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ABSTRACT 
 
 

Moonlighting is a common practice for many teachers due to the need for supplemental 

income. This study was designed to narrate the effects moonlighting had on teachers in 

Northwest Louisiana. Through a series of online interviews, teachers shared their 

narrative regarding the effects moonlighting had on their personal and professional lives. 

The study took a constructivist phenomenological approach using primary data along 

with descriptive, non-experimental research to collect information about the participants’ 

lived experiences with teacher moonlighting. A narrative analysis was utilized to generate 

codes then organize them into themes, and to construct and compare the narrative 

findings. The results of the study demonstrated that while moonlighting educators do 

share similar experiences, there were also specific details that were unique to each 

individual. This study reported similarities, differences, and additions to existing 

literature.  
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CHAPTER I 
 

Introduction to the Study 
 
 

Introduction 
 
 The purpose of this chapter was to situate the study’s research problem, purpose, 

and questions within the existing lived culture of the problem and the literature of 

relevance. This chapter discusses the deteriorating economic status of teachers, the 

reasons for those deteriorating changes, the adverse effects of the changes, and the coping 

mechanisms teachers and schools have put into place because of said changes.  

Background of the Problem 

 This section will discuss deteriorating economic status of teachers and the adverse 

effects felt because of it. 

The Historically Deteriorating Economic Status of Teachers 

The economy of the United States is one that rises and falls continually. In the last 

decade, this economy has seen more decline than increase. Lately, however, the United 

States’ economy broke away from its decade-long slough showing growth since the 

financial crisis and recession (Trevisani, 2018). Consequentially, there are still people in 

the United States who live in poverty. Although the national poverty rate is declining 

each year, 13% of the United States’ population had an annual income below the poverty 

level in 2018 (Benson & Bishaw, 2019). Louisiana’s poverty rate also raises some 
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concern. While the percentage of people in Louisiana living in poverty has slightly 

decreased, the state remains one of the poorest in the country. Data released from the 

Census Bureau, show that 19% of Louisiana residents lived below the poverty line in 

2018. This was a 1% decrease from the 20% of 2017. In contrast, the 2018 national 

average was only 12%. There were only seven states in the United States that had a 

poverty rate of less than 10% at that time. However, Louisiana’s poverty rate ranked the 

third highest in the nation, only behind Mississippi and New Mexico (The Associated 

Press, 2019). “While the economy has gradually recovered from the 2008 recession, 

many middle-class workers still haven’t seen their earnings rebound” (Mulhere, 2018, 

para. 5). Included in the group of middle-class workers whose salaries have not 

rebounded from the recession are teachers (Mulhere, 2018).  

In the United States, teachers’ salaries have increased from an average of $8,626 

(current dollars) in 1970 to an average of $58,590 in 2017. This was a 2% decrease from 

the 1999-2000 school year (National Center of Education Statistics, 2017). Fast forward 

to the 2018-2019 school year, the average classroom teacher’s salary was estimated to be 

$61,730, an increase of 12% from the 2009-2010 school year. Notably, by the 2016-2017 

school year, the national average salary for a starting public-school teacher was $38,617. 

This salary fell far below the overall average salary of $50,359 for a bachelor’s degree 

graduate across all fields (Carrig, 2018). Of all the 50 continental United States, 

Louisiana ranks 17th for starting teacher’s salaries. The average salary for a new teacher 

in Louisiana is currently $40,128 (Sentell, 20199). However, some teachers are required 
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to have a master’s degree as well, depending on the district. Even in those instances, 

teachers still frequently earn far less than other professionals with similar education 

levels (Mulhere, 2018). In 2017, at the national level, teachers earned 19% less than 

professionals with similar skills and education (National Education Association, 2018). 

Looking back at 1994, public-school teachers in the United States earned 2% less per 

week than comparable employees. Twenty-one years later, that percentage had increased 

by 15% (Allegretto & Mishel, 2016). By 2017, public-school teachers were making 19% 

less than the salaries of comparable workers (Reilly, 2018a). That said, for the 2017-2018 

school year, the average salaries of teachers in Louisiana with five years of experience 

were as follows: Bachelor Degree- $45,509; Master Degree - $47,069, Master Degree + 

30- $49,329, Educational Specialist-50,163, Doctorate- $50,773, and all degrees - 

$46,087. This caused Louisiana to be ranked 41st among the 50 states when it came to 

average salaries of teachers with five years of experience (Frolich, 2018). This was a drop 

from the 34th rank of 2016 (Sentell, 2019).  

While there has been a significant increase in teachers’ salaries throughout the 

years, it is important to take into account the effects of price inflation. The Department of 

Education indicates that the country’s three million full-time public-school teachers (from 

grades kindergarten through high school) are currently experiencing some of the worst 

wage stagnation. Public school teachers earn “less on average, in inflation-adjusted 

dollars than they did in 1990” (National Education Association, 2018, p. 1). For every 

increase in teachers’ salaries that has occurred over the last decade, inflation has eroded 
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most of those gains. “Over the past decade, the average classroom teacher salary has 

increase 15% but after adjusting for inflation, the average salary actually decreased by 

$1,824 or 3%” (National Education Association, 2018, p. 1). Based on adjustments for 

inflation, there were 39 states in which the average teacher earned less in 2016 than they 

did in 2010. Louisiana was among those 39 states (Mulhere, 2018). In 1970, teachers in 

Louisiana had an average adjusted-for-inflation annual salary of $7,069. By 2017, this 

salary was $50,000 (National Center for Education Statistics, 2017). The actual average 

salary the state’s teachers received in 2017 matched the estimated average annual salary 

for the 2012-2013 school year. This was a 5% increase from 1999-2000 (National Center 

of Education Statistics, 2017). Yet, when the annual salaries are adjusted for inflation, 

teachers in Louisiana have only received a raise of about 1% in the past 15 years. This 

can account for the 9% pay cut teachers in Louisiana have experienced since 2009 

(Chang, 2018). Simply put, Louisiana is a state that has not ensured that teacher salaries 

keep up with inflation. In 2010, the average teacher salary was $53,763. When the cost of 

living is taken into account, the adjusted salary became $59,671. Just six years later, 

Louisiana’s average teacher salary was $46,733 which cost of living adjusted the salary 

to $51,868 (Sikes, 2018). When inflation and the cost of living are taken into account, it 

is evident that teacher pay in Louisiana continues to decrease.  

Reasons for the Deteriorating Economic Status of Teachers 

 Causes for economic decline on the federal and state level stem from the financial 

struggles the nation and the states experienced following the Great Recession. While 
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there has been great economic recovery since the Great Recession, several states are still 

struggling to find financial resources (Mulhere, 2018). The recession and the ending of 

federal fiscal aid devastated states’ budgets. While federal aid did provide state and local 

governments with additional funding, the funding was not substantial enough to cover the 

entire lost state and local revenues (Center on Education Policy, 2019). Furthermore, all 

of the states were confronted with declining tax revenues and state constitutions requiring 

balanced budgets. Many states had to make a choice whether to cut spending, raise 

revenue, and/or draw on spending reserves. At least 34 states plus the District of 

Columbia chose to implement spending cuts to K-12 education in response to the 

recession (Center of Education Policy, 2019). The school though, relied on states for 

about half of their funding. Therefore, when the states provided less funding, spending 

was drastically cut, especially since the local districts were unable to cover the gap 

(Partelow et al., 2018).  

 In attempts to salvage their economies, many state politicians chose to slash away 

taxes (Burnette, 2018; Mantel, 2018). Unfortunately, even as revenue began to rebound 

following the recession, states made spending cuts including cutting income tax rates, and 

this weakened their main revenue source for supporting schools (Leachman et al., 2017; 

Partelow et al., 2018). During the same time, property tax revenues fell due to the 

housing crisis (Mantel, 2018; Center on Education Policy, 2019). Furthermore, with the 

decline in property values, property taxes also led to lower local revenues for education 

(Center on Education Policy, 2019). This caused a large majority of the states to cut 
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school funding (Allegretto & Mishel, 2018). Most states still have not restored their 

education funding to pre-recession levels (Chang, 2018). However, it is not just weak 

state economies that caused spending cuts. There were state legislatures that utilized 

spending cuts to finance the tax cuts given to the wealthy and corporations (Allegretto & 

Mishel, 2018). These spending cuts that the vast majority of states made in response to 

the declining tax revenue and draining budget reserves hurt families and reduced 

necessary services. The state services cut due to the declining revenue included health 

care, services to the elderly and disabled, K-12 education, and higher education. The 

underlying effect of these cuts was a deepening of states’ economic problems because 

families and businesses had less to spend (Johnson et al., 2011).  

 Between 2008 and 2016, there was a shift of burden regarding education funding 

nationwide. Within those eight years, the local governments found their share of school 

funding rising from 43.7% to 44.5% nationwide. Meanwhile, states’ burden fell from 

48.3% to 47.4%. This shift of burden led local school districts in the wrong direction 

because of property wealth variations. The more school districts began to rely on local 

property taxes, the greater chance there were for the gap in education spending to widen 

between rich and poor districts (Mantel, 2018). Although there has been a national 

average of 1.7% increase of local property tax revenue between the 2007 and 2016, the 

increase has not been enough to keep up with the student enrollment increases and state 

spending cuts (Center on Education Policy, 2019).  
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 The inconsistency with funding has caused many states to experience budget 

problems. Because states are still dealing with budget crises and state lawmakers are 

pushing tax cuts for businesses and corporations, public school teachers are still waiting 

to receive the raises needed to allow them to keep up with inflation (Chang, 2018). There 

are some states which rely on funding formulas in efforts to provide more money to 

lower-income districts. However, those formulas often fall short to leveling the playing 

field (Mantel, 2018). The value of teacher salaries (adjusted for inflation) decreased in a 

majority of the states.  

Central to the issues surrounding teacher salaries is the fact that there are growing 

funding inequities among the states (Miles & Katz, 2018). Additionally, public 

investment in K-12 schools is critical for the U.S. economy to offer broad opportunities. 

Yet, public investment has experienced a dramatic decline in several states over the last 

decade. Investments, along with a combination of other outside factors—weak revenues, 

rising education costs and state policy choices—serve as the basis of why many states 

have recently selected to make deep spending cuts in education in an attempt to close 

their budget shortfalls (Leachman et al., 2017).  

Specifically in Louisiana, there has been a struggle to find revenue to use in order 

to increase educational funding. This is primarily due to the industries’, such as oil 

companies, inability to improve the state’s economy. Because of the reduced revenue, 

Louisiana does not have as much funding available for educational spending (Mulhere, 

2018). The most recent data shows the national per-pupil funding is $11,762. For the 
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2016 school year, Louisiana fell short of the national average only spending $11,038 

(Education Spending, 2018). Additionally, basic state aid that is typically used to help 

with teachers’ salaries has been frozen for the last 10 years as the total education 

spending per student never rose higher than $11,500 within the 10-year period (Sentell, 

2019; Education Spending, 2018). While Louisiana did experience spending cuts in 

public health, elderly/disabled aid, higher education, and state workforce, Louisiana has 

not cut any funding to K-12 education (Johnson et al., 2011). The Louisiana Constitution 

protects K-12 education funding by requiring a formula through which the state 

distributes aid to public schools (Office of the Governor, 2016). Although recurring 

budget issues have caused teachers’ salaries to fall below the national average, Louisiana 

was able to hit the target for the 2008 financial year. Unfortunately, teacher salaries once 

again fell below the average in 2013. This decline led Governor John Bel Edwards to 

propose boosting teachers’ pay by $1,000. The goal is to reach the educational board 

benchmark by 2022 (Sentell, 2019).  

Additionally, the privatization of education indirectly affects the funding public 

schools receive. This is due to the neoliberal ideologies that advocate the new privatized 

forms of schooling. Neoliberalism finds fault with public schools and blames the schools 

for the inequalities created by an unregulated market. Due to this belief, the public is 

made to fear the possibility of a declining American economy if public schools are not 

fixed. Neoliberalism has become synonymous with democracy, economic stability, 

accountability, and school choice (Baltodano, 2012).  
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For many neoliberals, vouchers and charter schools are ideal routes to privatize 

education. Advocates of privatization of schools emphasize the large number of public 

schools that fail to make Adequate Yearly Progress (AYP) is proof privatization of 

schools is needed (Adamson & Galloway, 2019). Often the schools who fail to meet AYP 

are in working class communities. As a result, these schools are shut down, become 

reconstituted, and are offered for sale because they could not meet the intended academic 

improvements. Consequentially, these schools become charter schools that are managed 

by non-profit charter management organizations or for-profit businesses (Baltodano, 

2012).  

Across the entire United States, school privatization directly impacts about 7% of 

all students. The state of California is currently the largest contributor of charter schools 

with 9% of its 6.2 million students enrolling in charter school during the 2016-2017 

school year. Within a 10-year period starting with the 2005-2006 school year and ending 

with the 2015-2016 school year, along with Washington, D. C., the following states 

doubled their charter school enrollments: Delaware, California, Utah, Texas, Oregon, 

Louisiana, Rhode Island, and Nevada (Adamson & Galloway, 2019). Similar to 

traditional public schools, charter schools are primarily funded by public money. The 

amount of public funds a charter school receives is determined by the number of students 

enrolled. Therefore, when a student enrolls in a charter school, that child’s public funds 

follow him or her. Defenders of traditional public schools argue that charter schools are 

taking money away from public schools. However, advocates of charter schools argue 
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that overall, school districts receive funds to educate a certain number of students. 

Therefore, when the number of students enrolled in a district declines due to those 

students enrolling in a charter school, logically the funding for those students should also 

decline. A Ball State University analysis of charter school funding in 24 states found that 

the difference between public school funding and charter school funding averaged 19%, 

which amounted to about $2,247 per pupil (Shen & Berger, 2011).  

Adverse Effects of a Deteriorating Economy on Education 

 Due to the slow economic recovery after the recession, educational spending 

budget cuts affected school districts, teachers, and students in several ways. From 

reduction in force to students receiving subpar instruction, some of these effects are still 

felt today. Not only does budget cuts hurt the quality of education students receive, it also 

cripples school districts’ ability to hire teachers.  

Adverse Effects of Economic Changes on Teachers. The recession in mid-2008 

caused several school districts to cut teachers and other employees. Most of these teacher 

layoffs occurred between 2009 to 2012 (Partelow & Baumgardner, 2016). While there 

was federal support to education spending through the American Recovery and 

Reinvestment Act of 2009 and the Education Jobs and Medicaid Assistance Act of 2010, 

by mid-2012, school districts had cut 351,000 jobs nationwide (Partelow & 

Baumgardner, 2016; Leachman et al., 2017). School districts were also forced to reduce 

pay and cancel contracts with suppliers and other businesses. Although the number 
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continues to decrease, there is still a deficit of 135,000 jobs compared to 2008 (Leachman 

et al., 2017).  

 An effect of teacher pay issues was the backlash states and school districts 

received from teachers. These issues caused teachers in Colorado, Mississippi, North 

Carolina, and West Virginia to stage protests, walkouts, and strikes. In February 2018, 

teachers in West Virginia organized an illegal strike protesting the stagnant salaries and 

rising health-care costs across the state. The teachers’ efforts amounted in just a 5% pay 

hike. Teachers in other states soon followed suit demanding better pay and increases in 

school funding (Burnette, 2018; Cheng et al., 2019). Unforeseen effects of these protests 

had a wide impact. Many teachers across the country ran for office. Additionally, the 

protests renewed the long-standing debate over whether teachers are underpaid, should 

receive performance-based pay, and if increases in education spending truly does 

improve student achievement (Mantel, 2018).  

 As of 2015, teacher salaries and benefits covered about 80% of per-pupil 

expenditures (Partelow et al., 2018). Because teacher salaries make up a large majority of 

public education spending, cuts to education budgets restrict districts from expanding 

their teaching staff and maintaining competitive wages. There have been 39 states whose 

average teacher’s salary has declined relative to inflation between the 2010 and 2016 

school year. This and low teacher pay are two primary factors for the shortages of 

qualified teachers in many school districts (Leachman et al., 2017). Another issue school 

districts face is teacher turnover once qualified teachers are hired. The United States 
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experience an annual average rate of 8% in teacher turnovers. There are several reasons 

for the teacher turnovers. While most teachers leave the profession due to difficult 

working conditions and lack of administrative support, about 20% of teachers leave 

because of low pay (Exstrom, 2018). Low teacher pay consequentially affects student 

achievement. When teachers receive fair compensation and are supported in their growth 

as professionals, overall student achievement becomes more successful (Miles & Katz, 

2018).  

 Although inflation-adjusted per-pupil spending has continuously increased within 

the last three decades, little went towards true salary increases for teachers. Average 

inflation-adjusted teacher salaries have remained mostly stagnant since the 1990s, with 

salaries actually declining in most states recently. Unfortunately, the current average 

teacher salaries in many states will not even cover the basic needs of a family (Katz et al., 

2018). In 2018, more than half of all states’ average teacher salaries were less than the 

family living wage. Using the Massachusetts Institute of Technology’s living wage 

measurement for all family compositions with a single earner and one or more children, 

Education Resource Strategies found that in more than half of the states, the average 

teacher salary would not provide an adequate minimum living wage. The minimum living 

wage was determined by the income needed to cover basic expenses for a family 

including food, housing, childcare, transportation, medical costs, and other pertinent 

expenses (Johnson et al., 2011). In 35 of the states, teachers with 10+ years of experience 

who served as head of household in a family of four qualified for multiple public 
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assistance programs to make ends meet. Most of these 35 states were also those that cut 

education funding after the recession. These states also had additional similarities. The 

similarities included: twice as many teacher shortages in subjects and grades that should 

have been easy to staff; the average teacher turnover rate was 54% higher than states 

whose teacher salaries was more than 10% above the living wage; and the states had 

more than twice the percentage of uncertified teachers and a 50% higher rate of novice 

teachers (Miles & Katz, 2018).  

Adverse Effect of Economic Changes on School Districts. There are multiple 

ways teacher salaries affect school districts. One downside to teacher salaries is the 

shortages of elementary and secondary school teachers in each school district. These 

shortages affect the quality of education that students receive each school year (Imazeki, 

2005). School districts face teacher shortages due to the inability to retain teachers. The 

teacher vacancies cause school districts to increase class sizes and/or hire substitute 

teachers or persons with emergency credentials who are less than qualified to provide the 

quality of education students deserve (Partelow et al., 2018). Additionally, school 

districts find it hard to hire better qualified teachers due to salary schedules that equalize 

pay for all teachers regardless of level of education or subject taught (Imazeki, 2005). 

Furthermore, the declining salaries and underfunded schools are often considered causes 

of a decline in the number of college students enrolling in teacher preparation programs. 

Since 2008, enrollment of college students into teacher preparation programs has 

decreased by 39% (Partelow et al., 2018). Thus, the number of teacher applicants for 
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teacher certification is declining. U.S. college students enrolling in teacher certification 

programs went from 684,000 in 2011 to 419,000 in 2015. That decline is the cause of the 

increasing number of long-term crisis substitutes, emergency or provisionally certified 

teachers, and unfilled vacant positions, especially in low-income and rural communities 

(Miles & Katz, 2018).  

Since school districts rely heavily on state funding, cuts to educational funding 

force school districts to reduce educational services, try to raise additional funds to 

recover the reduced funding, or both (Leachman et al., 2017). One way local districts try 

to raise additional funds is by raising local property taxes. However, the recession caused 

property values to decline tremendously. Thus, school districts found it difficult to raise 

local property taxes. Following the recession, property tax revenue only grew about 1.7% 

above inflation each year through 2016. This minimal growth was not enough to cover 

the declining state support and residing student enrollment nationwide (Leachman et al., 

2017). Consequentially, school districts are not receiving the financial support needed to 

attract and retain qualified teachers, reduce class sizes, and expand the availability of 

high-quality early education. Instead, budget cuts increase the risk of decreasing schools’ 

ability to develop creative intelligence of the next generation of workers (Leachman et 

al., 2017). Budget cuts to education spending also affects students’ overall academic 

experience. This includes the condition of the school building, courses offered to 

students, and the type of teachers in the classroom (Partelow et al., 2018). Although 

additional instructional opportunities through extended learning can improve student 
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achievement, budget cuts make those opportunities very difficult. Some states were 

forced to reduce student learning time due to cuts in educational spending. For example, 

the state of Arizona once eliminated full-day kindergarten by opting for half-day 

kindergarten programs and required parents to pay a fee for the full-day kindergarten 

service (Leachman et al., 2017). Not only were kindergarten programs affected by post-

recession budget cuts, but so were preschool programs. By 2016, most states had restored 

preschool funding per student; however, the funding was significantly less. Nevada, for 

example, reduced Pre-K per-pupil state funding by 39.5% or $1,448 between 2008 and 

2016 (Leachman et al., 2017).  

