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ABSTRACT 

Sells, Britney R.. A mixed methods analysis of organizational health and its impact on 
high school assistant principal burnout. Doctor of Executive Educational Leadership, 
May 2022, Houston Baptist University, Houston, Texas.  
 

This mixed methods study analyzed the effect organizational health has on high 

school assistant principal burnout. The Organizational Health framework for secondary 

schools consists of seven dimensions: Institutional Integrity, Initiating Structure, 

Consideration, Principal Influence, Resource Support, Morale, and Academic Emphasis 

(Hoy & Feldman, 1987). The Maslach Burnout Inventory measures an individual's 

experience with emotional exhaustion, depersonalization, and personal accomplishment 

within the workplace (Maslach & Jackson, 1981). Participant responses to the 

Organizational Health Inventory for Secondary Schools (Hoy & Feldman, 1987), the 

Maslach Burnout Inventory for Educators Survey (Maslach & Jackson, 1981), and the 

open-ended responses will collectively ascertain the assistant principal's workplace 

experiences. Participants were assistant principals from high schools within several 

independent school districts in Southeast, Texas. Through mixed methods data analysis, 

relationships were found within the constructs of the MBI-ES and OHI-S. The qualitative 

data provided themes of supporting the well-being of others, negative attitudes, and 

leading through crisis. Relationships, recognition, support, communication with 

stakeholders, self-efficacy, and mental health emerged as subthemes. 

Keywords: Organizational health, burnout, assistant principal 
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   CHAPTER 1 

Background of the Study 

Burnout has been studied within "helping professions" for decades due to its 

impact on individuals within the workplace (Gabassi et al., 2002). The burnout 

phenomenon is linked to long-term exposure to workplace stressors. Freudenberger 

(1974) first coined the term to define emotional exhaustion from interactions with others. 

Through the work of Maslach and Jackson (1981) the three dimensions of burnout were 

developed. According to the researchers, burnout is comprised of emotional exhaustion, 

depersonalization, and personal accomplishment (Maslach & Jackson, 1981). Emotional 

exhaustion describes the depletion of mental and physical energy needed for the 

workplace; depersonalization is the emotional detachment from the individuals who 

benefit from the employee's efforts; and personal accomplishment is the perceived 

competence in one's work (Maslach & Jackson, 1981). 

Feelings of burnout can cause psychological symptoms such as stress, anxiety, 

and depression (Maslach, 1982). Physical signs of burnout include, but are not limited to, 

gastrointestinal difficulties, headaches, and trouble sleeping. Both internal and external 

factors can influence an individual's experiences with burnout. Internal factors include a 

mismatch in values and unfulfillment in the work, whereas external factors such as 

workload, job demands, and lack of resources are most likely to add to an individual's 

feelings of burnout. Professions such as healthcare, public service, and education are 

often the most likely organizations with employees who experience burnout. Extending 

oneself for the betterment of others can lead to feelings of job strain and burnout. 

Together, the culmination of emotional exhaustion, depersonalization, and personal 
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accomplishment create feelings of burnout, which, in turn, cause high turnover, 

absenteeism, and physical illness among employees (Maslach & Jackson, 1984). 

Amid the COVID-19 pandemic, these issues are much more significant, 

particularly for educators. The COVID-19 pandemic caused major disruptions to the 

learning environment. In March 2020, schools worldwide shifted from face-to-face 

instruction to virtual learning via online platforms such as Microsoft Teams, Zoom, or 

Google Meet. Schools closed for several months to stop the spread of the virus to 

students and staff. Working from home became the new normal for educators. With this 

sudden shift, administrators were faced with a completely different set of expectations.  

