaction for the teaching staff (Shann, 1998).  
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Excellent Teachers’ Thinking Model and Conceptual Framework 
Excellent teachers have their own styles and thinking that is different from other teachers 
(Pressley and McCormick, 1995). Excellent teachers, who are resilience, have a sense of 
efficacy, professional and personal identities. This resilience adds to existing knowledge of 
variations in teachers' work, lives, and effectiveness and contributes to the debate on 
standards, quality and retention that has long lasting impact on school effectiveness (Gu & 
Day, 2007). When excellent teachers have the intention of retention, it indirectly denotes the 
job satisfaction. In Malaysia, excellent teacher is an awarded post and they have limited 
empowerment though education system is very much centralized. From this position of 
power over the learners, they play a vital role in the process of educational assessment and 
selection (Leach & little, 1999) that motivates them positively. On the other hands, Sahandri 
et al (2008) stated that the thinking domains of excellent teachers are strongly influenced by 
their background and environmental factors. The conceptualized background factors in their 
study were teachers’ sex, experience, subject specialization and expertise, level of teaching, 
total teaching hours per week and academic qualification whereas the environmental factors 
were students background, needs, class size and climate, school objectives and environments, 
examination systems, parents and community pressure and their traditions. With the 
consideration of these background and environmental factors, excellent teachers’ thinking 
model has been developed with five domains such as excellent teachers’ teaching philosophy, 
their pedagogical content knowledge, management style, and expectation and teaching 
objectives. This study has intended to find the influence of these five domains on the different 
areas of their job satisfaction (Herzberg,1987) such as advance, achievement, work itself, 
recognition, responsibility, personal growth, status, security, subordinate, personal life, 
peers, salary, work conditions, supervisor, policy and supervision.  
 
Research Methodology 
This study, titled “Excellent teachers and their job satisfaction” is considered a correlation of 
sorts as it aims to establish the relationship between the independent predictable variables 
(Excellent teachers’ thinking model) with the dependent variable (job satisfaction). 
 
Gay (2000) argued that correlative research involves collecting data to determine whether, 
and to what degree, a relationship exists between two or more quantifiable variables. The 
resulting relationship either predicts or establishes a relationship between variables. 
 
Population and Sampling 
The population of the study consisted of the excellent teachers of the secondary schools of 
Malaysia. The total number of excellent teachers is 5736 in secondary schools since the 
project started (MOE, 2008, 2009).  
 
A set of questionnaires for 155 excellent teachers were sent but the responses from a total 
of 115 teachers were returned from different schools. All together the responses of 12 
teachers excluded from subsequent analysis due to a failure to properly complete the 
questionnaires. The response rate was 74.19% for teachers.  Overall, the responses of 103 
teachers (66.45%) were used for the purpose of this study with the aggregated mean of 
teachers’ responses.  
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With regards to sampling, Gay (2000) says, “for correlation, causal-comparative, and 
experimental research, some experts consider the magic ‘general guideline’ to be 30. Thus 
for correlation studies at least 30 subjects are needed to establish the existence or non-
existence of a relationship.” With this in mind, the responses 103 excellent teachers) were 
justifiably sufficient to represent the population being studied.   
 
Instruments: Their Validity and Reliability 
Questionnaires on Excellent Teaching Thinking Model’s Components (Teachers Teaching 
Philosophy, Pedagogical Content Knowledge, Management Styles, Teachers Expectation and 
Teaching Objectives) with sixteen factors of Herzberg’s Theory of Job Satisfaction (advance, 
achievement, work itself, recognition, responsibility, personal growth, status, security, 
subordinate, personal life, peers, salary, work conditions, supervisor, policy and supervision) 
were used to collect the quantitative data for this study. The sources of these questionnaires 
were adapted from the questionnaires of Sahandri et al. (2008) for excellent teachers’ 
thinking model and Herzberg for their Job Satisfaction. The validity of the content had been 
determined through expert opinions who were specialists in the content area selected for this 
study.  The preliminary versions of both questionnaires were tested in a pilot study on a 
random sample of 30 excellent teachers. The result from this pilot study confirmed that the 
items in both questionnaires were relevant, although some minor alternations were required.  
 