As recent as 2015, K-12 funding per student still was below pre-recession levels 

for that school year. A total of 29 states had a lower amount of state funding per student 

for the 2015 school year than in the 2008 school year, prior to the recession (Burnette, 

2018; Partelow et al., 2018; Leachman et al., 2017). For the state of Louisiana, there was 

a 12.4% decrease in total state funding per student, inflation adjusted, from the fiscal 

years 2008 to 2015 (Leachman et al., 2017). As of 2016, Louisiana saw a 3.5% decline 

from 2008 levels in per-pupil state and local public-school funding (Mantel, 2018). In 

2017, states with high-educational spending were also the states that are ranked the 

highest on Educational Week’s Quality Counts K-12 achievement index. These states’ 

per-pupil spending was also well above the national average of $11,454. Louisiana 

received a grade 62.8 as its per-pupil spending was below the national average at only 

$11,106 (Partelow et al., 2018). By 2018, the national average per-pupil was $12,526. 
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Louisiana fell short of that spending only $12,153 per-pupil (Educational Week Research 

Center, 2018).  

How Teachers and Schools are Coping 

 One way school districts try to counteract the low salaries of teachers is to create 

teacher compensation policies. Most teacher compensation policies are linked to 

performance—either the teacher’s performance or the student’s performances. According 

to Odden and Kelly (1996), “these efforts have been largely unsuccessful and short-lived. 

As a result, teacher compensation structures today look much as they did decades ago” 

(p. 1). Similarly, most districts utilize a salary schedule that bases salary increases 

according to a teacher’s education units, university degrees, and years of teaching 

experience (Odden & Kelly, 1996).  

 First introduced in 1921, single salary schedules gained popularity soon after 

World War II when teachers were in short supply. There were several discriminatory pay 

practices—men receiving higher pay than women, whites receiving higher pay than 

blacks, and the use of nepotism to determine salaries—that hindered the recruitment of 

new teachers. The utilization of a single salary system equalized pay for all. “It removed 

politics, race, and gender from the process and made teacher pay both more equitable and 

more predictable” (Koppich, 2010, p. 23). By the 1960s and 1970s, even the major 

teacher unions had jumped on board with single salary pay. All parties involved believed 

that “the single salary schedule also was a good fit with a teaching culture that 

emphasized egalitarianism and eschewed competition” (p.23). Typically, the general way 
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teachers across the U.S. are paid is based on a single salary schedule. Single salary 

schedules grew in popularity around the women’s movement. During this time, there 

were several efforts to create a salary schedule that would provide equal pay for equal 

work (Odden & Kelle, 1996).  

 “Single salary schedules for teachers contrast with pay practices in most other 

professions where merit or performance-related pay is more commonplace” (Podgursky 

& Springer, 2011, p. 167). Single salary schedules do not mean that all teachers are paid 

the same. Instead, individual teachers are paid according to specific attributes. If a teacher 

has more experience, more education units, or a master’s degree, he/she will have a 

higher salary than a teacher with less experience and/or education. Teachers who take on 

additional roles such as coaching, advising clubs, or other extra-curricular activities often 

receive an additional supplement to their salary (Odden & Kelley, 1996).  

 While some view single salary schedules as equitable for teachers, Odden and 

Kelley (1996) stressed the critical piece to the success of the single salary schedule “is 

the fact that the basis for paying teachers different amounts—years of experience, 

education units, and different jobs—are objective, measurable, and not subject to 

administrative whim” (p.7). Another problematic issue to single salary schedules 

identified by Odden and Kelley (1996) is larger salaries are only available to teachers 

who leave teaching and enter into administrative jobs such as assistant principal, 

principal, or other out-of-classroom jobs. Teaches can also receive an increase in salary 

by earning their National Board of Professional Teaching Practice certification. Yet, 
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unless teachers take advantage of the aforementioned opportunities to increase their 

salaries, “teachers with a greater array of professional expertise do not earn more than 

those with fewer skills and competencies” (Odden & Kelley, 1996, p. 10). Podgursky and 

Springer (2011) also noted that while training, working conditions, and non-teaching 

opportunities for teachers differ significantly by each teaching field, “the salary schedule 

within a school district treats teachers the same, regardless of field” (p.168). This is 

problematic because this causes the single salary schedule to treat all teachers as if they 

are the same without offering rewards for stellar accomplishments and few consequences 

for underperformance (Koppich, 2010). Due to the little provision for areas of need or 

shortage and little incentive for teachers to improve their practice, “the single salary 

schedule produces neither professionally competitive nor market-sensitive salaries” (p. 

23).  

 For schools unable to provide pay raises to its teachers, an alternate option to cope 

with the stressors of economic declines and budget cuts is to offer teachers an incentive 

through performance pay. There are three types of performance pay often given to 

teachers: merit pay, knowledge- and skill-based compensation, and school-based 

compensation. Merit pay is often individualized based on student performance. In 

addition to a regular salary, merit pay awards teachers bonuses for excellent 

performances as determined by their supervisor (Odden & Kelly, 1996). One downside to 

merit pay is that it causes competition amongst teachers. Additionally, “excellent or best 

is rarely defined well” (p.32). Thirdly, the procedures for defining what excellent 
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performances are and then selecting the teachers who meet the criteria is often flawed. 

Also, districts and states rarely are able to maintain stable funding for merit pay (Odden 

& Kelly, 1996).  

 In contrast, knowledge- and skill-based pay provide clear guidelines on what is 

being evaluated to determine qualifications for additional pay. School-based 

compensation, as its name implies, involves school wide incentives generally based on 

student performance as well (Lavy, 2007). A Sass survey found that the average teacher 

receives a performance pay maximum bonus of $614. Since the performance pay is 

dependent on student test scores, teachers often would opt to earn a guaranteed wage 

outside of the school system versus investing in insuring student success to gain those 

performance pay bonuses (Jones, 2013). Even with merit pay or performance-based pay, 

many teachers are still forced to find additional work in order to survive financially 

(Brown et al., 2019).  

 Additionally, some states have created fellowship programs to entice public 

school teachers. For example, in 2009, K-12 math teachers were invited to participate in a 

program aimed at cultivating STEM (science, technology, engineering, and math) 

teachers in public schools. Along with the four-year fellowship, teachers also received an 

annual stipend of $15,000. Teachers were also able to apply for additional financial 

support to attend national conferences, trainings, and trips to improve their knowledge 

base of their subject matter. Unfortunately, the program is not expanding across the 
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country due to most states’ inability to provide and maintain the funding required to 

facilitate the program (Farmer, 2017).  

 It is states’ benefit to increase teacher base salaries. Higher salaries allow school 

districts to attract and retain high quality teachers which increase morale and teacher 

effort. On the state level, higher salaries encourage individuals to enter the teaching 

profession (Hendricks, 2015). Unfortunately, pay raises for teachers are rather seldom 

due to the current conditions of the economy. However, for the 2019-2020 school year, 

Louisiana was able to provide a $1,000 pay raise to all school teachers. This was passed 

by the state’s governing board as a part of a $140 million education spending budget bill. 

Prior to this raise, teachers in Louisiana had not received a statewide raise in over a 

decade (WAFB Staff, 2019).  

 Highly important in the consideration of teacher salary increases is the cost-of- 

living. Adjusting teacher salaries for the cost-of-living allows states to identify the true 

difference in teachers’ welfare. The cost-of-living measures are determined by the 

differences in rent. If an area has less crime, nicer weather, and better public services, the 

workers in those states often receive less pay (Stoddard, 2005). “Adjusting teachers’ 

salaries for the differences in rents or the cost-of-living will therefore make those 

teachers appear to be even worse off when they might actually be as well if not better off 

than teachers in other states with worse amenities” (p. 324). In contrast, there are 

arguments claiming that some states low teacher salaries are due to the states’ lower cost-

of-living and wages in general. Additionally, there are differences in teacher 
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characteristics, working conditions, urbanization, and area household amenities in each 

state (Rickman et al., 2017). Stoddard (2015) warned that adjusted salaries for the cost-

of-living difference can lead to misleading conclusions. Instead of adjusting and 

increasing salaries on cost-of-living alone, salaries should be adjusted for the differences 

in area amenities which affects both rent and wages.  

 In spite of the occasional pay raises, performance pay, and fellowship programs, 

there are still about 25 of the continental United States where the average teacher does 

not earn a living wage to support a family (Miles & Katz, 2018). Thus, teachers are 

inclined to earn an additional income by taking on a second job. One analysis conducted 

by the Brookings Institution found that teachers are 30% more likely to have a second job 

than those who do not teach. Additionally, secondary teachers are more likely to work a 

second job than elementary school teachers are (Center on Education Policy, 2019).  

 Teaching ranked in the top four professions whose employees felt the need to 

moonlight (Brown et al., 2019). Although teachers greatly influence others, they 

experience financial difficulty because of their profession. This causes teachers to seek 

employment outside of their teaching position in order to provide for their families 

(Brown et al., 2019). Some teachers also work in the summertime. These jobs include 

teaching summer school, nonteaching but in a school setting, and non-school completely. 

Additionally, there are teachers that work both during the summer and outside of the 

school during the school year (U.S. Department of Education, 2018).  
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 “Most surveys on moonlighting over the last three decades found that between 

one-third and two-thirds of teachers moonlight” (Bell & Roach, 1990; NEA, 1987; 

TSTA, 2006). Moulthrop et al. (2005) found that at least 20 percent of teachers report 

having second jobs. The reasons for these jobs vary. They include paying off student 

loans, needing extra income to provide for growing families, to stop living paycheck to 

paycheck, and to have the ability to actually save money (Moulthrop et al., 2005). 

According to a 2004 survey conducted by Sam Houston State University, teachers also 

reported that in addition to working in their classroom, they also worked as “counselors, 

farmers, antique shop clerks, office administrators, cabinet makers, church choir 

directors, newspaper delivery persons, service managers, ministers, waitresses, and cake 

designers” (p. 50).  

 “Teachers are highly educated professionals, but they are often treated as a 

strange hybrid of babysitter and civil servant—and the salary scale reinforces this 

perception” (Moulthrop et al., 2005, p. 3). This causes teachers to be unable to afford to 

buy a nice house, a new car, or provide funding for their child’s education. This is a 

heavy weight to carry on one’s shoulders (Moulthrop et al., 2005). The characteristics of 

teachers have changed. Today’s teachers are single-mothers, fathers of large families, 

single people wanting to settle down. Teachers are “people who need to make a living 

and who want to raise their families in a home in a decent neighborhood without having 

to ask their parents—or friends or relatives—to co-sign a loan” (Moulthrop et al., 2005, 

p. 11). Financial strain, along with physical and emotional exhaustion, impacts teacher 
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performance in consideration of class size, teacher expectations, job seniority, and the 

type of school in which one works (Yavuz, 2009, as quoted by Brown et al., 2019).  

 Based on 2016-2017 data collected by NCES, of the teachers in Louisiana who 

receive an average starting salary of $40,128 about 12% of those teachers have second 

jobs (Exstrom, 2018). Yet, it is not only starting teachers who struggle to make ends meet 

on a teacher’s salary. Midcareer teachers also often face financial hardships. Midcareer 

teachers find it hard to afford a home and pay for basic necessities. This is especially true 

if they live in high-cost areas. Due to the financial difficulties, midcareer teachers also 

take on second jobs to support their families. Teachers who are also the breadwinners of 

their family frequently qualify for several means-tested assistance programs due to their 

low salaries (Boser & Straus, 2014; Partelow et al., 2018). This is problematic because 

teachers have less chances and opportunities to grow their salaries when compared to 

other professionals.  

 In 2014, there were 11 states with more than 20% of teachers relying on the 

financial support of a second job. Looking specifically at Louisiana and its neighboring 

states, the data shows that Louisiana, Texas, and Mississippi were three of those 11 

states. In Texas, the average base salary of a teacher with at least 10 years of teaching 

experience was $41,600. This salary allowed the mid-career teacher to qualify for four 

benefit programs if they were head of household for a family of four or more. At this rate, 

there were 12.9% of teachers who had additional jobs outside of the school system that 

gave them an average additional supplemental income of $5,000. To the east, Mississippi 
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had one of the lowest average base salaries for a teacher with at least 10 years of teaching 

experience. The salary of $36,900 allowed teachers to qualify for five benefit programs if 

they were the head of household to a family of four or more. Mississippi had 12.7% of 

teachers report having a second job to earn an average of $6,600. Louisiana’s average 

base salary for teachers with at least 10 years of teaching experience was the highest--

$49,400. This caused none of the teachers who were head of household to a family of 

four or more to qualify for any benefit program. However, there were still 12% of 

teachers who held additional jobs earning an average amount of $7,000 (Boser & Straus 

2014). The following 2015-2016 school year, the National Center of Education Statistics 

(NCES) found that nationally 18% of teachers reported having a second job. The average 

income earned from that second job was $5,100 (Center on Education Policy, 2019).  

Research Problem 

 Teaching ranks in the top four professions whose employees feel the need to 

moonlight (Brown et al., 2018). Although teachers greatly influence others, they 

experienced financial difficulty because of their profession. This caused teachers to seek 

employment outside of their teaching position to provide for their families (Brown et al., 

2019). Existing research mostly focused on the financial reasons that caused teachers to 

moonlight. The problem is the body of existing literature on the phenomenon of teacher 

moonlighting was not elaborate enough to truly depict the teachers’ lived experiences of 

moonlighting.  
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Research Purpose 

 The purpose of this study was to describe the lived reality of moonlighting 

teachers in northwest Louisiana.  

Research Questions  

The research questions that guided this study were: 

(1) What caused the participants to moonlight?  

(2) How do participants describe their experience with moonlighting? 

(3) What were the benefits the participants experienced from moonlighting?  

(4) What were the problems that participant experienced from moonlighting?  

(5) How did moonlighting change the participants’ perception of teaching as a 

career? 

(6) How did/can various stakeholders support the participants during the 

moonlighting experience?  

Significance of the Study 

This section explains the construction of the problem by providing an overview of 

the circumstances surrounding the need to moonlight. The section also provides a critical 

analysis of the construction of the problem.   

Construction of the Problem 

 Throughout all the recent economic crises and recoveries that the United States 

has experience, 13% of the United States’ population still lived in poverty (Trevisani, 

2018, p. 37). This 13% includes middle-class workers, like teachers; whose earnings still 
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had not recovered from the recession (Mulhere, 2018). In 2017, teachers earned 19% less 

than professional with similar skills and education (National Education Association, 

2018). The country’s three million full-time public-school teachers were currently 

experiencing some of the worst wage stagnation (National Education Association, 2018). 

Every increase in teachers’ salaries that occurred over the last decade, was eroded by 

inflation. When adjusted due to inflation, there were 39 states in which the average 

teacher earned less in 2016 than they did in 2010, and Louisiana was among those 39 

states (Mulhere, 2018).  

 Despite the occasional pay raise and performance pays, there are still about 25 

states of the continental United States where the average teacher does not earn a living 

wage to support a family (Miles & Katz, 2018; Brown et al., 2019). One way teachers 

circumvent this is to moonlight. Teaching ranks in the top four professions whose 

employees feel the need to moonlight (Brown et al., 2019). Moonlighting often occurs as 

a remedy to the low salary teachers receive (Johnson et al., 2010; Bell & Roach, 1990; 

Bobbit, 1988; Maddox, 1980). The reasons teachers moonlight varies. Teachers 

moonlighted to pay off student loans, to earn extra income to provide for growing 

families, to stop living paycheck to paycheck, and to have the ability to save money 

(Moulthrop et al., 2005). 

 Additional reasons for moonlighting included pursuing a secondary work interest, 

looking for a diversion from teaching, preparing to leave teaching, and other undisclosed 

reasons (Wisniewski & Kleine, 2018; Boone et al., 2006). More specifically, Raffel and 
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2011). It was important that the researcher disclosed as much as possible about the 

research at the recruitment stage of the interviewing process (Jowett et al., 2011). In order 

to encourage the production of narratives during each interview, the researcher made sure 

to demonstrate that she was engaged in being a good listener and attentive as each 

interviewee shared his/her lived experience (Elliot, 2012; Carey, 2012; Jowett et al., 

2011; Dempsey et al, 2016). “At the heart of interviewing research is an interest in other 

individual’s stories because they are of worth” (Seidman, 2013, p. 9). Additionally, to 

illicit true narrative responses, the researcher avoided interrupting the interviewee (Elliot, 

2012).  The research helped the participants explain their experiences by providing the 

time needed, carefully listening, and intentionally following up with each interviewee 

(Castillo-Montoya, 2016). Participants were allowed to finish answering each question 

and given time to think. The interviewer remained sensitive to the feelings of each 

interviewee. All participants were aware of what the research was about and understood 

that the findings were treated with confidentiality (Carey, 2012). 

Each online interview was recorded to capture the exact words said by each 

participant, including words or phrases that may have been spoken quickly, quietly, or 

were difficult to understand during the interview itself. A benefit to digitally recorded 

interviews is that it can be coded while still in the digital format, which saves time that 

would have been spent on transcription (Kielman et al., 2012). Additionally, recorded 

interviews allowed the interview the space to give full attention to each interviewee 

versus pausing to take notes (Elliot, 2012).  
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Ethical Considerations  

Similar to traditional in-person interviewing, there are key ethical considerations 

for video-call platforms used for online interviewing. First and foremost, consent must be 

obtained prior to interviewing. Since it is harder to establish whether or not the 

participant was sufficiently informed and fully understood the consent process, it was 

important for the researcher to complete the consent form with each participant via 

videoconferencing (Moore et al., 2015; Topping et al., 2021). Also, the researcher must 

be fully aware and mindful of sensitive questioning on sensitive topics, timely 

interviewing, and researcher self-disclosure (Foley, 2021). Other ethical issues that were 

considered during this study were trust, honesty, and reciprocity. The researcher 

established trust with the participants by ensuring that each interviewee’s circumstances 

were reflected as accurately as possible. Secondly, the researcher adhered to a 

professional ethos that prohibited the manipulation and handpicking of the data in order 

to fit a specific idea. Also, because the online platform used during the interview could 

potentially record conversations, save data, and track location and identities, it was 

important that the researcher took additional steps to ensure the platform and connection 

was secure and communicate with the participants the risks of online interviewing 

(Bowker & Tuffin, 2004; Lobe et al., 2020; Moore et al., 2015; Williams et al, 2012). 

Lastly, the participants were given the opportunity to review and discuss the findings of 

the study (Kielman et al., 2012).  

In order to reduce bias, the researcher was mindful of her demeanor, the 

confidentiality of the participants, and the manner in which the interview was conducted 
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(Neville, 2007). Regarding the demeanor of the researcher during the interview, the 

researcher insured that her tone of voice projected an impression of quiet confidence and 

enthusiasm in the topic of teacher moonlighting (Neville, 2007). She also avoided 

“appearing shocked, disbelieving, or astonished by the comments made by the 

interviewees” (Neville, 2007, p. 39). Additionally, to avoid suspicion, the researcher 

purposefully and carefully explained the purpose of the interview to the participants and 

how the data collected were used (Neville, 2007). Furthermore, the researcher disclosed 

reassurance regarding the confidentiality of the participants. All participants remained 

anonymous, and their responses were generalized in the findings of the study (Neville, 

2007).  

  To ensure that trustworthiness and transferability is secured throughout this 

research method, prolonged engagement with the participants occurred though three 

rounds of interviews. Interviewing the participants more than once provided the 

researcher with the opportunity to create a level of familiarity with the interviewees. The 

researcher acknowledged that the way an interviewee responds to interview questions is 

often influenced by the familiarity and level of intimacy the researcher develops with the 

interviewee (Kielman et al., 2012). This was important due to the researcher being her 

own instrument. By being her own instrument, the researcher was able to gain valid 

knowledge about experiences of the specific group of moonlighting teachers selected to 

participate in the study (Hox & Boeije, 2005). The prolonged engagement with the 

participants allowed the researcher to reduce the reactivity of the research subjects (Hox 
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& Boeije, 2005). Additionally, in order to increase replication and reproducibility of the 

study, the researcher kept detailed notes about the interview process.  

 Additionally, the researcher herself identified with the research topic. The 

researcher also was once in position of needing to moonlight to supplement her income. 

The researcher chose to share this information with each participant as a means to create 

a connection. The sharing of this information allowed the researcher to show the 

participants that she was personally invested in their lived experiences as well.  

Research Instruments  

Due to the complexity of people’s lives, the researcher carefully brainstormed and 

evaluated interview questions before data collection (Castillo-Montoya, 2016). The 

interview questions were framed in everyday language versus sociological language 

(Elliot, 2012; Carey, 2012). The questions were open-ended and allowed the interviewees 

the freedom to answer and explore queries in their own words and style (Carey, 2012).  

Interview questions were organized in a three-interview structure. The three tiered 

interview structures established the internal validity of the findings and provided the 

researcher the opportunity to check the respondent’s consistency across all three 

interviews (Elliot, 2012). The first interview focused on asking the interviewee to provide 

an account of his or her lived experience. The second interview focused on eliciting more 

detailed information. Lastly, the final interview encouraged the participants to reflect on 

their understanding of their experiences (Elliot, 2012). The three tiered interview 

questions helped the participants to tell their stories one layer at a time while also staying 

aligned with the purpose of the study (Castillo-Montoya, 2016).  
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Interview questions asked were broad and general so that the participants were 

able to construct the meaning of the phenomenon (Creswell, 2014). The first round of 

questions was semi-structured to provide the frame of context in which the interviewees 

were able to construct that meaning. The interviewees were provided the opportunity to 

respond freely to each question that was asked (Kielman et al., 2012). The interview 

questions asked during this round of interviewing included closed-ended and open-ended 

questions and covered specific topics (Kielman et al., 2012). Additionally, since the 

interviews were conducted with several different respondents, all of the main questions 

were asked with similar wording across all of the interviews so that data could be 

compared (Kielman et al., 2012). To gain further understanding of each participant’s 

lived experience of moonlighting, the researcher then conducted a second unstructured 

interview to allow the respondent to further develop the meaning of teacher moonlighting 

based on his/her own experience. Questions asked during the second round of 

interviewing included less structured probes that followed up on specific topics 

introduced by the participant to generate more information about their experience 

moonlighting (Kielman et al., 2012). Lastly, the third set of questions were tailored to 

each specific participants previous responses and provided the researcher the opportunity 

to follow up and gain clarity on each interviewee’s responses.  

To preserve the conversational and inquiry goals of the research, four types of 

questions were included in the three questioning rounds- introductory questions, key 

question, and closing questions (Creswell, 2007; Krueger & Casey, 2009; Merriam, 2009; 

Rubin & Rubin; 2012). 



92 

 

Interview I 

Introductory Questions: 
 

1. Could you please describe yourself as a teacher? 
2. Could you please describe yourself as a moonlighter?  
3. How do you think your teacher identity and your moonlighter identity coexist?  
4. Would you recommend moonlighting to a fellow educator?  

 
Research Question 1: What caused the participants to moonlight?  
 

5. What is the major reason that made you decide to moonlight?  
6. Did you have other reasons that made you decide to moonlight?  
7. Do you enjoy your job as a moonlighter?  
8. What will make you quit moonlighting? 
9. Do you envision yourself leaving teaching based on your experience with 

moonlighting?  
10. Based on your acquaintance with other educators who moonlight, why do you 

think these educators decide to moonlight?  
11. What kind of jobs do these educators take?      
12. Do you think these educators enjoy their jobs as moonlighter?  
13. What do you think will make these educators quit moonlighting? 
14. Do you envision some of these educators leaving teaching based on their 

experience with moonlighting? Could you please elaborate?  
15. Do you see more educators moonlighting from a certain gender? Why do you 

think so?    
16. Do you see more educators moonlighting from a certain race/ethnicity? Why do 

you think so?    
17. Do you see more educators moonlighting from a certain economic status? Why do 

you think so?    
18. Do you see more educators moonlighting with a certain education level? Why do 

you think so?    
19. Do you see more educators moonlighting from a certain age group? Why do you 

think so?    
20. Do you see more educators moonlighting from a certain family structure (single 

versus married for example)? Why do you think so? 
     
Interview II 
 
Research Question 2: How do participants describe their experience with moonlighting?  
 

1. Could you please describe your overall experience with moonlighting in some 
details? 
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2. What do you enjoy most about moonlighting? 
3. What do you find inconvenient about moonlighting?  
4. What did you find surprising about your experience with moonlighting? 
5. How do you compare your school work experience to your moonlighting work 

experience?  
6. What in moonlighting that you do not get from your school work?  
7. What in your school work that you do not get from moonlighting?  
8. Which job is more difficult to you?  
9. Which job is more important?  
10. Where do you find yourself more?  
11. Does moonlighting help you be a better educator or the contrary?  
12. How did COVID affect your experience with moonlighting?  

 
Research Question 3: What were the benefits the participants experienced from 
moonlighting?  
Research Question 4: What were the problems the participants experienced from 
moonlighting?  
 

13. How does moonlighting affect your overall professional life? 
14. How does moonlighting affect your overall personal life?  
15. How does moonlighting affects you physically? 
16. How does moonlighting affects you emotionally, psychologically, and mentally? 
17. How does moonlighting affect your relationship to yourself? 
18. How does moonlighting affect your relationship to family?  
19. How does moonlighting affect your relationship to friends? 
20. How does moonlighting affect your relationship to your community? 
21. How does moonlighting affect your time? 
22. How does moonlighting affect your overall quality of life?  
23. How does moonlighting affect professional identity, performance, and growth at 

school? 
24. How does moonlighting affect your relationship to your students and classrooms?  
25. How does moonlighting affect your relationship to parents of your students?  
26. How does moonlighting affect your relationship to your fellow educators? 
27. How does moonlighting affect your relationship to your school leadership? 
28. How does moonlighting affect your relationship to your school and to your school 

district? 
 
Interview III 
 
Research Question 5: How do the participants compare their moonlighting job to their 
educator job?  

1. Some would argue that educators should not moonlight because this affects their 
ability to do their job at school. What do you think about that? 
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2. Which of the two jobs brings you more personal satisfaction? Could you please 
elaborate?   

3. What are the major elements in a school that would push an educator to 
moonlight?  

4. Do you feel any contradictions in holding two jobs, a primary one and a 
moonlighting one?  

 
Research Question 6: What do the participants think different stakeholders are doing and 
should to support educators who moonlight?  
 

5. What are you doing to support yourself as an educator who moonlight? 
6. How can you better support yourself as an educator who moonlight?    
7. What are families doing to support educators who moonlight? 
8. How can families better support educators who moonlight?    
9. What are friends and communities doing to support educators who moonlight? 
10. How can friends and communities better support educators who moonlight?    
11. What are fellow educators doing to support educators who moonlight? 
12. How can fellow educators better support educators who moonlight?    
13. What are school leaders doing to support educators who moonlight? 
14. How can school leaders better support educators who moonlight?    
15. What are schools and districts doing to support educators who moonlight? 
16. How can schools and districts better support educators who moonlight?    
17. What are policy makers doing to support educators who moonlight? 
18. How can policy makers better support educators who moonlight?    

 
Sampling, the Sample, and the Units of Observation and Analysis  

 The participants involved in this study were selected through purposive sampling. 

“Purposive sampling is aimed at constructing a sample that is meaningful theoretically; it 

builds in certain characteristics or conditions that help to develop and test findings and 

explanations” (Hox & Boeije, 2005, p. 595). The participants of the study were 

intentionally chosen to contribute an in-depth, information-rich understanding of the 

phenomenon (Klenke, 2016). In the case of this study, the sampling was also convenience 

sampling. Convenience sampling allowed the researcher to select the participants based 

on their ready availability (Frey, 2018). The participants were sampled because they were 
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convenient sources of data for the researcher (Lavrakas, 2008). The population that was 

the most convenient for the researcher was a population of teachers belonging to an 

online social media group of teachers who all taught in northwest Louisiana. Within this 

group, teachers who also moonlighted were selected.  

A maximum variation sample was then derived from that original convenient 

purposive sample.  This sample approach was designed to capture the widest possible 

range of different types of experience (Locock et al., 2017). Because convenience 

sampling is the least rigorous sampling strategy, as the selection is based on who is the 

most accessible and convenient, the use of maximum variation allowed for the variety 

needed within the chosen sample (Kielman et al., 2012). The variation included different 

demographic characteristics, types of involvement experience, and length of involvement. 

The sample was subjected to maximum variation by school level (elementary, middle 

school, and high school), gender (female, male, or other), years of experience, and level 

of university degree earned. Through maximum variation, the wide range of profiles of 

teachers who moonlighted in the northwestern region of Louisiana were chosen (Kielman 

et al., 2012). 

Once the sample was selected, each individual teacher served as an individual unit 

of observation as data were collected from each experience shared with the researcher. 

The unit of observation, also referred to as the unit of measurement, is the who for which 

data are measured or collected (Sedgwick, 2014). Each individual teacher’s interview 

served as the individual unit of analysis. The unit of analysis is the what in which 

information is analyzed and conclusions are made (Sedgwick, 2014).  
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Methods of Analysis of Findings  

 There are four basic elements of qualitative data analysis: codes, categories, 

patterns, and themes (Kim, 2016). Through these four elements, the researcher engages in 

a detailed description of discovery through the data analysis, discusses emergent themes, 

and provides an interpretation of the findings in relation to the literature and theoretical 

perspectives (Kim, 2016). First, the researcher identifies concepts from raw data through 

multiple coding processes. Next, the researcher links those codes to create a unit or 

category. Then, the researcher identifies patterns or repeated units from the categories. 

Finally, themes are created that represent similar patterns (Kim, 2016).  

Transcription 

All of the interviews conducted were transcribed. Transcription is defined as the 

process of “reproducing spoken words, such as those from an audiotaped interview, into 

written text” (Halcomb & Davidson, 2006, p.  38). This occurred prior to analysis with 

the intention to minimize the limitations associated with mere intuition and recall of 

information and individual biases (Azevedo et. al, 2017). The transcripts allowed the 

researcher to read and re-read the responses of the participants and familiarize herself 

with the data to identify themes that emerged (Kielman et al., 2012; Azevedo et. al, 

2017). The researcher then generated a list of themes that were relevant to the data in 

their totality (Kielman et al., 2012). In this sense, the transcripts became reflections of the 

researchers’ interpretations of data (Bailey, 2008).  

 The transcription process included the following six steps:  

1. Prepare 
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2. Know 

3. Write 

4. Edit  

5. Review 

6. Finish (Azevedo et. al, 2017). 

Preparing for transcription included making backup copies of the recordings and keeping 

the original recordings on different storage devices. Once the preparation was completed, 

some time was spent getting to know and becoming familiar with the materials used and 

information gathered (Azevedo et. al, 2017). Additionally, repeated listening occurred to 

facilitate becoming familiar with the content and speech peculiarities of those involved 

(Bailey, 2008; Azevedo et. al, 2017). Writing involved the act of transcription. During 

this step, the researcher simply listened and wrote. Editing and reviewing involved 

correcting in grammatical errors, deciding whether to ignore or correct oral speech, and 

checking the accuracy of the transcription by comparing it to the actual recording. Lastly, 

because the recordings included some confidential information, all recordings were 

erased five years after the competition of the study (Azevedo et. al, 2017).  

Coding 

Coding is “a systematic method of ‘breaking’ down the data into meaningful 

segments and getting the essence of the data without reducing them” Kielman et al., 

2012, p. 66). Moreover, qualitative coding provides a way to reflect and interacting with 

and thinking about data (Savage, 2000). Each interview transcript was coded individually 

and then compared with others. Each individual code was checked by the researcher to 
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ensure that a systematic and consistent analysis process occurred (Kielman et al., 2012). 

For each individual theme, the researcher conducted and wrote a detailed analysis and 

identified the story that each theme told (Braun & Clarke, 2006). This process occurred 

as the researcher identified important sections of text and attached labels to index them as 

they related to a theme or issue in the data (King, 2004). The themes were representative 

of the phenomenon of interest (Creswell, 2014).  

 Once individual themes were identified, the researcher considered whether the 

themes formed a coherent pattern. Throughout this process the researcher looked for 

inadequacies in the initial coding and themes and made various changes (King, 2004). 

Additionally, if there was a relevant issue that was not covered by a previous code, a new 

code was inserted (Nowell, Norris, White, & Moules, 2017). Furthermore, if a code was 

not needed or overlapped with other codes, it was deleted (King, 2004). Lastly, the 

researcher determined all of the different themes, how they fit together, and the overall 

story the themes told about the data (Braun & Clarke, 2006).  

Thematic Analysis 

 In this qualitative analysis, analytical themes were generated. The purpose of the 

thematic analysis was to identify, analyze, organize, describe, and report themes found 

within the data set (Braun & Clarke, 2006). These analytical themes were abstract, open 

to interpretation, and required inference on the part of the researcher (Kielman et al., 

2012). One benefit of thematic analysis is that it allowed the researcher to take a well-

structured approach to handling the data, which in turn helped to produce a clear and 

organized final report (King, 2004). However, there is also a disadvantage to thematic 
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analysis. The flexibility of thematic analysis can cause inconsistency and a lack of 

coherence when developing themes (Holloway & Todres, 2003).  

 To ensure a trustworthy thematic analysis was conducted, the researcher followed 

the following procedures:  

1. become familiar with the data  

2. generate initial codes 

3. search for themes 

4. review the themes 

5. define and name the themes 

6. produce the report (Nowell, Norris, White, & Moules, 2017). 

After the initial thematic analysis, the themes were then divided into sub-themes 

based on the variation found in the data across the participants’ responses (Kielman et al., 

2012). The validity of the themes was checked using the constant comparison method. 

Using this method, the researcher compared the data that fit a theme with data from other 

transcripts that fit the same theme. This allowed the researcher to identify common 

themes, see possibility of new themes or sub-themes, and ensure consistency in the way 

the themes were used (Kielman et al., 2012).  

Narrative Analysis 

Narrative analysis evaluates the various ways people use and make stories to 

understand and interpret their present and past (Carrey, 2012). After the transcripts were 

coded, a written summary was composed. This allowed the researcher to identify themes 

within the stories, as well as identify how the themes flowed together (Terrell, 2015). The 
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written summary provided a concise, coherent, logical, and nonrepetitive account of the 

data within and across themes (Braun & Clarke, 2006). Specifically, the summary 

included the beginning and end, as well as sequence of events within the story of each 

participant’s lived experience. As such, direct quotes from participants were essential 

(King, 2004).  

Research Procedures 

 The following procedures were taken throughout the research of this study. Any 

electronic communication with participants were sent and received using the researcher’s 

institutional email address.   

1. An IRB was applied for and approved.   

2. A social media post was submitted on the teacher group page. The post informed 

the group members about the purpose of the research and asked interested parties 

to complete the online demographic survey.  

3. Once the survey results were collected and analyzed, interested participants were 

contacted via email to receive further information about the research. This 

information included specific details about the purpose of the research, the role of 

the participants, required availability needed, and a consent form for those willing 

to participate.  

4. A maximum variation sample was created based on the results of the demographic 

survey.  

5. Selected participants were contacted via email to arrange a scheduled first round 

interview.  
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6. Scheduled interviews and zoom meeting information were sent via email.  

7. The first set of interviews were conducted via Zoom. Each interview was audio 

recorded. The researcher took notes to use for the second and third round of 

interviews.  

8. Upon completion of the first set of interviews, the second set of interviews were 

scheduled and information regarding each interview was sent via email.  

9. The second set of interviews were conducted via Zoom. Each interview was audio 

recorded. The researcher took notes to use for the third round of interviews.  

10. Upon completion of the third set of interviews, the third and final round of 

interviews were scheduled and information regarding each interview was sent via 

email.  

11. The third set of interviews were conducted via Zoom. Each interview was audio 

recorded. The researcher allowed each participant to clarify any information that 

was shared during the first two rounds of interviews. The researcher also followed 

up with any lingering questions or unclear answers.  

12. The interviews were then transcribed. The researcher double checked each 

transcription for accuracy.  

13. The transcripts were then shared via email with the participants for member 

checking.  

14. The findings of each interview guided the questioning of the subsequent 

interviews.  

15. Data were analyzed and coded.  
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16. All soft copies of communication and data collection were stored on the 

researcher’s personal computer, using password protected files.  

17. All hard copies were kept in locked in the researcher’s personal home desk.  

18. Any soft copies and hard copies related to this research will be destroyed exactly 

five years after completing this study.  

Role of the Researcher  

 The researcher identifies herself as a moonlighting teacher. For all of her career 

she has moonlighted to supplement her teacher salary, whether it was during the school 

year, during the summer only, or throughout the entire calendar year. In order to be 

completely transparent and connect with her participants, the researcher shared 

 her experience with her participants throughout the series of interviews.  

Summary 

Chapter III gave an overview of the narrative inquiry research method, thoroughly 

explained the participants and how they were chosen for the study, explained the 

researcher’s role throughout the study, detailed data collection and data analysis, shared 

the provisions of trustworthiness, and communicated the findings. Narrative nonfiction 

provides an opportunity to learn about and share an individual’s lived experiences or 

group of individuals’ lived experiences. A researcher must report the findings ethically, 

ensuring the story was accurately received and interpreted for determining what past 

experiences impacted their present and possible future experiences. 
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 This narrative non-fiction method opened an avenue for five northwest Louisiana 

teachers to share their lived experiences of teacher moonlighting and the effects they 

experienced from their experience.  
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CHAPTER IV 

Findings 

Introduction 

 This chapter presents the answers to the research questions. Each research 

question is analyzed and the findings from the participants’ narratives are discussed. Prior 

to discussing the findings, the demographics of all six participants are described.  

Demographics 

 There were six participants in this study. Pseudonyms were used for each 

participant to protect his/her identity (see Table 1).  
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Table 1 

Demographics of Participants  

 Nicole  Susan Donna Amanda Lucy Marquis 

Age 35-50 35-50 50 or 
higher 

35-50 35-50 35-50 

Race African-
American 

Caucasian Caucasian Caucasian Caucasian African-
American 

School Level K-5 K-5 K-5 K-5 9-12 6-8 

Geography of 
School 

Urban Rural Suburban Urban Urban Urban 

Educational 
Level 

Master’s 
Plus 30 

Master’s 
Degree 

Master’s 
Plus 30 

Bachelor’s 
Degree 

Master’s 
Degree 

Bachelor’s 
Degree 

Gender Female Female Female Female Female Male 

Salary $51,000-
$60,000 

$40,000-
$50,000 

$51,000-
$60,000 

$40,000-
$50,000 

$51,000-
$60,000 

$40,000-
$50,000 

Number of 
years Taught 

11 or more 
years 

11 or more 
years 

11 or more 
years 

11 or more 
years 

11 or more 
years 

Less than 5 
years 

Family 
Structure 

Divorced 
with 
children 

Married with 
children 

Married 
with no 
children 

Single with 
children 

Single with 
no children 

Single with 
no children 

Head of 
Household 

Yes Yes No Yes Yes Yes 

Nature of 
Moonlighting 

In and 
Outside the 
Educational 
Field    

Educational 
Field 

Educational 
Field 

In and 
Outside the 
Educational 
Field    

Outside of 
Educational 
Field 

Educational 
Field 

 

Reasons Why Educators Chose to Moonlight 

 This section addresses the reasons that caused the participants to moonlight 

(research question 1). The focus was on 5 dimensions: (1) the major reason for 
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moonlighting, (2) other reasons for moonlighting, (3) enjoyment of moonlighting, (4) 

quitting moonlighting, and (5) leaving teaching based on moonlighting experience. In 

addition to asking the participants about their own experiences, they were also asked 

about the experiences of moonlighting educators that the participants knew at the time. 

The participants were asked about (1) reasons why educators decide to moonlight, (2) 

types of jobs educators take, (3) whether educators enjoy their jobs as moonlighters, (4) 

what would make educators quit moonlighting, (5) educators leaving moonlighting based 

on moonlighting experience, (6) gender of educators who moonlight, (7) race/ethnicity of 

educators who moonlight, (8) economic status of educators who moonlight, (9) education 

level of educators who moonlight, (10) age group of educators who moonlight, and (11) 

family structure of educators who moonlight.  