To verify the convergence validity of the instrument used for this study, multi item scales were 
analyzed based on factor analysis. The scales include 5-Excellent Teaching Thinking Model 
Components (Teachers Teaching Philosophy, Pedagogical Content Knowledge, Management 
Styles, Teachers Expectation and Teaching Objectives) with one criterion variable sixteen 
items of Herzberg’s Theory of Job Satisfaction (advance, achievement, work itself, 
recognition, responsibility, personal growth, status, security, subordinate, personal life, 
peers, salary, work conditions, supervisor, policy and supervision). At the beginning of the 
underlying assumptions were observed before proceeding to the subsequent phases of factor 
analysis.  
 
Confirmatory factors and reliability analysis were also performed to determine the 
dimensionality for 5-Excellent Teaching Thinking Model Components and sixteen factors of 
Herzberg’s Theory of Job Satisfaction. The results of factor analysis for independent variables 
were determined to be five factors, with factor loading ranging from .615 to .917, using 
principal component analysis and Varimax rotation procedures amounting for 65.72% of total 
variance. In case of measuring job satisfaction, the direct Oblimin rotation method was used 
due to the failure of the Varimax rotation method to get a clean factor. Factor analysis on 
sixteen items about job satisfaction produced a one-dimensional factor with the factor 
loading ranging from .59 to .76. This factor cumulatively obtained 76.70% of the variance in 
the data, with explanatory power as expressed by the eigenvalue 11.29. The factor loadings 
were acceptable. In other words, these 16 items were internally consistent, all measuring the 
same basic construct. 
 
A reliability test of the measures were performed, of which the Chronbach alphas were all 
above the lower limit of acceptability (Chronbach alpha >.60) (Nunnally, 1978). Hence all the 
measures were highly reliable. 
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Findings 
In this study, Pearson Correlation was used to investigate the relationships between five 
Excellent Teaching Thinking Model’s Components (Teachers Teaching Philosophy, 
Pedagogical Content Knowledge, Management Styles, Teachers Expectation and Teaching 
Objectives) with sixteen factors of Herzberg’s Theory of Job Satisfaction (advance, 
achievement, work itself, recognition, responsibility, personal growth, status, security, 
subordinate, personal life, peers, salary, work conditions, supervisor, policy and supervision). 
 
Looking into Table 1, the result of Pearson Correlation shows that, there is a significant 
correlation between “Management Styles and Job Satisfaction” (r= .039), “Teaching 
Expectation and Job Satisfaction” (r=.020) and “Teaching Objective with Job Satisfaction” (r= 
.007). The Table also shows that, there is no significant correlation between Teachers’ 
Teaching Philosophy and Job Satisfaction” (r=.058) and “Pedagogical Content with Job 
Satisfaction” (r= .062).  
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Table 1:  
Person Correlations of the Excellent Teachers’ Thinking Model with Job Satisfaction  

    

Job 
Satisfa
ction 

Teach
er 
Teachi
ng 
Philos
ophy 

Pedago
gical 
Content 

Manage
ment 
Styles 

Teacher
s 
Expectat
ion 

Teachin
g 
Objecti
ve  

        
Job 
Satisfaction  

Pearson 
Correlation 

1 ,295 ,291 ,320(*) ,357(*) 
,410(**
) 

  Sig. (2-
tailed) 

. .058 .062 .039 .020 .007 

  N 103 103 103 103 103 103 
Teacher 
Teaching 
Philoso 

Pearson 
Correlation ,295 1 

,831(**
) 

,612(**) ,735(**) 
,663(**
) 

  Sig. (2-
tailed) 

.058 . .000 .000 .000 .000 

  N 103 103 103 103 103 103 
Pedagogical 
Content 

Pearson 
Correlation 

,291 
,831(*
*) 

1 ,539(**) ,537(**) 
,613(**
) 

  Sig. (2-
tailed) 

.062 .000 . .000 .000 .000 

  N 103 103 103 103 103 103 
Management 
Styles 

Pearson 
Correlation 

,320(*
) 