Major Reasons for Moonlighting 

 All six participants stated that the main reason they moonlighted was for the 

income; however, the use of the income varied amongst the participants. Susan 

moonlighted to earn extra income while her husband was a full-time student in college. 

Nicole chose to moonlight to cover the necessities such as medical bills and vacations. In 

order to cover the costs of those necessities, she would “pay with funds from 

moonlighting” (Nicole). Marquis initially moonlighted “to just keep life together.”  

Other Reasons for Moonlighting 

 Four out of six participants (Amanda, Donna, Lucy, and Marquis) stated 

additional reasons for moonlighting. Of those four participants, two (Lucy and Marquis) 

admitted to moonlighting because it was something they loved. Marquis owned his own 
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private tutoring business. He stated that he would never want to let that go because it was 

something he had “worked so hard to keep.” Lucy has moonlighted as a waitress since 

college. She loved the place where she works so much that she could “never let it go.” 

Amanda shared that since she was a single mom, she found moonlighting necessary as a 

way “to provide for her [daughter].” Amanda stressed that there were things she was able 

to provide for her daughter that she would not have been able do to on her teacher salary 

alone. Donna, on the other hand, used moonlighting to prepare for the future. 

Moonlighting for Donna was so she could “have something to transition into” after 

retirement.  

Enjoyment of Moonlighting 

 Five out of the six participants (Amanda, Donna, Lucy, Marquis, and Nicole) 

stated that there was something most enjoyable about their moonlighting. Marquis 

realized that once he loved what he did as a moonlighter, “it didn’t become about 

moonlighting.” Instead, it became something he enjoyed doing every day. Nicole found 

that she enjoyed real estate because she could earn “more in one real estate deal than [she 

did] in a whole month of teaching.” Yet, Amanda admitted that moonlighting “gets hard 

and tiring at times.” Susan was the only participant that expressed disinterest in 

moonlighting. She stated that while she did not completely hate moonlighting, there were 

days that she did not look forward to it either. Moonlighting in the evening was hard for 

Susan because by time she returned home from work, the only things she had time for 

was eating dinner, preparing her kids for bed, and going to sleep herself.  
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Quitting Moonlighting 

 When asked about what will make them quit moonlighting, only two of the six 

participants shared the same sentiments regarding quitting moonlighting as an educator. 

Nicole and Lucy both felt an increase in their teacher pay would be reason enough to quit 

moonlighting. Marquis agreed that he could see himself no longer moonlighting only if 

he had a primary job that was more impactful. He stated that the job “would have to be 

something that provided more financially.” Susan was uncertain about quitting 

moonlighting. She noted that “it’s nice to have extra money coming in,” but that the extra 

money was not necessary for survival. Meanwhile, Donna’s sole purpose for 

moonlighting as a real estate agent was only to get her to retirement. Once she retires 

from teaching, Donna plans to pursue real estate full time. Amanda, on the other hand, 

wished she could get her Master’s Degree so that she would not have to moonlight, 

although she felt that the $2,000 in additional pay “would help…but not enough.”  

Leaving Teaching Based on Moonlighting Experience 

 Two of the six participants (Nicole and Susan) strongly felt that they would not 

leave teaching because of their moonlighting experience. Nicole explained that while she 

currently felt strongly that she would not quit teaching, that could “change in the future” 

depending on “the direction that the educational field takes.” Donna felt that because she 

only had four more years until retirement, she could wait and remain in teaching until 

then. Two of the participants (Amanda and Lucy) felt that if they left teaching it would be 

for other reasons and not because of their moonlighting job. “If I were ever to quit 

teaching, it would be because I no longer loved it” (Amanda). Lucy had similar thoughts, 
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stating “it would be because I was ready to walk away for good.” On the other hand, 

Marquis could see himself leaving teaching because of his moonlighting experience. This 

was because he had “aspirations of simply being an entrepreneur and running a business.”  

Educators Who Moonlight 

 This section discusses what the participants shared about their experiences with 

other educators who also moonlight.  

 Reasons Why Educators Moonlight. All six participants agreed that most 

educators moonlight for the money. Nicole explained that some educators moonlighted 

“out of necessity or to pay for things that they can’t afford with their salary or to be a 

buffer in between the teacher salary.” Donna revealed that she could see younger teachers 

even moonlighting as “a way out of teaching” but agreed that the majority worked a 

second job “for the money.”  

 Types of Jobs Educators Take. All six participants listed tutoring as one of the 

main jobs educators chose as their moonlighting job. Four of the six participants 

(Amanda, Donna, Lucy, and Nicole) also named summer school as a job educators took 

on for extra income. Amanda noted that “teachers pick up extra jobs that the district 

offers like summer school or after school tutoring.” Two of the participants (Lucy and 

Marquis) also shared that educators also are known to work in restaurants as bartenders 

or waitresses.  

 Enjoyment of Moonlighting. Two of the six participants (Marquis and Nicole) 

stated that educators enjoying moonlighting depended on what job each educator took. 

Specifically, Nicole said, “it just depends on what they choose to do or what 
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opportunities are presented to them.” Marquis stated that educators who worked in 

restaurants or bartended did not really enjoy their jobs. He “heard complaints from a lot 

of people who actually run into families of the students they teach.” Marquis also shared 

that those educators found it hard always explaining to parents why they were bartending 

and how “uncomfortable for everyone” it was “because [the families would see] their 

teacher working and not making enough money.” Donna could not state for certain 

whether educators enjoyed moonlighting. Yet, she hoped they did. “It would be sad for 

someone to work an extra job and not like it” (Donna). Lucy also felt the same as Donna. 

Lucy stated, “it would suck if [teachers] were working a second job and hated it.” 

However, another participant (Amanda) expressed the opposite view. Amanda stated that 

it was hard to see educators enjoying moonlighting “for fun” because moonlighting 

meant giving up time away from family or not having time to grade papers, plan lessons, 

and complete paperwork.  

 What Would Make Educators Quit Moonlighting. All six participants agreed 

that teachers need more money so that moonlighting would not be something that they 

felt required to do. Susan felt that educators could quit moonlighting depending on if 

their need for additional money changed. For instance, she stated that she was 

moonlighting to provide extra income only until her husband graduated from school. 

Marquis stressed that districts needed to “pay teachers more” because then “moonlighting 

becomes an option” rather than a necessity.  

 Educators Leaving Teaching Because of Moonlighting. One out of the six 

participants knew of educators who left teaching because of their moonlighting 
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experience. Nicole stated that educators being able to leave teaching because of 

moonlighting “depends on their level of expertise in various fields.” She shared that one 

of the educators she knew left teaching to become a nurse because of her moonlighting 

experiences in the nursing field. Three of the participants (Donna, Lucy, and Marquis) all 

believed that if teachers left the education field, it would not be solely because of their 

moonlighting experience but because of their disdain for teaching altogether. Donna 

added that she could see educators leaving teaching if “they were doing something that 

really made them money” such as real estate. Lucy stressed that “if teachers quit 

teaching, it’s because they are done with teaching altogether. A second job has nothing to 

do with it. They mostly likely will start a new career.”  

 Characteristics of Educators Who Moonlight. All six participants felt that 

mostly female educators were the ones who moonlighted. Amanda, Nicole, and Lucy all 

pointed out that there were not that many male teachers in their schools to fully say 

whether male teachers moonlight as well. Only one participant listed a specific race of 

educators who moonlighted. Marquis explained that it is mostly Black female educators 

who he has witnessed moonlighting beside him. However, all five other participants 

stated that the races of educators who moonlight were mixed. Lucy felt that “everyone 

has to earn more money.” Amanda strongly stressed that “needing money is not race 

specific.” All six participants shared that educators in their 30s to 40s were generally the 

ones with a second job. All six participants also saw educators who had various levels of 

educational degrees moonlighting. Nicole felt that “it’s crazy that even as you move up 

your educational level, it really doesn’t help your salary at all.” Donna shared that same 
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sentiment stating, “we don’t get much more with our master’s.” The final characteristic 

of educators who moonlighted that the participants discussed was family structure. Three 

of the participants (Amanda, Lucy, and Susan) all knew of married and single educators 

who moonlighted. Susan noted that the married educators were only moonlighting 

because their families were “down to one income” at the time. On the other hand, two of 

the participants (Marquis and Nicole) only knew of single educators who moonlighted, 

specifically single mothers with children. Amanda, a single mother with a child herself, 

noted “it’s hard doing things on your own.”  

Experience with Moonlighting 

 This section addresses the participants’ experience with moonlighting (research 

question 2). The focus was on 10 dimensions: (1) overall experience with moonlighting, 

(2) most enjoyable thing about moonlighting, (3) inconvenience of moonlighting, (4) 

surprising elements of moonlighting, (5) comparing school work to moonlighting, (6) 

comparing difficulty of both jobs, (7) comparing importance of both jobs, (8) time 

distribution across both jobs, (9) effect of moonlighting on quality of educator’s job, and  

(10) effect of COVID-19 on the experience with moonlighting.  

Overall Experience with Moonlighting 

 Susan expressed that her overall experience with moonlighting was “a bit 

overwhelming sometimes.” This was because Susan chose to do multiple things to earn 

additional income. Susan had multiple moonlighting jobs including selling makeup, 

tutoring, and selling clothes. She also served on the district’s ELA Task Force and was an 

administrator for the magnet program testing. Along with tutoring, Susan also taught 
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summer school. She stated that she was very picky with what she chose to do as 

moonlighting because it had to be worth her time. For example, Susan stopped selling 

make up because she did not appreciate the fact that she did not make a lot from the sales. 

Susan stated that selling makeup was “a little bit of money over a long period of time.” 

 Nicole had moonlighted since she began teaching. She had worked in a 

department store, as a private tutor, and in other business industries. Initially when Nicole 

first started teaching, she worked in the mall at a clothing store, and that was her 

moonlighting job for several years. Nicole has also tutored privately. At one point, Nicole 

was doing both moonlighting jobs. Nicole also stated that any time an after school 

tutoring position was offered at her school, she would apply for it. She also would work 

any additional job offered by the school district. Most recently, Nicole counseled through 

an agency and sold real estate. She also admitted that she still applied for summer school 

positions within the school district each summer. 

 Amanda tutored after school and worked in various summer programs. She found 

the after school tutoring experience to be easy because she worked with the same students 

that she taught during the regular school day. Each summer Amanda taught summer 

school, she found the experience different. This was because the location of summer 

school often changed, and she interacted with students whom she had never taught 

before. 

 Donna’s moonlighting experience involved working as a Special Instructor in an 

early intervention program for the 0-3 population of children who have been identified as 

having developmental delays. Donna appreciated the 1:1 interactions she experienced 
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with both children and parents. She became more familiar with parent concerns for their 

children because of the natural setting in which the sessions took place. The downside to 

the moonlighting experience was that Donna only got paid if the families kept their 

appointments. Donna also worked in real estate by flipping houses and developed an 

investment portfolio. 

 Marquis owned his own tutoring service outside of school. When he was not at 

school, he ran his business by tutoring students. Marquis also oversaw the social media in 

his school, a task he received a stipend for. Additionally, Marquis served as the after 

school tutoring director, a position for which he also received a stipend. These three 

moonlighting roles required Marquis to maneuver his schedule quite often in efforts not 

to “lose clients.” 

 Lucy served as a waitress at a local restaurant. She started moonlighted at the 

restaurant while still in college and “just never let it go.” Lucy moonlighted on the 

weekend and during school holiday breaks. She also mentioned that if the restaurant 

needed her to cover an evening shift, she would. With the restaurant closing at 8, Lucy 

never worked too late into the night. Lucy viewed the restaurant as her “second family.” 

Since the restaurant is locally owned, it was “like home” for her. The “loyal customers” 

knew her, and the restaurant was “a great atmosphere.” 

Most Enjoyable Thing about Moonlighting  

 Four of the six participants (Amanda, Marquis, Nicole, and Susan) stated that 

there was something most enjoyable about their moonlighting experience. For Susan, of 

all the moonlighting jobs she took on, she enjoyed selling clothes the most because she 
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saw a profit immediately from her sales. When Nicole was a private tutor, she enjoyed 

“seeing the positive results of [her] students and their academic progress.” Amanda 

enjoyed being able to work with her students in a smaller setting because “it’s more 

personal.” Lastly, Marquis found moonlighting enjoyable because he did things he was 

passionate about. He loved working on his business, doing things for the school, and 

overseeing the social media. However, while he shared that he has enjoyed his “great 

experiences” moonlighting, he did get tired often. 

Inconvenience of Moonlighting 

 Three of the six participants (Amanda, Nicole, and Susan) found moonlighting 

inconvenient because the time spent working a second job was time away from their 

families.  Susan stated that she did not get home until after 6:30 pm when she tutored. 

Both her husband and daughter were “tired, hungry, and cranky” by the time she arrived 

home. Susan did not enjoy how tutoring cramped her life a bit. Likewise, Nicole found it 

inconvenient “to be tired all the time from working and to not have as much time to 

spend with family, friends, and loved ones.” Similarly, Amanda felt that she was always 

on the go and that moonlighting took away from her being able to just go home, do a 

little work to prepare for the next day, and spend time with her daughter. One participant 

(Marquis) found moonlighting inconvenient because it took away from his business. 

Since he took on the additional moonlighting roles at school, Marquis had to move his 

tutoring availability to the weekends. He stated that this was inconvenient because he 

really tried “hard not to do anything on the weekends.” A fifth participant (Lucy) found 

moonlighting inconvenient when she had grades due or wanted to hang out on the 
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weekend but could not afford the time. There were occasions when Lucy worked seven 

days a week. However, she appreciated that she was able to make her own schedule and 

have flexibility with the hours she worked. Lucy did express that “working an extra job 

[could] be a bit much sometimes.” Donna, however, did not find moonlighting 

inconvenient at all because the two jobs (ECSE teacher and special education instructor) 

that she worked were “connected and related to one another.” 

Surprising Elements of Moonlighting 

 Only two of the six participants (Marquis and Nicole) shared a surprising element 

of moonlighting. The one thing Nicole found surprising about moonlighting was how 

many other educators moonlighted to make ends meet. The surprising aspect of 

moonlighting for Marquis was how “being an entrepreneur just fell into [his] lap.” He 

never dreamed of becoming a business owner, but he took pride in making his tutoring 

service successful because it is his own business. So much so that “if [he] could walk 

away from everything and just run his business, [he] would.” Three of the six participants 

(Amanda, Donna, and Lucy) found nothing at all surprising about their moonlighting 

experience. Amanda stated that she “knew what [she] was getting herself into.” Likewise, 

there was nothing surprising about Donna’s moonlighting experience because she “knew 

about the program before [she] started working there.” Thirdly, Lucy was not surprised 

about her moonlighting experience because she had “done [it] for so long.” 

Comparing Schoolwork to Moonlighting  

 Five participants (Donna, Lucy, Marquis, Nicole, and Susan) compared their 

schoolwork to moonlighting. Susan stated that there was an abundant amount of special 
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education administrative tasks to do at school. On the contrary, tutoring did not involve 

any additional work. She found her experience with tutoring “a bit out of [her] comfort 

zone” but appreciated how laid back that experience was. Lucy stated that her 

moonlighting did not involve after hour requirements to fulfill like her teaching job did. 

She appreciated the fact that when she clocked out at the restaurant each night, there was 

no work to take home. Nicole stated that “moonlighting provide[d] a less stressful work 

environment, flexible hours, and supplemental income.” On the other hand, she 

appreciated that the teaching profession included health benefits, comradery among 

educators, and the ability to impact the lives of young people. Donna liked the 

moonlighting job more because she was able to interact with families. She also was not as 

drained from the moonlighting job as she was with her regular teaching job. Donna was 

able to make her own schedules and accept or decline cases based on her availability. She 

preferred the moonlighting job because she felt she was “treated more as a professional 

and people [were not] questioning [her] judgment on the strategies [she] used.” Donna 

did not find either job difficult “because [she had] been in education so long.” Both jobs 

came naturally to her. Lastly, Marquis also found moonlighting to be “more convenient” 

since he was able to make his own schedule. However, Marquis felt he was “more 

impactful” as a teacher. 

Comparing Difficulty of Both Jobs 

 Four of the participants (Amanda, Lucy, Marquis, and Nicole) all agreed that 

teaching was harder than their moonlighting job. Amanda stated that her main job of 

teaching was more difficult because there is so much work required of her. She shared 
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that because she was also working after school, “it [made] it harder for [her] to get 

everything done.” Marquis stated that teaching is “definitely harder” than moonlighting. 

He “always [got] pulled for different things” when teaching. Marquis also mentioned the 

preparation for teaching to make everything he did during his daily instruction “as 

seamless as possible.” He found moonlighting to be “more fun” due to the “mixture of 

stuff” he did. Lucy found teaching more difficult because of the many expectations of her 

high school. Additionally, Lucy taught different levels of algebra and had to plan it all, 

grade, complete paperwork, go to meetings and chair a club. However, there was one 

participant (Susan) who found her moonlighting job more difficult than teaching. Susan 

stated tutoring was more difficult because of the “different age group and set of kids.” 

Comparing the Importance of Both Jobs 

 Three of the six participants (Lucy, Nicole, and Susan) expressed that teaching 

was more important than moonlighting. One participant (Amanda) shared that she found 

both jobs “to have importance because [she] is helping students.” However, she stressed 

career wise teaching was the only important job. She admitted that if she didn’t have to 

tutor students or teach summer school to earn more money, she wouldn’t. Donna felt that 

her moonlighting job had more importance due to her desire to make it her primary job 

once she retired. Donna stated that she made sure to “maintain a good relationship with 

[her] moonlighting job” because of this.  

Time Distribution Across Both Jobs 

 Two participants (Amanda and Nicole) admitted to spending more time at school 

than they did moonlighting. Specifically, Amanda found herself more at school trying to 
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maximize her time on the days she did not tutor so that she would not have too much 

work to do on the days she did have to tutor. One participant (Donna) found that the job 

she spent more time at varied because she was able to make her own schedule during 

moonlighting. Lastly, Lucy stated that her time was split between both jobs.  

Effect of Moonlighting on the Quality of Educator’s Job 

 Three participants (Lucy, Nicole, and Susan) did not feel that moonlighting 

affected the quality of their educator’s job. Susan stated very as-a-matter-of-factly that 

she was only moonlighting “to make more money.” Lucy felt the same because her jobs 

were so different. She did admit though that “both [helped her] know how to relate to 

people.” Nicole did not feel that moonlighting helped her become a better educator 

“because it exhaust[ed] [her] of any extra energy.” There was only one participant, 

Marquis, who felt that his moonlighting job helped him become a better educator. 

Marquis stated that tutoring did make him a better educator because he was “able to 

translate” the skills he learned as a business owner into experiences he had daily with his 

students and colleagues. On the contrary, there was only one participant, Amanda, who 

stated that her educator job helped her become better at her moonlighting job. Amanda 

utilized her skillset as a third-grade teacher to become a great after school tutor and teach 

summer school. She stated that she pulled from what she normally did as a teacher when 

she tutored after school or taught summer school each summer.  

Effects of COVID-19 on Moonlighting Experience 

 Two participants (Marquis and Nicole) experienced positive effects of COVID-19 

on their moonlighting experience. During the COVID-19 quarantine, Nicole maximized 
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on the opportunity to explore other options and “sought a business endeavor that [was] 

more financially beneficial” to her and her family. Marquis stated that he saw an increase 

in the number of people requesting tutoring sessions that he was forced “to start referring 

people to other places.” Two participants (Donna and Susan) stated that COVID-19 did 

not affect their moonlighting experience much. Susan stated that when she contracted 

COVID-19 herself, she was unable to work, but overall, she was able to continue tutoring 

throughout the pandemic. The after school tutoring program never shut down, and she 

was able to receive the same amount of pay. Similarly, Donna stated that when she 

visited families during the initial start of the pandemic, she had to follow the COVID-19 

protocol by wearing masks, sanitizing, and keeping social distance. Yet, she was still able 

to make her schedule and visit clients. Finally, two participants shared negative effects of 

COVID-19 on their moonlighting experience. When Amanda had to teach her third-grade 

class virtually due to the COVID-19 pandemic, she was unable to tutor after school. 

However, the benefit of not being able to tutor after school was that it allowed her to 

spend more time with her daughter. The only downside was that “money was definitely 

tight then.” Luckily, the district offered an extended summer school program which 

allowed Amanda to earn more money than usual when she taught summer school. 

COVID-19 had a devastating effect on Lucy’s ability to work at the restaurant because 

the restaurant was initially closed completely. Lucy “really had to budget then.” When 

the restaurant reopened to accept curbside orders only, she was able to help by preparing 

the orders. Lucy was glad when restaurants were able to open again because “it just made 

things feel a little bit more normal.”  
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Benefits and Problems of Moonlighting 

 This section addresses the benefits and problems the participants experienced 

from moonlighting (research questions 3 and 4). The participants were asked about the 

effects of the moonlighting experience on their (1) professional life, (2) personal life, (3) 

physical wellbeing, (4) emotional, psychological, and mental wellbeing, (5) relationship 

to self, (6) relationship to family, (7) relationship to friends, (8) relationship to the 

community, (9) personal time, (10) overall quality of life, (11) professional identity, 

performance, and growth at school, (12) relationship to parents of their students, (13) 

relationship to their fellow educators, (14) relationship to their school leadership, and 

(15) relationship to their school and school district.  

Professional Life  

 Four of the six participants (Amanda, Lucy, Marquis, and Nicole) experienced 

effects on their overall professional life due to moonlighting. Nicole noted that 

moonlighting caused her to be more tired at work while teaching but stressed that this did 

not “interfere with [her] ability to fulfill [her] job duties and responsibilities.” Amanda 

desired to get her master’s degree but was unable to. The money that she made with 

moonlighting was still not enough for her to be able to afford graduate school. However, 

moonlighting did not affect her daily teaching routine much. Amanda contributed this to 

her passion to “give [her] all in everything that [she did].” She also noted that if she ever 

felt like after school tutoring took away for her main teaching role, she would not do it. 

Additionally, Amanda shared that “summer school [did] not affect [her overall 

professional life] at all because summer school start[ed] right after the regular school year 
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[was] over.” Professionally, Marquis gained more credibility due to all of his 

moonlighting jobs (business owner, social media director, and after school tutoring 

coordinator). For Lucy, moonlighting meant the need to plan ahead in order not to have 

too much to do on the weekends. She strived not to take on too many shifts at the 

restaurant during the week so she could “focus on teaching.” With that mindset, 

moonlighting did not affect Lucy’s professional life much. Two of the participants 

(Donna and Susan) saw little to no effect on their professional life because of 

moonlighting. For Donna, moonlighting did not affect her professional life much. This 

was due to her jobs being so connected. She did feel “more respected in the moonlighting 

job.” With teaching, Donna felt that the support and respect of her administration was not 

there. Susan stated that moonlighting did not affect her professional life at all. She 

worked the extra jobs on her own time, and moonlighting did not “have anything to do 

with [her] main teaching job.” Susan did admit to being tired the days she worked 

multiple jobs, but professionally, things remained the same overall. Susan accredited this 

to being able to tutor after school and not having to work additional hours if she did not 

have the time to.  

Personal Life  

 All six participants shared the personal effects moonlighting had on their lives. To 

Susan, moonlighting took away from her family. She also shared that with the clothing 

job, it was all dependent on if people bought things. “If people [were not] buying things 

then [she was not] really making any money.” This frustrated Susan because she felt as 

though there was no point of spending time away from her family if she did not make 
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money doing so. Because of moonlighting, Nicole had less time to enjoy her family, 

friends, and loved ones. Donna saw no effects in this area. She accredited this to being 

able to determine her own schedule. The benefit to creating her own schedule was being 

able to plan around things that she wanted to do personally. Donna did get tired 

sometimes but did not mind because she enjoyed what she did. Although he did a lot for 

his moonlighting experiences, Marquis found ways to maintain balance in his personal 

life. Lastly, moonlighting took away from Lucy’s weekends. However, she stressed that 

she created her own availability. So, when there were things Lucy wanted to do during 

the weekend, she did not pick up as many shifts. She enjoyed that flexibility. While Lucy 

did get tired, she loved the restaurant so that working as a waitress there did not bother 

her much. 

Physical Wellbeing 

 Only three participants (Lucy, Nicole, and Susan) discussed physical effects of 

moonlighting. Moonlighting did not affect Susan in any way physically due to her being 

“in control of what [she did]” when she did choose to moonlight. Because Susan 

determined when and how she moonlighted, she was able to maintain her physical 

wellbeing. If there were times when Susan did not feel physically well, she did not 

moonlight. Physically, Nicole found herself always tired. Nicole also experienced minor 

health issues. Meanwhile, Lucy noted that “waitressing [was] so easy compared to 

teaching” which was why it had no detrimental effect on her health. The other three 

participants (Amanda, Donna, and Marquis) reported no effects on their physical 

wellbeing during their moonlighting experience.  
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Emotional, Psychological, and Mental Wellbeing 

 Two participants (Nicole and Susan) expressed their thoughts about the 

emotional, psychological, and mental effects of moonlighting. For Susan, moonlighting 

did not affect her in any way mentally or emotionally due to her being “in control of what 

[she does].” Susan controlled how often she worked her additional jobs to maintain a 

healthy emotional, psychological, and mental wellbeing. On the other hand, Nicole stated 

that moonlighting affected her emotionally, psychologically, and mentally because she 

became “more volatile, on edge, and easily irritable.” She also found herself more prone 

to experience indecisiveness. The other four participants (Amanda, Donna, Lucy, and 

Marquis) saw no changes in this area while moonlighting.  

Relationship to Self  

 Two of the six participants (Amanda and Nicole) saw negative effects on the 

relationship to themselves due to moonlighting. Nicole rarely had time for herself to do 

self-care. Amanda also admitted to tending to neglect herself. She also found herself tired 

and not eating “as healthy as [she] should.” Yet, Amanda knew that moonlighting was 

only momentary and for her daughter who she would “do anything” for. For the other 

four participants (Donna, Lucy, Marquis, and Susan), all stated that their relationship to 

self had not changed at all because of their need to work a second job.  

Relationship to Family  

 One participant, Nicole, stated that moonlighting put a strain on her family. Two 

of the six participants (Amanda and Lucy) experienced positive effects on the 

relationship to family members during their moonlighting experience. Amanda’s family 
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were supportive of her moonlighting, although she did not get to spend as much time with 

them as she would have liked. Lucy felt that her family were great during her 

moonlighting experience, because they were understanding. Also, when her family 

wanted to see her, they would just come to the restaurant. Lucy shared that when she 

wanted to spend time with her family, she did. However, there was one participant 

(Donna) who saw no effects on her relationship with family members because of her 

moonlighting. She accredited this to being able to determine her own schedule. The 

benefit to creating her own schedule was being able to plan around things that she wanted 

to do personally.  

Relationship to Friends  

 Two participants (Donna and Susan) saw no effects on the relationship with their 

friends based on their moonlighting experience. With her being in control of her 

schedule, Donna was able to do things with her friends still. Additionally, three 

participants (Amanda, Lucy, and Nicole) shared how supportive their friends were during 

their moonlighting experience. Nicole stated that her friends were understanding “of the 

plight to improve [her] life circumstances, as they [were] in similar situations.” Amanda’s 

friends were supportive of her moonlighting, although she did not get to spend as much 

time with them as she would have liked. Lucy felt that her friends were great during her 

moonlighting experience, because they were understanding. Also, when her friends 

wanted to see her, they would just come to the restaurant. Lucy shared that when she 

wanted to spend time with her friends, she did. One participant, Marquis, found that his 

friends’ supported his moonlighting experience by telling others about his tutoring 
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services. Marquis stated that his friends helped him greatly with his tutoring business by 

telling everyone about his business. He stated that his friends’ word of mouth was “great 

free advertisement.”  

Relationship to the Community  

 One participant, Nicole, experienced a negative effect on her relationship to the 

community due to moonlighting. Nicole found that she was unable to do volunteer work 

in the community because of the time needed to moonlight. However, Donna saw 

benefits on her relationship to the community due to her moonlighting experience. Donna 

stated that because of her second job as a special education instructor, she was “well 

known in the community by parents who [had] children with disabilities.” This helped 

her help others. The other four participants saw no change in this area.  

Personal Time 

 Two participants (Amanda and Nicole) discussed how moonlighting affected their 

time. Nicole did not have time do the things she enjoyed such as spend time with her 

daughter. Nicole stated that moonlighting interfered with her off time. She stressed that 

“although the financial benefits are worth it, teachers still need time off.” Amanda found 

that moonlighting took time away from her daughter. She also rarely had time for herself. 

She dedicated any free time she did have to her daughter. The other four participants’ 

(Donna, Lucy, Marquis, and Susan) personal time was not affected because of their 

moonlighting jobs. All four controlled their schedules by determining when they would 

work the additional jobs.  
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Quality of Life  

 Only one participant shared additional details about the quality of his life due to 

moonlighting. Because Marquis became a business owner thanks to his moonlighting 

experience, he has “surrounded [himself] with people who [knew] how to make a 

business grow.” He stated that he made his life more manageable. The other five 

participants (Amanda, Donna, Lucy, Nicole, and Susan) reiterated details about previous 

areas of discussion.  

Professional Identity, Performance, and Growth at School  

 Five of the participants (Amanda, Donna, Lucy, Marquis, and Nicole) expressed 

their thoughts on the effects moonlighting had on their professional identity, 

performance, and growth at school. Nicole felt that she would be able to do more beyond 

the expected duties at her school if she was not moonlighting. Also, Nicole found herself 

unable to show her support to her students in their extracurricular activities. She had a 

desire to attend her students’ sporting events but never could find the time to. Amanda 

felt that moonlighting was similar to her teaching but just in a smaller setting. Thus, 

moonlighting did not hurt her professionally. While she did admit to getting tired, she felt 

that it was “no more than [she was] normally as a teacher.” Overall, Amanda stated that 

moonlighting was not helping nor hurting her. She saw it as “something [she had] to do at 

the moment.” Donna did not feel that moonlighting helped her professional growth any. 

She felt that since she was so close to retirement and the fact that the two jobs are “an 

extension of one another” that “neither one helped her to become better.” Marquis stated 

that he started getting noticed more at his main job. In turn, he received more leadership 
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responsibilities because of the things he did with his business and in the community. 

Lucy felt like there were no effect on her professional identity, performance, or growth at 

school due to moonlighting. This was because moonlighting for her was “just a job”. 

Relationship to Parents  

 Donna stated that she grew closer to her students’ parents because of the 

connections she was able to make as a special education instructor. Likewise, Amanda 

also was able to build closer relationships with her students and their parents due to 

tutoring her same students after school. Similarly, Marquis found that more parents 

approached him about tutoring because he became so well-known at school. Three 

participants (Lucy, Nicole, and Susan) saw no effects on the relationships to their 

students’ parents due to their additional moonlighting jobs. Nicole discussed the effect of 

moonlighting on her relationship to parents of her students. Nicole stated that 

moonlighting had no effect on her relationship to the parents of her students. She did note 

that the parents who knew of her moonlighting jobs sometimes questioned her “ability to 

educate their child.” Lucy did note that sometimes the parents and students of hers were 

surprised to see her at the restaurant, though.  

Relationship to Fellow Educators  

  Three of the six participants (Amanda, Nicole, and Susan) saw no effects on their 

relationship with their fellow educators due to their moonlighting experiences. 

Specifically, Amanda stated that she saw no effect on her relationship with her fellow 

educators because she was able to work with her co-workers to get things done 

throughout the school day. Yet, during the summer Amanda was able to get to know 
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other teachers around the district through summer school. However, one participant, 

Donna, saw a positive effect on her relationship with her fellow educators because of her 

moonlighting experience. She found herself being considered an expert in early 

childhood special education- so much so that fellow educators came to her for advice or 

guidance. 

Relationship to School Leadership 

 All six of the participants stated that there was no effect on the relationship with 

their school leadership due to their moonlighting experiences.  

Relationship to School and School District 

 Three of the six participants (Donna, Nicole, and Susan) stated that there were no 

effects on their relationship with their school and school district due to their moonlighting 

experience. Donna explained that “the school district [did] not really support those 

teachers” who chose to earn more money by doing additional district created jobs. 

Meanwhile, one participant, Lucy, stated that her “school administration could ease up on 

all of the expectations [she had] as a teacher” but she did not feel that was because of her 

moonlighting experience. She stated that her feelings towards school leadership and the 

school district were “just in general.” Lucy did feel that her school leadership and school 

district could be “a bit more supportive” of the teachers who do moonlight. There was 

only one participant, Amanda, who saw positive effects on her relationship with the 

school and school district. Amanda admitted to being “well known in the district” from 

her summer school experiences. It was her hope that this benefit would help her once she 

was “ready to advance outside of the classroom.”  
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Comparison of Moonlighting Job to Education Job  

 This section provides the details of how the participants compared their 

moonlighting job to their educator job (research question 5). Specifically, the section 

focuses on four topics: (1) potential negative effects moonlighting might have on the 

ability to perform school duties, (2) comparing personal satisfaction from both jobs, (3) 

major elements in a school that would push an educator to moonlight, and (4) 

contradictions in holding two jobs.  

Moonlighting as a Hindering Factor 

 Some would argue that educators should not moonlight because this affects their 

ability to do their job at school. However, all six participants disagreed with that 

statement. According to Susan, “most people [she knew were] able to maintain the 

balance.” Nicole strongly stated that “one cannot hinder the choices of adults” and that 

“if educators were compensated” then there would be no need to worry about where they 

needed to moonlight. Marquis stated that he did not think moonlighting hurt him as an 

educator. In fact, Marquis stated that moonlighting “only made [him] better” as an 

educator. Marquis felt the need to become more impactful each day in the classroom due 

to his well-known status at school and in the community.  Lucy also did not feel 

moonlighting affected her ability to do her job at school because she “tailor[ed] [her] 

schedule around teaching.” Likewise, Donna also did not think that her moonlighting 

affected her ability to do her job at school because “the jobs [were] related to each other.” 

Amanda stated that because her classroom students were also her after school tutoring 

group of students, she already had “a relationship with them.” This made the connection 



131 

 

with her students easier, allowing her to be at ease teaching them. In addition, Amanda 

made sure to plan ahead and prepare instructional materials in her “free time” so that she 

was “not so overwhelmed on the days that [she] tutor[ed].” Also, Amanda stated that she 

was “dedicated to doing everything to the best of [her] ability” and that “if ever 

moonlighting affected [her] as a teacher, [she] would quit.” 

Personal Satisfaction Compared 

 Only one participant, Nicole, found that teaching brought her the most satisfaction 

because she “[enjoyed] seeing [her] students’ growth and success.” Two participants 

(Donna and Susan) preferred their moonlighting job for personal satisfaction. Donna 

stated that the moonlighting job brought her more personal satisfaction because she loved 

“being able to work with families and connect with children on a personal level.” For 

Susan, the moonlighting job of selling clothes gave her the most satisfaction. Three of the 

participants (Marquis, Lucy, and Amanda) found personal satisfaction in both jobs. 

Marquis stated that both jobs did “different things” for him. He felt “more impactful as a 

teacher.” However, Marquis also appreciated “being an entrepreneur and owning a 

business” because he was “able to reach lives that [he] probably wouldn’t have reached.” 

Lucy also stated that both jobs brought her personal satisfaction in their own way. Lucy 

“love[d] connecting with high school students” but also liked what she did at the 

restaurant and “having loyal customers personally request to sit at [her] tables.” Amanda 

also found both jobs equally satisfying. Amanda did state that “tutoring just magnifie[d] 

[her] teaching because it’s an extension of the day with the kids [she taught].” 
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The School Factors Encouraging Moonlighting 

 Three of the six participants stated a major element in a school that pushed an 

educator to moonlight was pay related. Susan stated that it is “definitely the pay.” Lucy 

stated that teachers need pay raises so that they could live well and buy the things they 

want. She stated that teachers should not have to “live paycheck to paycheck because of 

the bills [they] have to pay.” In agreement with the others, Donna also stated that “the 

need to make more money” was the major element that pushed educators to moonlight. 

Three of the six participants named more than one major elements as the factors that push 

educators to moonlight. According to Nicole, for example, the first reason was a “lack of 

financial resources,” and the second reason was “to explore other career options.” 

Marquis cited “not being paid enough” and “teacher work overload” as those elements. 

Amanda stated three major elements as the things that pushed educators to moonlight. 

Those three things were lack of pay raises, cost of living, and the desire to live 

comfortably.  

Contradictions in Holding Two Jobs    

 Four of the six participants (Lucy, Nicole, Marquis, and Susan) felt there were no 

contradictions in holding two jobs. Susan stated that while she did get tired holding down 

two jobs, she did not see any contradictions because she was “dedicated to doing [her] 

job.” Nicole stated that there were no contradictions “at all.” Marquis did not feel that 

there were any contradictions to holding two jobs “because [he was] in control of the 

second job.” Marquis was able to do determine when he did his second job, thus both 

jobs meshed well together. Lucy also agreed that her two jobs did not contradict each 
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other at all. Two of the six participants (Amanda and Donna) also felt that there were no 

contradictions in holding two jobs but attributed the lack of contradictions to the two jobs 

being intertwined together.  

Stakeholders’ Support of Educators Who Moonlight 

 This section addresses what the participants’ thoughts on what different 

stakeholders were doing and should do to support educators who moonlight (research 

question 6). Specifically, the section focuses on the following: (1) self-support, (2) family 

support, (3) friends’ and communities’ support, (4) fellow educators’ support, (5) school 

leaders’ support, (6) schools’ and school districts’ support, and (7) policy makers’ 

support.   

Self-Support 

 Two of the six participants (Donna and Lucy) supported themselves as 

moonlighters by maintaining a schedule. Donna supported herself as a moonlighter by 

keeping her schedule to “something that [was] doable.” Similar to Donna, Lucy also 

monitored her schedule so that it was not “too taxing on [her] each week.” Three of the 

six participants (Amanda, Nicole, and Susan) shared specific ways they supported 

themselves as moonlighters. In order to stay motivated to continue moonlighting, 

Amanda remembered why she chose to moonlight in the first place--her daughter. This 

gave Amanda the motivation she needed to continue to moonlight on days when she was 

tired or had no desire to work additional hours after school. She also stated that she made 

sure to have things in place so that on the days she tutored she didn’t have much after 

school work to do at home. Nicole stated that she made sure to plan ahead by budgeting 



134 

 

and saving more aggressively “in order to pay a mortgage without struggling.” It was her 

hope that budgeting and saving would help her stop feeling as if she had to moonlight 

every school year to make ends meet. Susan stated that she made sure to have balance in 

everything she did. She did this by controlling what she did and when.  

Families’ Support 

 All six participants received support from their families. Amanda really 

appreciated the help her mom gave her while she tutored. Her mother kept her daughter 

after school for her. Donna stated that her husband was very understanding about her 

moonlighting because he knew the purpose of it. Donna and her husband were both 

preparing for retirement. So, while she moonlighted, her husband did things he wanted or 

needed to do. Lucy appreciated having family members who understood why she worked 

so much. Marquis stated that his family “became a huge source of confidence” for him 

because they encouraged him. Nicole felt that “families can be patient, less critical, and 

more supportive of all teachers, whether or not they moonlight.” Susan received support 

from her husband in the way of taking care of the kids while she tutored. She stated that 

he was supportive of her because she supported him while he was focusing on school full 

time.  

Friends’ and Communities’ Support  

 Three of the six participants (Amanda, Donna, and Marquis) shared how their 

friends supported them during their moonlighting experience. Amanda stated that her 

friends would arrange play dates between her daughter and their kids on the weekend 

sometimes. She admitted this helped her tremendously by allowing her to get errands 
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done while her daughter was away. Amanda also mentioned that educators who 

moonlight “definitely need people to look out for [them] when moonlighting and lend a 

hand.” Marquis stated that his friends supported him by putting his business out there and 

sharing what he did. Marquis stated that his friends often told others about what he did. 

Donna stated that her friends understood what she did. Also, Donna stated that at their 

age, her friends did not “get together much anyway.” However, when Donna and her 

friends did get together, she could “plan around it.”  