,612(*
*) 

,539(**
) 

1 ,483(**) 
,719(**
) 

  Sig. (2-
tailed) 

.039 .000 .000 . .001 .000 

  N 103 103 103 103 103 103 
Teachers 
Expectation 

Pearson 
Correlation 

,357(*
) 

,735(*
*) 

,537(**
) 

,483(**) 1 
,632(**
) 

  Sig. (2-
tailed) 

.020 .000 .000 .001 . .000 

  N 103 103 103 103 103 103 
Teaching 
Objectives 

Pearson 
Correlation 

,410(*
*) 

,663(*
*) 

,613(**
) 

,719(**) ,632(**) 1 

  Sig. (2-
tailed) 

.007 .000 .000 .000 .000 . 

  N 103 103 103 103 103 103 

Notices: * Correlation is significant at the 0.05 level (2-tailed). ** Correlation is significant at 
the 0.01 level (2-tailed). 
 
Interpretation  
The relationship between Teaching Thinking Model in terms of management styles, teaching 
expectations and teaching objectives show   high  level  of satisfaction of the excellent 
teachers with the school management styles, teacher’s expectation and teaching objectives. 
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Furthermore, there is no significant correlation between teachers teaching philosophy and 
pedagogical content with job satisfaction. These insignificant correlations indicate that, the 
excellent teachers were not satisfied with the teachers teaching philosophy and pedagogical 
content 
 
Discussion 
Excellent Teachers Teaching Philosophy and Job Satisfaction 
Despite the dominance of instrumental, psychological approaches to educational theory and 
practice in Malaysia, a different understanding of the value and dynamics of education is 
often articulated informally in cultural representations and in personal recollections. This 
alternative understanding is one in which the personal characteristics of a teacher and the 
relation between student and teacher are often paramount. This study presents a broadly 
existential and explicitly relational way of understanding education, or, rather, pedagogy. 
From this understanding, excellent teachers follow their own philosophy “teacher himself is 
the best method’. In this study there is found no significant relationship between teachers’ 
teaching philosophy and their job satisfaction. It is possible, as with the advancement of new 
technology, situation changes overnight. What was most effective yesterday, could be less 
effective tomorrow. As uncertainty exists, frustration prevails. Therefore, excellent teachers 
change their teaching system frequently and keep busy to innovate new technique for next 
day. In that case, there is no way of satisfaction rather tension (Higgins, 2010). 
 
Pedagogical Content Knowledge and Job Satisfaction 
Excellent teachers should have excellent knowledge (Mohd Sahandri, Hapidah & Mohammad 
Reza, 2008) in their subject matter. But nobody is satisfied with his knowledge as there is no 
limit of knowing. The more one will explore the more he will know. There is found no 
significant relationship between teachers’ knowledge and their satisfaction in this study. It is 
because excellent teachers are very much aware of the fact that knowledge thirst is 
unmeatable. The findings of Goldschmidt and Phelps (2010); Nilsson (2009) show that 
teachers’ content knowledge has had significant impact on student performance. But no 
study has been found to examine the relationship between teachers’ content knowledge and 
job satisfaction. 
 
Management Styles and Job Satisfaction 
Management cooperation helps excellent teachers to show their excellence in their day to 
day activities. If management non-cooperation exists in any school, excellent teachers feel 
uncomfortable that decreases their productivity (Alam & Hoque, 2010). This study shows that 
excellent teachers find school management very cooperative and supportive. They have 
expressed their utmost satisfaction with the management styles of school principals. It is 
because excellent teacher ship is awarded by the government with the recommendation of 
principals. As principals are familiar and involved with the process, they are keen enough to 
provide the necessary support for the excellent teachers. Chen, Beck and Amos (2006) have 
identified different leadership styles that have significant relationship with employee’s job 
satisfaction. 
 
Lobban, Hasted and Farewell (1998) also have found the positive relationship between 
management styles and job satisfaction. 
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Teachers’ Expectation and Job Satisfaction 
Teachers’ expectation can be increased with the increase of environmental factors, which are 
the skills to deal with various students needs. Teachers’ expectation also can be increased if 
the number of teaching periods per week is decreased at optimum level. Reducing teachers 
teaching hours per week bring satisfaction for them as they feel relax. Moreover, they can 
concentrate in their professional development activities that help them to cope with the 
present global trend. Excellent teachers become satisfied if he has the scope to increase his 
skill as his optimum level (Alam et al., 2010). He is happy by departing epoch-oriented 
knowledge to his students (Hoque et al., 2010). In this study, it is found that excellent teachers 
in Malaysia are getting most of their expected facilities and so they are satisfied with their 
job.  
 
This finding is in the line with Chang and Chang (2010), Sag (2008) and Auwarter and Aruquete 
(2008) where they had the observation of high satisfaction level of teachers and students 
after fulfilling their desired expectation. 
 
Excellent Teachers’ Teaching Objectives and Job Satisfaction 
Excellent teachers have their own plan to set up most effective ways to test the learning 
activities of their students. Thus, they examine the learning outcomes of their effort and 
justify the level of their teaching capacity. In this study, excellent teachers are found highly 
satisfied with fulfilling their teaching objectives. As excellent teachers are empowered slightly 
more than other teachers, the study result is not unexpected. Cotic (2010) and Demirel (2010) 
also had found the positive significant relationship between students-teachers’ objectives 
and their satisfaction when desired objectives are achieved. 
 
Suggestions and Conclusion  
As a conclusion, the excellent teachers thinking model has an impact on excellent teaching 
job satisfaction especially the management styles, teachers’ expectations and teaching 
objectives. Besides, the school management or principal leadership styles of these particular 
schools had maintained the satisfaction of the excellent teachers and it seemed that the 
teachers have been motivated by the management styles.   
 
In addition, teachers’ expectations in this study are high because the more satisfied and 
motivated the excellent teachers are, the higher the expectation they will have. This shows a 
good relationship of high level of job satisfaction with high expectation. However, the 
relationship of teaching objectives with job satisfaction indicates that, the excellent teachers 
are satisfied with the teaching objectives which are about producing excellent teaching and 
students’ outcomes. Thus, this may indicate that the excellent teachers like to see good 
performance of their students and their good results. 
 
In contrast, the excellent teachers were satisfied with their teacher teaching philosophy, 
perhaps it is against their personal philosophy of becoming excellent teachers. It could be that 
teacher teaching philosophy itself is very hard for the excellent teachers to follow and 
achieve. Thus, teacher teaching philosophy is against their wish or not well philosophized 
according to their views. Pedagogical content seemed to cause dissatisfaction among the 
excellent teachers whereby the excellent teachers might totally disliked by them perhaps 
going against what is written in the content for instruction or teaching.  
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Therefore, the school management or policy makers should look into those aspects because 
if there is any disagreement of dissatisfaction in the excellent teachers thinking model, it 
could lead to other dissatisfaction of the other components of the excellent teacher thinking 
model components. This could de-motivate excellent teachers in carrying out their works or 
could lead to the excellent teachers to relinquish their post as excellent teachers and have 
the intention of going back to their previous post as regular teachers. In addition, this could 
de-motivate the rest of the teachers applying for the excellent teachers post. In light of this, 
the management or government should consider those factors and try to provide a good 
environment for excellent teachers in order to attract others to apply for this post.    

 
It is also suggested for further research pertaining to excellent teachers to be conducted by 
taking into consideration the conditions stipulated by the Ministry of Education. These 
conditions are the terms that come together upon the acceptance of the post of ‘Excellent 
Teachers’ by the excellent teachers. Informal interviews and discussion conducted among 
excellent teachers and also regular teachers who are qualified to apply for the post, reveal 
the fact that many of them were dissatisfied with some of the terms given such as ‘The 
excellent teacher who has accepted the post is not allowed to return to his previous teaching 
post as a regular teacher’ and ‘the excellent teacher can be transfered to any schools from 
time to time depending on the MOE service needs’. Therefore, these factors of dissatisfaction 
could be looked into in future research as being the factors contributing to the reluctance of 
many qualified teachers to apply for the post of excellent teachers in Malaysia. 
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