 Three of the six participants (Amanda, Donna, and Lucy) all felt that the 

community could support educators who moonlight through kindness. Amanda stated 

that “the community could support teachers who moonlight by not having pity on them or 

judging them for having to moonlight.” She suggested that the community “be kind” 

especially if they see educators working in a restaurant. Donna thought it was not “the 

community’s responsibility to support teachers who moonlight.” However, Donna 

reiterated Amanda’s concern regarding the communities’ need to support moonlighting 

educators, and she also shared that “if community members saw a teacher moonlighting 

another job or field” then those community members should “just be kind to them.” From 

the participant who actually moonlighted in a restaurant, Lucy echoed the other two 

participants’ thoughts and stated that communities can “just be kind and tip!” However, 

she said the most important thing was “just be kind to any teacher they see working a 

second job.” One participant, Nicole, stressed that friends and communities should be 

advocates for educators. Nicole stated that friends and communities “should advocate 

better pay for educators.” Lastly, one participant, Susan, focused on how friends and 
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communities perceive educators who moonlight. Susan stated that “moonlighting 

shouldn’t have a negative connotation to it.” She stressed that it is important for others to 

understand that “people are doing it because they want to be able to have the same life 

experiences as everyone else. So, if it requires [her] to work a little bit more, that’s what 

[she is] going to do.”  

Fellow Educators’ Support 

 One participant, Amanda, stated that her co-workers were understanding. She also 

recognized that “there [was not] really anything for them to support” because she did not 

“expect them to do [her] job for [her] just because [she had] to work after school.” It was 

her choice to moonlight, so she had “to deal with it, not them.” Another participant, Lucy, 

also felt that it was not “fellow educators’ job to do anything.” She did not expect 

“anyone to pity [her] or coddle [her] just because [she had] to work a second job.”  

School Leaders’ Support 

 Four of the six participants (Amanda, Donna, Lucy, and Susan) all thought school 

leaders could be more understanding and supportive. Amanda felt like “administrators 

need to understand that some of their teachers do work more than one job and not to load 

them with additional paperwork or tasks that are unnecessary.” Donna stated that both her 

bosses did not really like the fact that she held two jobs. Her program director preferred 

that Donna would have been able to be available to the program completely. She also 

stated that her principal was not very supportive of her either. Donna’s suggestion to 

school leaders was to “offer more support and be more understanding.” Lucy stated that 

“school leaders can be more supportive of teachers, so they won’t quit.” She also 
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suggested that school leaders “try to find ways teachers can earn more money if needed 

like through stipends and things.” Susan stated that school leaders “just need to be 

sensitive to what everyone is dealing with whether they are working extra jobs or not… 

just be supportive and communicate.”  

Schools’ and Districts’ Support 

 Two of the six participants (Amanda and Donna) had specific thoughts about 

what support is needed from schools and school districts. Amanda stated that “districts 

should continue to provide teachers with opportunities to make more money if desired.” 

Donna would hope that schools “lighten the workload that teachers have.” She also 

stressed that districts need to “pay more and provide more opportunities for teachers to 

make more money.” The other four participants (Lucy, Nicole, Marquis, and Susan) 

agreed with Donna that the schools and districts needed to support educators by 

providing additional opportunities to make more money if needed.  

Policy Makers’ Support 

 Four of the six participants (Amanda, Lucy, Marquis, and Nicole) shared the same 

thought related to what policy makers could do to better support educators who 

moonlight. Amanda stated that “policy makers just need to provide more funding for 

teachers’ salaries.”  

Lucy also felt that “school leaders and districts and policy makers need to put all of their 

energy into making sure teachers get as much money as possible in their salaries.” 

Marquis stated that “it’s important for stakeholders, policymakers, school leaders to 

understand they have to help teachers.” Nicole stated that “school districts need to offer 
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better financial compensation packages and have increases in teacher financial 

incentives.” 

Controlling Themes in Participants’ Narratives 

 This section discusses major controlling themes in each of the participants’ 

narratives.  

Amanda 

 Three controlling themes in Amanda’s overall narrative were those of necessity, 

ease, and advancement. Amanda explained that for her, moonlighting was a necessity. 

Being a single mom, Amanda “definitely [needed] the money” that she earned from 

moonlighting to provide for her daughter. Amanda felt that “moonlighting [wasn’t] 

something people do for fun” and recommended that if teachers did not have to 

moonlight, then they should not. Amanda felt at ease moonlighting. Amanda chose after 

school tutoring and teaching summer school as her moonlighting experiences because of 

how easy those jobs were for her. Amanda felt that her additional jobs were easy because 

she chose to moonlight within the school district. In addition, Amanda was fortunate to 

tutor the same third grade students that she taught daily. Lastly, Amanda saw 

moonlighting as an opportunity to advance. She yearned to advance as an educator but 

did not feel she could do so because of her financial limitations. Amanda desired to 

continue her education by earning her master's degree but could not afford the tuition. 

Yet, she was uncertain about getting a master’s degree because it would only increase her 

annual salary by $2,000. While that additional $2,000 would help, Amanda knew it not 

be enough. However, she saw teaching summer school as an opportunity to get to know 
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other teachers and become well known around the district. Amanda was hopeful that her 

moonlighting experiences would help her advance outside of the classroom when the 

time comes. Regardless of the pay, Amanda loved teaching and explained that if she left 

teaching, “it wouldn’t be because of [her] moonlighting job.” It was because of her 

teaching job that she was able to moonlight. Quitting would mean she would not be able 

to do either. Amanda stressed that if she ever quit teaching, “it would be because [she] no 

longer loved it.” 

Donna 

 Two controlling themes in Donna’s overall narrative were those of enjoyment and 

retirement. Donna found enjoyment in her moonlighting experience. She served as an 

early childhood educator for autistic students. This educator job led her to moonlight as 

an early childhood interventionist. As an early childhood interventionist, Donna worked 

with young children who were identified as having developmental delays. Donna was 

“deeply invested in working with early childhood aged children with disabilities.” That 

deep investment allowed her to really enjoy what she did as an early childhood 

interventionist. Donna found many benefits to her moonlighting job. The early childhood 

intervention program fed into her daytime job as an ECSE (Early Childhood Special 

Education) teacher. There were numerous occasions where the students she served while 

moonlighting became students in her regular classroom. Donna also enjoyed the 

opportunities to work 1:1 with both children and parents. She loved being able to work 

with the families and connect with the children on a personal level. Donna did admit to 

getting tired sometimes, but the enjoyment of working with young children and families 
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allowed Donna to see the tiredness as a good thing. Yet, the early childhood intervention 

program was not Donna’s only moonlighting experience. She also engaged in real estate 

by flipping houses and developing an investment portfolio. Donna also moonlighted as a 

path to retirement. With only four years left to teach until she retired, Donna saw real 

estate as a good transition into retirement. Donna stated that had she started in real estate 

earlier in her teaching career, she would not have taught as long as she had. However, 

because she only had four more years left, Donna felt that she could continue to teach 

until retirement. Donna planned to continue both moonlighting experiences after she 

retired. Her goal after retirement is to make both real estate and the early childhood 

intervention program her main source of income outside of her retirement package.  

Lucy 

 Two controlling themes in Lucy’s overall narrative were those of love and the 

need for more money or better pay. Lucy moonlighted out of love. In addition to being a 

high school Algebra teacher, Lucy also served as a waitress at a local restaurant. 

Waitressing started as a job in college for Lucy and became something she never let go. 

Lucy explained that she loved working at the restaurant. The restaurant felt like her 

“second family.” That second family also included loyal customers who would personally 

request to sit at Lucy’s tables. However, Lucy also found personal satisfaction with her 

educator job. Lucy stated that she loved connecting with her high school students. While 

Lucy loved what she did, there was still an emphasis on the need for money. Lucy 

admitted she still waitressed because she needed the money. Although she loved the 

restaurant, Lucy knew that if she did not have to serve as a waitress, she would not. She 
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felt that moonlighting took away from everything else she needed to do. Unfortunately, 

the only way Lucy felt she could quit moonlighting was if she made more money as a 

teacher or had another source of income. Thus, Lucy emphasized her need for better pay 

as a teacher. She stressed the lack of pay raises for teachers was what pushed her to 

moonlight. She had a desire to “not live paycheck to paycheck” due to all her bills. While 

Lucy emphasized that she needed better pay as a teacher, she emphatically stated that 

moonlighting would never be the reason she left teaching. According to Lucy, if she left 

teaching it would be because she was ready to walk away for good.  

Marquis 

 The controlling themes in Marquis’s overall narrative were those of 

entrepreneurship, passion, and impact. Marquis moonlighted by becoming an 

entrepreneur. Marquis taught ELA (English Language Arts) and theatre arts at his middle 

school. He also owned his own tutoring business, served as the social media director for 

his school, and held the position of after school director. Marquis started his tutoring 

business out of the need to make more money. He also moonlighted out of passion. As 

his business began to become more successful, Marquis found himself falling in love 

with being an entrepreneur. That passion allowed Marquis to make his moonlighting 

experience of being a business owner a part of his everyday routine. Marquis stated that 

he did not mind the extra load of running his tutoring business because he enjoyed taking 

out the time to tutor students. Marquis was so serious about his business that he acquired 

an LLC (limited liability company) business license. Additionally, he surrounded himself 

with others who knew how to make a business grow. His mindset changed and his 
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personal life became less stressful and more manageable. Marquis also received more 

leadership work because of the things he achieved with his business and in the 

community. Marquis also moonlighted to make an impact. Marquis felt that he made an 

impact in the community through his tutoring business. Being an entrepreneur and 

owning a business allowed Marquis to reach lives and be an impact to people he normally 

would not have met if he did not tutor. He became well known by parents and received 

many requests for tutoring. However, Marquis stated that teaching was more impactful 

because there are so many more students he was able to reach each week. However, 

Marquis recommended for other educators to only moonlight if they were able to find 

something to be passionate about or out of necessity. He felt that if educators did not 

have to moonlight, they should not. Marquis’s reasoning for saying so was that 

moonlighting was “not for the weak” as it took quite a bit of mental and physical 

strength. 

Nicole  

 Three controlling themes in Nicole’s overall narrative were those of necessity, a 

desire to have a better lifestyle, and enjoyment. Nicole moonlighted out of necessity. 

Nicole expressed disappointment in the fact that she had her master’s degree plus 30 

additional graduate hours but still had to moonlight out of necessity. As a single, divorced 

mom, Nicole stated that her job as a Discoveries teacher did not help her afford all the 

necessities she and her daughter needed. Nicole accrued a large amount of medical bills 

from prior medical procedures her daughter received. Although Nicole’s daughter had 

medical insurance, there were still expensive costs to cover. Nicole also moonlighted out 
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of a desire to have a better lifestyle. She desired to provide her daughter with 

experiences, such as going on vacation. She also wanted to live in a nice, comfortable, 

affluent neighborhood but stated that the cost of a mortgage or rent would be an entire 

paycheck. To meet her desires of a nice home, a large savings, and the ability to travel, 

Nicole chose to moonlight. There were several things Nicole did throughout her 

moonlighting experience: counseling through a counseling agency, working as a real 

estate agent, and teaching summer school. Nicole worked three additional jobs because, 

“moonlighting [was] not a choice.” She felt that educators who were in a single income 

household or were a single parent were required to moonlight if they wanted to live 

comfortably. Luckily for Nicole, she enjoyed what she did as a moonlighter. Nicole 

enjoyed counseling because it utilized her degree in psychology. Real estate was 

something that she always wanted to do. She enjoyed looking for houses, designing the 

houses, and interior decorating. She admitted that she loved the pay of real estate, as there 

were times when she made more in one real estate deal than she did in one month of 

teaching.  

Susan 

 The three controlling themes of Susan’s overall narrative were those of choice, 

ease of working additional jobs, and the convenience of scheduling her work schedules. 

Susan moonlighted by choice. Susan, a third-grade special education teacher, chose to 

moonlight to earn extra income while her husband went to school full-time. Like many 

others, Susan chose to do several things as ways to make additional money. She sold 

makeup, sold clothing, and tutored after school. Susan also moonlighted due to the ease 
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of working additional jobs. Susan stated that she chose all three jobs based on how easy 

and convenient they were for her to do. Susan determined how often she sold makeup and 

clothes. If there was a need for extra money, Susan would sell more often. However, if 

she needed time away from both sales jobs, she scheduled a break from working those 

two additional jobs. Meanwhile, tutoring was only twice a week. Susan found tutoring 

easy as well since the environment is more laid back than her regular teacher job and she 

had more leeway with what she was allowed to do as she assisted students. Susan 

maintained the balance between moonlighting and teaching so that neither would affect 

the other. Susan also moonlighted because it was convenient to schedule when she 

worked. She insisted on only moonlighting in her own time so that she controlled her 

schedule. While Susan controlled what she did as a moonlighter and when she did those 

additional jobs, she admitted that she did not know whether or not she would ever stop 

moonlighting because it was “nice to have extra money coming in.”  

Summary 

 This chapter introduced the participants and shared their demographic data. 

Reasons why educators chose to moonlight were addressed. The participants’ experiences 

with moonlighting were shared. The benefits and problems the participants experienced 

from moonlighting were also shared. Details of how the participants compared their 

moonlighting job to their educator job were provided. The participants’ thoughts on what 

different stakeholders were doing and should have done to support educators who 

moonlight were addressed. Lastly, controlling themes were created from each 

participant’s overall narrative. 
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CHAPTER V 

Summary, Conclusions, Implications, and Recommendations 

Introduction 

 This chapter will summarize the study, discuss the findings, share the implications 

(for practice, policy, and research), and list the limitations.  

Summary of the Study  

 This section will summarize the study.  

Research Problem 

 Although teachers greatly influence others, they experience financial difficulty 

because of their profession. This causes teachers to seek employment outside of their 

teaching position to provide for their families (Brown et al., 2019). Teaching ranked in 

the top four professions whose employees felt the need to moonlight (Brown et al., 2019). 

Moonlighting often occurred as a remedy to the low salary teachers received (Bell & 

Roach, 1990; Bobbit, 1998; Johnson et al., 2010; Maddux, 1980). The low salary was 

often seen as the driving force behind teachers’ need to hold down a second job (Bell & 

Roach, 1990; Raffel & Groff, 1990; Smith & Cooper, 2018).  

 Existing research mostly focused on the financial reasons that caused teachers to 

moonlight. The problem is the body of existing literature on the phenomenon of teacher 
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moonlight was not elaborate enough to truly depict the teachers’ lived experiences of 

moonlighting.  

Research Purpose  

 The purpose of this study was to describe the lived reality of moonlighting 

teachers in northwest Louisiana.  

Methodology 

 This phenomenological and qualitative study used descriptive, non-experimental 

research through a narrative inquiry design. Purpose, then convenience sampling was 

used to select the participants from a population of teachers belonging to an online social 

media group of teachers who all taught in northwest Louisiana. Once the participants 

were selected, a maximum variation sample was then derived from the original sample. 

This sample approach was designed to capture the widest possible range of different 

types of experience (Locock et al., 2017). Each individual teacher served as both the 

individual unit of observation and of analysis. Primary data were collected through a 

series of three online, semi-structured interviews. The methods of qualitative data 

analysis utilized in this study consisted of transcribing the participants’ interviews, 

generating codes, analyzing the codes to create themes, and turning those themes into 

narrative summaries of each participants’ lived experience.  

Major Findings  

 This section will discuss the major findings of the study.  

 Reasons Why Educators Chose to Moonlight. While all six participants stated 

that the main reason they moonlighted was for the income, the use of the income varied 



147 

 

amongst participants. These varieties included earning extra income to support the 

family, covering the necessities of medical bills, and just being able to maintain the 

financial needs of daily living. Some of the participants also had additional reasons for 

moonlighting. Two participants moonlighted because it was something they loved. One 

participant, who was a single mom, moonlighted to ensure she could provide for her 

daughter. Additionally, there was one participant who used moonlighting as a transition 

into retirement. Most of the participants found something enjoyable about their 

moonlighting. However, one participant did admit that moonlighting was hard and tiring 

at times. Only one participant expressed disinterest in moonlighting. She did not look 

forward to moonlighting in the evenings because it took away the ability to spend time 

with her family. Two of the participants strongly felt that they would not leave teaching 

because of their moonlighting experience. On the other hand, two participants shared that 

if they left teaching it would be for reasons other than moonlighting. There was only one 

participant who saw himself eventually leaving teaching because of his moonlighting 

experience. This was specifically due to the success of his entrepreneurship and the 

tutoring business he ran.  

 Experiences with Other Educators Who Moonlight. All of the participants 

agreed that most educators moonlighting for money. The participants stated that the type 

of job most commonly chosen by educators as their moonlighting job was after school 

tutoring. Another job listed by most of the participants was teaching summer school. Two 

participants also shared that educators are also known to work in restaurants as bartenders 

and waitresses. Some of the participants stated that educators enjoying moonlighting was 
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dependent on what type of job each educator took. Two of the participants expressed 

hope that all educators enjoyed their moonlighting job because “it would be sad for 

someone to work an extra job and not like it” (Donna). Only one participant expressed 

the opposite view. It was hard for Amanda to see educators enjoying moonlighting 

because moonlighting meant giving up time away from family or not having time to 

grade papers, plan lessons, and complete paperwork. The participants all agreed that 

teachers needed more money so that moonlighting would not be something that they felt 

required to do. Yet only one participant knew of educators who left teaching because of 

their moonlighting experience. Some of the participants believed that if teachers left the 

education field, it would not be solely because of their moonlighting experience but 

because of their disdain for teaching altogether. The participants felt that mostly female 

educators were the ones who moonlighted. Three of the participants admitted that there 

were not that many male teachers in their schools to fully say whether or not male 

teachers moonlighted as well. Most of the participants stated that the races of educators 

who moonlighted were mixed. The participants shared that educators in their 30s to 40s 

were generally the ones with a second job. In addition, the participants also saw educators 

who had various levels of educational degrees moonlighting. Some of the participants 

knew of married and single educators who moonlighted.  

 Experience with Moonlighting. Each participant had a unique overall experience 

with moonlighting. Susan expressed feeling a bit overwhelmed sometimes due to the 

multiple things she chose to do in order to earn additional income. Susan had multiple 

moonlighting jobs including selling makeup, tutoring, and selling clothes. Nicole had 
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moonlighted since she began teaching. She had worked in a department store, as a private 

tutor, and in other business industries. Most recently, Nicole counseled through a 

counseling agency and sold real estate. She also admitted that she still applied for 

summer school positions each summer. Amanda tutored after school and worked in 

various summer programs. Each summer Amanda taught summer school, and she 

interacted with students whom she had never taught before. Donna’s moonlighting 

experience involved working as a special instructor in an early intervention program. For 

Donna, the downside to the moonlighting experience was that she only got paid if the 

families kept their appointments. Donna also worked in real estate by flipping houses 

and, she developed an investment portfolio. Marquis owned his own tutoring service 

outside of school. He also oversaw the social media in his school and served as the after 

school tutoring director. These three moonlighting roles required Marquis to maneuver 

his schedule quite often in efforts not to lose any of his tutoring clients. Lucy served as a 

waitress at a local restaurant. This moonlighting job was something that she had started in 

college and continued after her teaching career began. Lucy saw the restaurant as her 

second family and appreciated the loyal customers and great atmosphere that made 

moonlighting at the restaurant feel like home for her.  

 Most of the participants stated that there was something most enjoyable about 

their moonlighting experience. However, three of the participants found moonlighting 

inconvenient because the time spent working a second job was time away from their 

families. One participant (Marquis) found moonlighting inconvenient because it took 

time away that he needed to invest in his tutoring business. Another participant found 
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moonlighting inconvenient when she had grades due or wanted to hang out with friends 

on the weekend but could not afford the time. Only one participant did not find 

moonlighting inconvenient at all because her primary and secondary jobs were connected 

and related to one another. One participant found it surprising how many other educators 

moonlighted to make ends meet. Additionally, there was one participant who was 

surprised at how successful his tutoring business became due to his entrepreneurial 

moonlighting. However, three of the participants found nothing at all surprising about 

their moonlighting experience.  

 Most of the participants found comparisons between their schoolwork and 

moonlighting. Susan stated that unlike the abundant amount of special education 

administrative tasks she had to complete at school, tutoring did not involve any additional 

work. Nicole stated that her moonlighting jobs did not involve after hour requirements to 

fulfill like her teaching job did. Donna appreciated that she was able to interact with 

families more when she worked her moonlighting job and that she was able to make her 

own schedule. Similarly, Marquis also found moonlighting more convenient because he 

was able to make his own schedule. Most of the participants agreed that teacher was hard 

than the moonlighting job. Three of the participants expressed that teaching was more 

important than moonlighting. Only one participant found both jobs to have importance 

because she was able to help students doing both. There was one participant who saw her 

moonlighting job to be more important due to her desire to make it her primary job once 

she retired.  
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 Two participants spent more time at school than they did moonlighting. One 

participant found that the job she spent more time at varied because she was able to make 

her own schedule during moonlighting. In addition, there was only one participant who 

split her time between both jobs. Three of the participants did not feel that moonlighting 

affected the quality of their educator’s job. One participant stated that moonlighting 

helped him become a better educator. This was due to his ability to translate the skills he 

learned as a business owner into experiences he had daily with his students and 

colleagues. On the contrary, there was only one participant who stated that her educator 

job helped her become better at her moonlighting job. Amanda utilized her skillset as a 

third-grade teacher to become a great after school tutor and teach summer school. She 

stated that she pulled from what she normally did as a teacher when she tutored after 

school or taught summer school each summer.  

 Two participants experience positive effects of COVID-19 on their moonlighting 

experience. Nicole utilized the time during COVID-19 quarantine to explore other 

options and sought a business endeavor that was more financially beneficial to her and 

her family. Marquis saw an increase in the number of people requesting tutoring sessions 

from him. Some participants experienced minimal effects on their moonlighting 

experience due to COVID-19. Susan stated that when she contracted COVID-19 herself, 

she was unable to work, but overall, she was able to continue tutoring throughout the 

pandemic. While Donna had to follow the COVID-19 safety protocol by wearing masks, 

sanitizing, and keeping social distance, she was still able to make her schedule and visit 

clients. There were two participants who saw negative effects of COVID-19 on their 
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moonlighting experience. When Amanda had to switch to teaching her third-grade class 

virtually due to the COVID-19 pandemic, she was unable to tutor after school. COVID-

19 also had a devastating effect on Lucy’s ability to work as a waitress at a local 

restaurant because the restaurant was initially closed completely.  

 Benefits and Problems of Moonlighting. Most of the participants stated that 

while they did experience some effects from moonlighting, those effects did not disturb 

their ability to fulfill their teaching job duties and responsibilities. These effects included 

feeling more tired at school, being unable to pursue higher levels of their education 

degrees, and needing to plan ahead in order to manage all of the responsibilities required 

of their teaching job. Only two participants saw little to no effects on their professional 

life because of moonlighting.  

 All of the participants share the personal effects moonlighting had on their lives. 

Susan shared her frustration when she did not make any money from selling clothing. She 

stated that she felt there was no point of spending time away from her family if she did 

not make money doing so. Nicole found that moonlighting meant having less time to 

enjoy her family, friends, and loved ones. Donna found that she did get tired sometimes, 

but she did not mind because she enjoyed what she did. Marquis was able to maintain 

balance in his personal life. Lastly, moonlighting took away from Lucy’s weekends.  

 Three of the participants discussed the physical effects of moonlighting. Susan 

was not affected at all physically because of moonlighting since she was able to control 

when she chose to moonlight. If there were times when Susan did not feel physically 

well, she did not moonlight. Physically, Nicole found herself always tired. She also 
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experienced minor health issues. Lucy noted that waitressing was much easier than 

teaching and had no detrimental effect on her health. The other participants saw no 

effects on their physical wellbeing during their moonlighting experience. Similar to her 

physical well-being, Susan also saw no effect on her mental or emotional wellbeing. She 

attributed this to the fact that she controlled how often she worked her additional jobs to 

maintain a healthy emotional, psychological, and mental wellbeing. On the other hand, 

Nicole stated that moonlighting caused her to become more volatile, on edge, and easily 

irritable. She also found herself more prone to experience indecisiveness. Meanwhile, the 

other participants saw no changes in this area while moonlighting.  

 Some participants admitted to rarely having time to themselves and to neglecting 

themselves due to moonlighting. However, the majority of the participants stated that 

their relationships to themselves had not changed at all because of their need to work a 

second job. Only one participant stated that moonlighting put a strain on her family. Two 

participants received a great amount of support from their family while moonlighting. 

One participant saw no effects on her relationship with family members because of her 

moonlighting. She accredited this to being able to determine her own schedule. Two 

participants saw no effects on the relationship with their friends based on their 

moonlighting experience. Four of the participants shared how support their friends were 

during their moonlighting experience. One participant experienced a negative effect on 

her relationship to the community due to moonlighting. She, for example, was unable to 

do volunteer work in the community because of the time required to moonlight. 

However, another participant saw benefits on her relationship with the community due to 
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her moonlighting experience. She stated that because of her second job as a special 

education instructor, she was well known in the community. The other four participants 

saw no change in this area. 

 Two participants stated that moonlighting affected the amount of time they had to 

spend with their daughters. The other four participants’ personal time was not affected 

because of their moonlighting jobs. All four controlled their schedules by determining 

when they would work the additional jobs. Only one participant shared additional details 

about the quality of his life due to moonlighting. Because Marquis became a business 

owner thanks to his moonlighting experience, he found himself seeking others who knew 

how to make a business grow. He also stated that his life became more manageable.  

 The participants expressed their thoughts on the effects moonlighting had on their 

professional identity, performance, and growth at school. Nicole felt that she would be 

able to do more beyond the expected duties at her school if she was not moonlighting. 

Amanda stated that moonlighting was not helping nor hurting her. It was just something 

she had to do momentarily. Donna felt that moonlighting did not help her professional 

growth. Her primary and secondary job were extensions of one another and neither 

helped her become better. Marquis was noticed more at his main job, which led to him 

receiving more leadership responsibilities. Lucy saw no effect on her professional 

identity, performance, or growth at school due to moonlighting, because moonlighting 

was just a job to her.  

 Moonlighting affected the participants’ relationships with others. Three of the 

participants were able to build closer relationships with parents due to their moonlighting 
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experiences. On the contrary, the other three participants saw no effects on the 

relationships to their students’ parents due to their additional moonlighting jobs. The 

participants saw no effects on their relationship with their fellow educators or school 

leadership due to their moonlighting experiences. Only one participant saw positive 

effects on her relationship with the school and school district. Amanda admitted that she 

became well known in her district due to her summer school experiences. It was her hope 

that this benefit would help her once she was ready to transition into leadership roles 

outside of the classroom. Three participants did not see any effects on their relationship 

with their school and school district due to their moonlighting experience.  

 Comparison of Moonlighting to Education Job. One participant found that 

teaching brought her more satisfaction than moonlighting because she enjoyed seeing the 

growth and success of the students. Two participants preferred their moonlighting job for 

personal satisfaction. Three participants found personal satisfaction in both jobs. Three 

participants stated that the major element in a school that pushed an educator to 

moonlight was the pay. Three participants named more than one major element as the 

factors that pushed educators to moonlight. These factors included lack of financial 

resources, not being paid enough, teacher work overload, lack of pay raises, cost of 

living, and the desire to live comfortably. Four participants felt there were no 

contradictions in holding two jobs. Two participants also felt that there were no 

contradictions in holding two jobs but attributed the lack of contradictions to the two jobs 

being intertwined together.  
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 Stakeholders’ Support of Educators Who Moonlight. Two participants 

supported themselves as moonlighters by maintaining a schedule. Three of the 

participants had specific ways they supported themselves as moonlighters. Amanda 

remembered why she chose to moonlight in the first place—her daughter. This gave her 

the motivation she needed to continue to moonlight on the days when she was tired or 

had no desire to work additional hours after school. Nicole made sure to plan ahead by 

budgeting and saving more aggressively. It was her hope that budgeting and saving 

would help her stop feeling as if she had to moonlight every school year to make ends 

meet. Susan stated that she made sure to have balance in everything she did. All of the 

participants received support from their families. Three participants received support 

from their friends during their moonlighting experience. Three participants felt that the 

community could support educators who moonlight through kindness. The community 

could support teachers by not having pity on them or judging them for having to 

moonlight. One participant stressed that friends and communities should advocate better 

pay for educators. Lastly, one participant stressed that moonlighting should not have a 

negative connotation to it; people need to understand that teachers who moonlight want 

to have the same life experiences as everyone else.  

 One participant stated that her fellow co-workers were understanding about her 

need to moonlight. She did not expect them to support her or do her job for her. Another 

participant felt that it was not fellow educators’ job to support educators who work 

additional jobs. Most of the participants thought school leaders could be more 

understanding and supportive. Two participants had specific thoughts about what support 
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was needed from schools and school districts. Amanda stated that districts should 

continue to provide teachers with opportunities to make more money if desired. Donna 

hoped school would lighten the workload that teachers have. The other four participants 

agreed that schools and districts needed to support educators by providing additional 

opportunities to make more money if needed. The participants thought policy makers 

needed to provide more funding for teachers’ salaries.  

 Major Controlling Themes from the Narratives. Three controlling themes in 

Amanda’s overall narrative were those of necessity, ease, and advancement. The two 

controlling themes in Donna’s overall narrative were those of enjoyment and retirement. 

Lucy’s two controlling themes in her overall narrative were love and the need for more 

money or better pay. The three controlling themes in Marquis’s overall narrative were 

those of entrepreneurship, impact, and passion. Three controlling themes in Nicole’s 

overall narrative were those of necessity, a desire to have a better lifestyle, and 

enjoyment. The three controlling themes of Susan’s overall narrative were those of 

choice, ease of working additional jobs, and the convenience of scheduling her work 

schedules.  

Discussion of Findings  

 This study’s findings are consistent with previous research studies which found 

the number one reason why teachers moonlighted was financial need (Pardon & Gordon, 

2011; Scarbough, 2001; Stewart, 1981). Similar to existing literature, this study also 

found that the flexibility of the school schedule allowed teachers to work during 

afternoons, evenings, weekends, breaks during the school year, and summer vacations 
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(Williams, 1992; Scarbrough, 2001). Like the existing literature, this study found that 

teachers were able to choose whether they worked inside or outside of the school district. 

In alignment with the literature, this study also found that teachers also varied their 

choice to moonlight in the educational field or a completely different alternative 

(Williams, 1992). Similar to Maninger et al. (2011), this study found that there were 

some educators who would stop moonlighting if their salaries increased. Likewise, in 

alignment with Raffel and Groff (1990), this study found that there were teachers who 

would continue to moonlight even if there were no longer a great financial need.  

Reasons Why Educators Chose to Moonlight 

 Similar to existing research, this study found that educators chose to hold multiple 

jobs “to supplement their salaries and maintain a desired standard of living” (Williams, 

1992, p. 63). Similar to Wisniewski and Kleine (2018), the participants of this study 

engaged in moonlighting for monetary reasons. In alignment with the literature, this study 

found that the participants considered financial reasons very or somewhat important to 

the rationale behind working a second job (Raffel & Groff, 1987). Similar to Pearson et 

al. (1994), this study found some participants chose to moonlight as a means to pursue a 

secondary work interest or as preparation to leave the profession altogether. Similar to 

Winters (2010), this study found participants who worked second jobs to fulfill personal 

interest and utilize talents. While not reported in the literature, this study found that most 

of the participants enjoyed moonlighting.  

 

 



159 

 

Experiences with Other Educators Who Moonlight 

 Existing literature failed to name specific jobs that educators take on while 

moonlighting. This study found that most educators either tutor after school, teach 

summer school, or work in restaurants as bartenders or waitresses. While Williams 

(1993) and Stewart (1981) found that there were teachers who took pleasure in 

moonlighting and did it for the enjoyment rather than for financial gain, existing literature 

failed to describe how well educators enjoyed their moonlighting jobs. In this study, 

some participants stated that educators enjoying moonlighting depended on what job each 

educator took. Another two participants hoped educators enjoyed what they do while 

moonlighting because it would be sad if they did not. However, one participant stated it 

was hard to see educators enjoying moonlighting because moonlighting caused them to 

give up time away from family or not have time to grade papers, plan lessons, and 

complete paperwork.  

 Similar to Raffel and Groff (199), this study found that there were teachers who 

would not continue to work if their teacher salary were to increase. Aligned with 

Williams (1993), this study also found that moonlighting for most teachers was “an 

unquestioned, unavoidable, and often permanent necessity” (p. 73). While not reported in 

existing literature, this study also found the likelihood of educators leaving teaching 

because of moonlighting. One participant knew of educators who left teaching because of 

their moonlighting experience. However, most participants felt that if teachers left the 

education field, it would not be solely because of their moonlighting experience but 

because of their disdain for teaching altogether.  
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 While not reported in existing literature, this study also found the characteristics 

of educators who moonlight. The participants all felt that most female educators were the 

ones who moonlighted. Most of the participants stated that educators of all races 

moonlighted. All six participants shared that educators in their 30s to 40s were generally 

the ones with a second job. All six participants also saw educators who had various levels 

of educational degrees moonlighting. Three of the participants knew of single and 

married educators who moonlighted.  

Experience with Moonlighting 

 Similar to existing literature, this study found that educators found moonlighting 

inconvenient due to the time it took away from their families, friends, and loved ones 

(Parham & Gordon, 2011; Boone et al., 2006). However, this study also found that there 

were educators who were able to balance their time because they were in control of their 

moonlighting schedule. Adding to existing literature, this study found that educators felt 

that teaching was harder than their moonlighting job. This study also found that most 

educators believed teaching was more important than moonlighting. However, the time 

distribution spent at both jobs varied for each participant.  

 While most of existing research agreed that teacher moonlighting had the 

potential to have harmful effects on teacher’s professional performance and education in 

general (Maninger et al., 2001; Winters, 2010; Pearson et al., 1994; Wisniewski & 

Kleine, 2018; Bobbit, 1988; Ballou, 1995), this study found that educators did not feel 

that moonlighting affected the quality of their educator’s job. One participant felt that his 
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moonlighting job helped him to become a better educator. On the contrary, there was one 

participant who stated her educator job helped her become better at her moonlighting job.  

 Adding to existing literature, this study explored the effects of COVID-19 on each 

educator’s experience moonlighting. Two participants experienced positive effects of 

COVID-19 on their moonlighting experience. One of the participants was able to grow 

his business’s clientele. The other participant was able to explore other options that were 

financially beneficial to her and her family. Two participants stated that COVID-19 did 

not affect their moonlighting experience much. There were two participants who shared 

the negative effects of COVID-19 on their moonlighting experience. Both of those 

participants were unable to moonlight due to COVID-19 making it not possible.  

Benefits and Problems of Moonlighting  

 Similar to Ballou (1995) and Williams (1992), this study found that educators 

who moonlighted felt no effects on their teaching. The participants attributed this to being 

passionate about teaching, earning more credibility at work because of their moonlighting 

experiences, and being able to schedule the hours they chose to moonlight. Similar to 

existing literature, this study found some participants who did have a lack of time to give 

attention to their personal lives due to moonlighting (Parham & Gordon, 2011), including 

limited family time (Boone et al., 2006). Like Boone et al. (2006), there was a participant 

in this study who admitted that moonlighting had a negative effect on her health. She 

found herself always tired. She also admitted to becoming more volatile, on edge, and 

easily irritable due to her moonlighting. However, unlike the existing literature, this study 

found the majority of the participants stating that outside of occasionally being tired, 
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there were no physical, emotional, mental, or psychological effects to their well-being 

due to moonlighting.  

 Adding to existing literature, this study found that some educators rarely had time 

to do self-care and tended to neglect themselves due to moonlighting. An additional topic 

to add to existing literature is the support educators received from family and friends 

while moonlighting. This study found one participant who stated that moonlighting put a 

strain on her family; however, most of the participants share how support their family 

members were while they moonlighted. This study also found that most educators had 

supportive friends who understood and support their need to moonlight.  

 Adding to the existing literature, this study found moonlighting had a negative 

effect on only one participant. She was unable to volunteer in the community like she 

desired due to the time needed to moonlight. However, another participant became well 

known in the community due to her moonlighting experience. Also, adding to the 

existing literature, this study found that some educators grew closer to their students’ 

parents due to the connections they made through their moonlighting roles. However, 

there were participants who saw no effects on the relationship to their students’ parents 

due to their additional moonlighting jobs.  

 Adding to the existing literature, this study also reported the effects moonlighting 

had on professional identity, performance, and growth at school. There was a participant 

who felt she would have been able to do additional duties at her school if she were not 

moonlighting. One participant felt that moonlighting did not hurt nor help her 

professionally because her moonlighting job was similar to her teaching job. There was 
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only one participant who saw improvement to his professional identity due to 

moonlighting. He stated that he began to receive more attention at school due to what he 

was able to do in the community with his moonlighting jobs. This led to him receiving 

more leadership duties at school.  

 Adding to the existing literature, this study also reported on the effects on the 

relationships with fellow educators, school leadership, and school and school districts. 

Most educators saw no effects on their relationship with their fellow educators due to 

their moonlighting experiences. Yet, one participant found herself being considered an 

expert in early childhood special education due to her moonlighting experience—so 

much so that fellow educators came to her for advice and guidance. All six educators 

stated that there was no effect on the relationship with their school leadership due to their 

moonlighting experiences. Most of the participants stated that there were no effects on 

their relationship with the school and school district. There were some participants who 

expressed the need for school leadership and districts to be more supportive of educators 

who moonlighted.  

Comparison of Moonlighting Job to Educator Job 

 Existing literature stressed the fact that moonlighting had the potential to have 

harmful effects on a teacher’s professional performance (Maninger et al., 2011; Winters, 

2010; Pearson et al., 1994; Wisniewski & Kleine, 2018; Bobbit, 1988; Ballou, 1995). 

However, this study found that all six educators disagreed completely with that statement. 

Adding to the existing literature, this study also explored whether the educator job or the 

moonlighting job brought the participants the most personal satisfaction. One participant 
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found that teaching brought her the most satisfaction. Two participants preferred their 

moonlighting job for personal satisfaction. Meanwhile, most of the educators found 

personal satisfaction in both jobs.  

 Similar to Raffel and Groff (1987) and Wisniewski and Kleine (2018), this study 

also reported that most of the educators believed that a major element pushing educators 

to moonlight was pay or the lack thereof. Additional major elements reported in this 

study that aligned with the literature were lack of financial resources (Raffel and Groff, 

1990), exploring other career options (Boone et al., 2006; Wisniewski & Kleine, 2018), 

not being paid enough (Raffel & Groff, 1987; Wisniewski & Kleine, 2018), and the cost 

of living (Williams, 1993). Adding to existing literature, the study also found teaching 

over workload, lack of pay raises, and the desire to live comfortably as other major 

elements that pushed educators to moonlight. In contrast to existing literature, this study 

found that most educators do not feel there were any contradictions to holding two jobs 

down.  

Stakeholders’ Support of Educators Who Moonlight 

 Adding to existing literature, this study explored how stakeholders should support 

educators who moonlight. This study found that educators had various ways of 

supporting themselves while they moonlighted. Some chose to maintain a schedule. One 

participant chose to focus on her reason she chose to moonlight as her motivation, while 

another budgeted so that she could eventually stop moonlighting completely. This study 

also found that the educators received support from their families. Additionally, some of 

the educators had the support of their friends but found support from the community 
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lacking. Similarly, all of the educators felt that school leaders, school districts, and policy 

makers could be more supportive of educators who moonlight.  

Overall Narratives 

 Adding to the literature, this study found controlling themes that illuminated each 

educator’s narrative. Each educator in this study shared their personal experience with 

moonlighting. While there were similarities throughout their narratives, each individual 

had a unique perspective on educators who moonlight. The three controlling themes in 

Amanda’s overall narrative were those of necessity, ease, and advancement. Donna’s two 

controlling themes were enjoyment and retirement. The two controlling themes in Lucy’s 

overall narrative were those of love and the need for more money or better pay. 

Marquis’s three controlling themes were entrepreneurship, passion, and impact. Three 

controlling themes in Nicole’s overall narrative were those of necessity, a desire to have a 

better lifestyle, and enjoyment. The three controlling themes of Susan’s overall narrative 

were those of choice, ease of working additional jobs, and the convenience of scheduling 

her work schedules. While each participant had their own story to tell, the overarching 

theme that resonated in this study was the need for them all to earn additional income.  

Implications for Practice  

 Teaching continues to be one of the top-ranking professions in which employees 

feel the need to moonlight in order to earn additional income. While there have been 

increases in teacher salaries in the state of Louisiana, those salaries still do not match the 

cost of living. Thus, educators are still placed in the position to need secondary jobs to 
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supplement their low teacher salary. Some recommendations for practice for addressing 

these needs are discussed below.   

Educators  

 For educators who find themselves needing to work an additional job to earn extra 

money, it is recommended to find a secondary job that brings enjoyment. There are 

several options available for educators whether it be in the school district or outside of 

the district. The benefits to working within the district are positions are typically after 

school or during the summer, and the additional roles allow educators to become known 

throughout the district. However, there are benefits to working outside of the districts as 

well. Participants found that they were able to explore their interests and develop post-

teaching pathways because of their secondary jobs outside of the district. Working an 

additional job is going to require time away from other things like grading, spending time 

with family and friends, and having time for yourself. Thus, it is important to maintain a 

balance. Equally as important is maintaining one’s well-being. While working a second 

job can be tiring, educators who do so must be mindful of their physical, emotional, 

mental, and psychological well-being. Having a good support system is also vital.  

 For fellow educators who work with other educators who moonlight, it is 

important to understand that no one expects others to do their jobs for them. Thus, being 

understanding is the best way to provide support. Educators who moonlight may require 

their fellow educators to collaborate more or plan ahead more often. Additionally, 

educators who moonlight may not be able to lead committees or be the person in charge. 
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Yet, as one participant stated, no one is expected to have pity or coddle educators just 

because they have to work a second job.  

Families, Friends, and Communities 

 Family members of educators who moonlight should support those educators by 

being understanding. The participants all shared how their family members understood 

the purpose of their moonlighting. These educators will not have as much time to spend 

with family members. Additionally, family members can show support by stepping in 

when needed while educators work second jobs. Two participants expressed gratitude 

towards family members who took care of their children while they moonlighted. 

Another participant shared how her husband took care of her daughter and had dinner 

waiting for her on the nights she tutored after school.  

 Friends of educators who moonlight should also support those educators by being 

understanding. Again, these educators will not have as much time to spend with their 

friends. Educators will find themselves splitting their free time among themselves, their 

families, their teaching duties, and their friends. Friends can be supportive by coming to 

see the educator at their second job, if possible. One participant shared that she loved 

when her friends came to see her while she waitressed at a local restaurant. Additional 

ways friends can be supportive is by telling others in the community about the businesses 

their educator friends own. Two participants shared how much they appreciated that their 

friends spread the word about their businesses to others. One participant admitted it was 

like having “free advertisement.”  
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 Most of the participants shared that the community could support educators who 

moonlight through kindness. Educators who moonlight are not looking for the 

community to pity them or judge them for having to moonlight. One participant 

suggested that the community be kind if they saw a teacher moonlighting at another job 

field. Community members should not be in shock that teachers work additional jobs. 

Nor should community members view moonlighting negatively. One participant stressed 

that it is important for those in the community to understand that educators are working 

additional jobs because “they want to be able to have the same life experiences as 

everyone else.” Lastly, one participant wanted community members to be advocates for 

educators. She wished for community members to advocate better pay for educators. 

Community members can do so by attending school board meetings and by voting for 

any bond propositions that would increase teacher pay.  

School Leaders 

 Most of the participants expressed the desire for school leaders to be more 

understanding and supportive of educators who moonlight. School leaders should not 

load educators with additional paperwork or tasks that are unnecessary. It is important for 

school leaders to understand that some educators may not be able to commit to after 

school duties or leadership roles due to the need to work additional jobs after school. 

Thus, school leaders must be able to provide educators with options to meet the 

requirements of additional duties at school. This could include having duties before 

school or during the school day.  
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School Districts 

 Several of the participants chose to moonlight within the district. They 

appreciated the additional opportunities available within the district to make more money. 

The participants stressed the need for school districts to continue to provide opportunities 

for educators to make more money if needed. These opportunities include after school 

tutoring, teaching summer school, and/or leadership roles that pay an additional stipend. 

In addition to this, school districts should also consist of school board members who 

advocate for teachers, whether that be advocating for teacher pay raises when possible or 

ensuring that the requirements of teachers not be too taxing on their daily workload.  

Implications for Policy  

 Participants wanted policy makers to provide more funding for teacher salaries. 

This is possible through a revamping of the salary schedules teachers are assigned to. 

Most of the salary schedules in northwest Louisiana are based on an educator’s years of 

experience and educational degree level. However, the participants found that even with 

master’s degrees, they still needed to moonlight to make additional income. This was due 

to only receiving an additional $2,000 in their annual salary for earning a higher degree. 

Policy makers should show that they value educators advancing their expertise by 

acquiring higher degrees. Educators require higher salaries in order to be able to focus 

solely on their primary job as a teacher. Policy makers should make this happen by 

increasing funding so that Louisiana’s average teacher salary is closer to the national 

average. In doing so, educators who are beginning their career and seasoned educators 

would not feel so inclined to work additional jobs to supplement their income.  
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Implications for Future Research 

 Existing literature focused on the financial needs of educators who moonlight. 

This study explored additional avenues related to teacher moonlighting. Within each 

participant’s overall narrative, additional reasons for moonlighting and outcomes of 

moonlighting were discovered. It would be interesting to see how many other educators 

found reasons outside of financial reasons for moonlighting. While this study centered 

around teachers in northwest Louisiana, teacher moonlighting is a national phenomenon. 

Thus, this study could be duplicated to cover other regional areas not only in Louisiana, 

but throughout the continental United States. In addition, in the midst of this study, the 

COVID-19 pandemic occurred. Although this study did explore the effects of COVID-19 

on the participants’ experiences with moonlighting, there is many details surrounding the 

effects of COVID-19 on educators that could be of interest. Some of these details 

include: (1) the number of educators who began moonlighting due to the effects of 

COVID-19 on their household, (2) the types of moonlighting jobs available to educators 

during COVID-19, (3) the stress of working both as an educator and moonlighting during 

COVID-19, and (4) the likelihood of educators quitting teaching due to need to 

moonlight throughout the pandemic.  

Limitations 

 This study utilized narratives instead of numbers to analyze and focus on 

understanding human actions. The purpose of the narratives was to shed additional light 

on the phenomenon of teacher moonlighting from the perspectives of teachers 

themselves. This study hoped to have a diverse population of participants based on school 
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level taught, gender, years of experience, and level of university degree earned, but that 

was not guaranteed. Future researchers should consider the following limitations:  

1. When determining the sample, convenience sampling may not be the best way 

to go. This study utilized a convenience sampling of educators who all 

belonged to an online social media group. While the membership of the social 

media group was over 1,000 members, participation in the initial interest 

survey was minimal. This caused the demographics of the participants to be 

very limited. It was quite difficult to truly obtain the goals of the maximum 

variation sample. To obtain a more diverse population of participants, it may 

be beneficial to do a random sampling of educators from a specific region.  

2. This study utilized online interviews via Zoom to collect data. This limited the 

personal interactions between the researcher and each participant. While the 

researcher controlled her setting for each interview by having a clear, quiet 

background, participants were not always able to control the environment 

around them. Researchers should strive for in person interviews in a 

controlled environment, if possible.  

3. Although the data collection was broken into three interviews, the participants 

still found each interview long and redundant. Having specific questions to 

ask the participants limited the data due to the participants’ short answers and 

lack of elaboration. Researchers should allow the interview to be more 

conversational and feed off the participant’s responses.  
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4. During the data collection process, some participants became infected with 

COVID-19. This prolonged scheduled interviews and conducting follow-up 

conversations with those participants. Researchers should be mindful of time 

limits. Researchers should also plan for potential unforeseen circumstances 

that may hinder progression of the research process.  

5. To eliminate bias, I chose to share my experience of moonlighting with my 

participants. Researchers may or may not have an experience moonlighting. 

However, all researchers should share their reason and connection to the 

phenomenon.  

Summary 

 Teaching ranks in the top four professions whose employees feel the need to 

moonlight. Moonlighting often serves as a solution to teachers’ low salary. This research 

study aimed to describe the lived reality of moonlighting teachers in northwest Louisiana. 

This phenomenological and qualitative study used descriptive non-experimental research 

through a narrative inquiry design. Purposive then convenience sampling was used to 

select the participants from a population of teachers belonging to an online social media 

group of teachers who all taught in northwest Louisiana. Once the participants were 

selected, a maximum variation sample was then derived from the original convenient 

sample. Each individual teacher served as the individual unit of observation and analysis. 

Primary data were collected through a series of three online, semi-structured interviews. 

The methods of qualitative data analysis utilized in this study consisted of transcribing 
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the participants’ interviews, generating codes, analyzing the codes to create themes, and 

turning those themes into narrative summaries of each participant’s lived experience.  

 One of the major findings from the study was that all participants moonlighted to 

earn additional income; however, the use of that income varied. The types of jobs most 

educators chose for their moonlighting experiences were tutoring, teaching summer 

school, or waitressing/bartending at a restaurant. None of the participant felt that 

educators left teaching due to moonlighting. Most educators were able to find something 

enjoyable about moonlighting but found it took time away from family and friends. 

Educators felt that they were still able to fulfill their teacher responsibilities while 

moonlighting. Family and friends were typically supportive of the educators while they 

moonlighted, but the participants expressed the need for more support from community 

members, school leaders, school districts, and policy makers.  

 Major similarities to literature included the number one reason why teachers 

moonlighted being for financial reasons, the various times educators chose to work a 

second job, and the variety in teachers’ choice to moonlight within or outside of the 

school district. One major difference from the literature was how the participants did not 

feel moonlighting affected the quality of their educator job. Additions to the literature 

found in this study included describing the specific types of jobs educators took while 

moonlighting, the characteristics of educators who moonlighted, the effect of COVID-19 

on educators’ experience with moonlighting, how moonlighting effected the educators’ 

relationship with others, and how stakeholders should support educators who moonlight.  
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 Implications for practice, policy, and future research were also discussed. 

Implications for practice included what educators, family and friends, school leaders, 

school districts, and policy makers should do to support educators who moonlight. Policy 

implications included a revamping of salary schedules to recognize the efforts made by 

teachers to advance their educational level of degrees and to account for the cost of 

living. Future research should include exploring the experiences of moonlighting 

educators in other regions and developing further research related to the effects of 

COVID-19 on teacher moonlighting.  
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APPENDIX A 

Facebook Recruitment Post 

Text of Post:  

Dear educators,  

 I am a doctoral researcher conducting a study about the teacher moonlighting 
experiences of northwest Louisiana teachers. Teacher moonlighting is when a teacher 
holds a secondary part-time job in addition to full-time teaching.  

Moonlighting jobs include:  

 part-time jobs within the school district or outside of the school district  
 within the educational field or employment in a completely different field  
 jobs held after school, on the weekends, during school breaks, or all throughout 

the school year 

 Should you be an educator who (1) currently is employed in Caddo Parish (2) 
teaches grades K-12 (3) is employed in a rural, suburban, or urban public school in 
Caddo Parish (4) have moonlighted within the last 5 years and are willing to honor me by 
participating in my efforts to improve the awareness of teachers’ desire/need to 
moonlight, please click the link below to take a quick survey (insert link here).  

 This study will benefit the educational community by contributing to a better 
understanding of the circumstances that lead teachers to moonlight. Your participation 
will involve three 90 minute online interviews separated by a few weeks, which will 
occur through a secured server. This study follows the highest standards of research 
ethics, including total protection of your identity.  

 Please be assured that my research study will adhere to the highest standards of 
educational research ethics, including but not limited to securing an SFASU Institutional 
Review Board (IRB) approval, protecting confidentiality and anonymity of all 
participants at all times, and making sure the research does not cause any risk, harm, or 
discomfort to any of the participants. Participation in this study will be totally voluntary 
and will not involve any kind of compensation.  

 To fully protect your confidentiality, please do NOT reply to this post in public 
(your participation in the survey is enough). Should you need to further communicate 
with me, please send me an email at the following address: greggsjr@sfasu.edu 
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 Six participants are needed for this study. After these are decided upon, you will 
be informed accordingly.  

 Thank you so much for your time in reading this post and for your potential 
interest. 
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APPENDIX B 

Demographics Form  

1. Do you teach at a public K-12 school in Caddo Parish?  (if no, the survey will 
end)  

2. Have you moonlighted within the last five years? (if no, the survey will end) 
3. What is your age range? 

a. Less than 35 
b. 35-50 
c. 50 or higher 

4. What grade level do you currently teach?  
a. K-5  
b. 6-8  
c. 9-12  

5. How would you categorize your school?  
a. Rural  
b. Suburban  
c. Urban 

6. Please select your ethnicity.  
a. Hispanic or Latino  
b. Non-Hispanic or Latino  

7. Please select your race.  
a. Caucasian/White  
b. Black/African-American 
c. Asian 
d. American Indian or Alaska Native  
e. Native Hawaiian or Pacific Islander  
f. Other 

8. Please select your highest level of education.  
a. Bachelor’s Degree  
b. Master’s Degree  
c. Master’s plus 30  
d. Specialist Degree  
e. Doctorate Degree 

9. Please select your gender.  
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a. Female  
b. Male  
c. Other 

10. Please select your teacher salary range.  
a. Below $40,000 
b. $40,000 -$50,000 
c. $51,000-$60,000 
d. $61,000 and above 

 

11. Please list your years of teaching experience.  
a. Less than 5 years  
b. 6-10 years  
c. 11 or more years 

12. Please select one of the following:  
a. Single with no children  
b. Single with children  
c. Married with no children  
d. Married with children  
e. Divorced with no children  
f. Divorced with children  

13. Are you currently serving as the head of your household?  
a. Yes 
b. No 

14. When do you moonlight?  
a. Throughout the entire year  
b. After-school  
c. On weekends 
d. In the summer only 
e. During multiple school breaks  

15. Is your moonlighting job within the school district or outside of the school 
district?  

a. In the school district  
b. Outside of the school district  

16. Is your moonlighting job in the educational field, outside of the educational field, 
or both?  

a. In the educational field  
b. Outside of the educational field  
c. Both  
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17. What is your main reason for moonlighting?  
a. Due to financial need  
b. For pure enjoyment 

18. Please list your contact information below. Please include your name, email 
address, and phone number.  
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APPENDIX C 

Consent Form 

Dear participant,  

My name is Jessica Greggs, and Educational Leadership doctoral student at 
Stephen F. Austin State University. I am currently conducting a research study titled 
Teacher Moonlighting: A Perceptual Study in Louisiana. The purpose of the study is to 
describe the lived reality of moonlighting teachers in northwest Louisiana. This study 
will be beneficial to the educational community since it will contribute to a better 
understanding of the circumstances that lead teachers to feel inclined to moonlighting and 
the effects those teacher experience as a result of moonlighting.  

 I hope you will accept my cordial invitation for you to participate in this study. 
Should you accept my invitation, you will participate in three 90-minute Zoom Meeting 
Video Chat interviews, separated by a week period. The interviews will be audio-
recorded. The digital recording will be stopped at any time you think needed. Transcripts 
of your interviews will be shared with you so that you can review them for accuracy.  

 This IRB approved and non-compensated research study is designed to fully 
protect your anonymity and confidentiality during all phases of the research, after its 
completion, and during its public dissemination. All collected data, information, files, and 
communications will be secured at all times and permanently destroyed five years after 
its collection. Should you accept that the interviews be audio-recorded, the recordings 
will be made using SFASU Zoom. The audio-recordings will not be archived for any 
future research. The audio-recordings will be destroyed five years after transcription.  

 Taking part in this study is totally voluntary. You can withdraw from this study at 
any stage, and without any consequences. You will also have the choice not to answer 
any interview question or group of questions, and without the need for any justification. 
Your participation does not mean that you are giving up any legal rights.  

 There are minimal anticipated risks of this research beyond those encountered in 
everyday life (e.g. low level of psychological/emotional discomfort). Should you be 
exposed to such risk, the interview can be terminated at any time and at your request.  

 Should you have any questions about this research or be interested in a copy or 
summary of this study’s results, you may communicate with Dr. Ali Hachem, project 
coordinator (hachema@sfasu.edu). Should you have any questions about whether you 
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have been treated in an illegal or unethical way, please feel free to contact Stephen F. 
Austin State University’s Office of Research and Sponsored Programs (936-468-6606).  

 

Respectfully yours  

Jessica Greggs 
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APPENDIX D 

Interview I 

Introductory Questions: 
 

1. Could you please describe yourself as a teacher? 
2. Could you please describe yourself as a moonlighter?  
3. How do you think your teacher identity and your moonlighter identity coexist?  
4. Would you recommend moonlighting to a fellow educator?  

 
Research Question 1: What caused the participants to moonlight?  
 

5. What is the major reason that made you decide to moonlight?  
6. Did you have other reasons that made you decide to moonlight?  
7. Do you enjoy your job as a moonlighter?  
8. What will make you quit moonlighting? 
9. Do you envision yourself leaving teaching based on your experience with 

moonlighting?  
10. Based on your acquittance with other educators who moonlight, why do you think 

these educators decide to moonlight?  
11. What kind of jobs do these educators take?      
12. Do you think these educators enjoy their jobs as moonlighter?  
13. What do you think will make these educators quit moonlighting? 
14. Do you envision some of these educators leaving teaching based on their 

experience with moonlighting? Could you please elaborate?  
15. Do you see more educators moonlighting from a certain gender? Why do you 

think so?    
16. Do you see more educators moonlighting from a certain race/ethnicity? Why do 

you think so?    
17. Do you see more educators moonlighting from a certain economic status? Why do 

you think so?    
18. Do you see more educators moonlighting with a certain education level? Why do 

you think so?    
19. Do you see more educators moonlighting from a certain age group? Why do you 

think so?    
20. Do you see more educators moonlighting from a certain family structure (single 

versus married for example)? Why do you think so?
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APPENDIX E 

Interview II 

Research Question 2: How do participants describe their experience with moonlighting?  
 

1. Could you please describe your overall experience with moonlighting in some 
details? 

2. What do you enjoy most about moonlighting? 
3. What do you find inconvenient about moonlighting?  
4. What did you find surprising about your experience with moonlighting? 
5. How do you compare your school work experience to your moonlighting work 

experience?  
6. What in moonlighting that you do not get from your school work?  
7. What in your school work that you do not get from moonlighting?  
8. Which job is more difficult to you?  
9. Which job is more important?  
10. Where do you find yourself more?  
11. Does moonlighting help you be a better educator or the contrary?  

 
Research Question 3: What were the benefits the participants experienced from 
moonlighting?  
Research Question 4: What were the problems the participants experienced from 
moonlighting?  
 

12. How does moonlighting affect your overall professional life? 
13. How does moonlighting affect your overall personal life?  
14. How does moonlighting affects you physically? 
15. How does moonlighting affects you emotionally, psychologically, and mentally? 
16. How does moonlighting affect your relationship to yourself? 
17. How does moonlighting affect your relationship to family?  
18. How does moonlighting affect your relationship to friends? 
19. How does moonlighting affect your relationship to your community? 
20. How does moonlighting affect your time? 
21. How does moonlighting affect your overall quality of life?  
22. How does moonlighting affect professional identity, performance, and growth at 

school? 
23. How does moonlighting affect your relationship to your students and classrooms?  
24. How does moonlighting affect your relationship to parents of your students?  
25. How does moonlighting affect your relationship to your fellow educators? 
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26. How does moonlighting affect your relationship to your school leadership? 
27. How does moonlighting affect your relationship to your school and to your school 

district? 
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APPENDIX F 

Interview III   

Research Question 5: How do the participants compare their moonlighting job to their 
educator job?  
 

1. Some would argue that educators should not moonlight because this affects their 
ability to do their job at school. What do you think about that? 

2. Which of the two jobs brings you more personal satisfaction? Could you please 
elaborate?   

3. What are the major elements in a school that would push an educator to 
moonlight?  

4. Do you feel any contradictions in holding two jobs, a primary one and a 
moonlighting one?  

 
Research Question 6; What do the participants think different stakeholders are doing and 
should to support educators who moonlight?  
 

5. What are you doing to support yourself as an educator who moonlight? 
6. How can you better support yourself as an educator who moonlight?    
7. What are families doing to support educators who moonlight? 
8. How can families better support educators who moonlight?    
9. What are friends and communities doing to support educators who moonlight? 
10. How can friends and communities better support educators who moonlight?    
11. What are fellow educators doing to support educators who moonlight? 
12. How can fellow educators better support educators who moonlight?    
13. What are school leaders doing to support educators who moonlight? 
14. How can school leaders better support educators who moonlight?    
15. What are schools and districts doing to support educators who moonlight? 
16. How can schools and districts better support educators who moonlight?    
17. What are policy makers doing to support educators who moonlight? 

How can policy makers better support educators who moonlight?    
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