Prior to the pandemic, assistant principals were essential in helping the principal 

to carry out the mission and vision of learning. They were responsible for creating a safe 

learning environment, fostering a robust academic program, building relationships with 

students, staff, and stakeholders, and alleviating challenges that lead to the detriment of 

the school environment. These duties were in addition to daily tasks such as handling 

discipline, lunch, and bus duty, distributing textbooks, and responding to teacher or 

parental concerns. Each day assistant principals faced challenges that could not be 

ignored or delegated. Since the onset of the pandemic, assistant principals’ tasks have 

become much more challenging and range include assisting in providing meals and 

technology to families, helping teachers navigate the new online learning platforms, and 

maintaining morale for staff and students to cope with the "new normal." Assistant 

principals were at the front lines of this work, despite very little training. They were 

required to employ new ways of thinking and problem-solving.  
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Now, more than ever, organizational health, culture, and climate are critical 

components of the school environment. Miles' (1965) framework utilized the health 

metaphor to describe an organization's ability to withstand outside influences over time 

and meet the goals set forth. Hoy and Feldman (1987) further developed the 

organizational health framework to include the institutional, managerial, and technical 

functions. Principal influence, academic emphasis, institutional integrity, morale, 

consideration, and resource support make up each of these functions (Hoy & Feldman, 

1987). Studies show that school Organizational Health is fundamental in improving 

student achievement and outcomes (Hoy et al., 1990a). Healthy schools also maintain 

positive culture and climate. For decades, school culture and climate have been 

researched as one of the most critical factors for increasing student achievement (Adams 

et al., 2016; Collins & Parson, 2010; Roney & Coleman, 2011). School leaders must 

examine these factors critically and maintain them within the learning environment. 

Effective leaders foster positive relationships and high academic expectations, which 

encourage positive culture and climate. According to Hoy et al., (1998), "organizational 

climate is the set of internal characteristics that distinguishes one organization from 

another and influences the behavior of organizational members" (p. 337).   

Accountability has also impacted principals and assistant principals, particularly 

at the secondary level. State and federal accountability has been at the forefront of school 

leadership with the passing of federal mandates such as No Child Left Behind (2001) and 

the Every Student Succeeds Act (2015). School leaders face challenges due to 

accountability measures such as state testing, which significantly impacts their ability to 

maintain positive organizational health and climate within their campuses effectively. 
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State-mandated testing can adversely affect the school environment by adding stress on 

students, teachers, and administrators. However, a positive climate can mitigate this 

stress (MacNeil et al., 2009). 

Effective schools are characterized by a strong vision of learning shared by all 

stakeholders, positive organizational health, and a culture and climate that fosters 

collegiality among staff. To make these essential components a reality, it takes a strong 

administrative team working collaboratively. School principals are charged with leading 

the school toward the state measurements of success, but their work would not be 

possible without the assistant principal.  

Statement of the Problem 

Considering the demands placed on high school administrators through state 

accountability measures, campus organizational health, school climate, student and 

teacher needs, and parental demands, understanding the impact on the assistant principal 

is critical. The high school assistant principal is responsible for student discipline, teacher 

appraisal, responding to parent inquiries, and extracurricular events such as sporting 

events and student performances. The training that assistant principals receive is designed 

to provide them with the skills necessary to become school leaders. Unfortunately, this 

training does little to prepare them for the day-to-day managerial tasks that assistant 

principals are assigned but can create feelings of burnout.    

According to the United States Bureau of Labor Statistics, as of August 2021, 4.3 

million Americans, or 2.9% of the workforce, have quit their jobs during this period 

known as the "Great Resignation" (Bureau of Labor Statistics, U.S. Department of Labor, 

2021). In the education and health services, the number of resignations was greater than 
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500,000. Administrators are struggling to fill vacancies left by staff members. According 

to EdWeek, 15% of district leaders noted their staffing shortage as "very severe", 25% 

noted them as "severe," and another 37% noted them as "moderate” (Lieberman, 2021). 

Additionally, research indicates that there will be a principal shortage within the next 

three to five years. According to the National Association of Secondary School 

Principals, nearly 40% of principals will leave the profession within the next three years 

(2021). 

Extensive research has been conducted regarding the role of the assistant principal 

(Kaplan & Owings, 1999). Research focuses on the importance of mentorship and 

preparation programs (Grissom et al., 2018; Mullen & Cairns, 2001; Silver et al., 2009), 

the job duties and functions (Kwan, 2011) and the importance of the role (Kwan, 2009). 

However, little attention has been paid to the organizational factors that contribute to 

assistant principal burnout. Exploring assistant principal burnout because of 

organizational factors may provide valuable information for educational leaders. 

Assistant principals are trained to take the role of school principal; however, if 

organizational factors weigh heavily on them and deter them from seeking that role, this 

will inevitably create a principal shortage (Kaplan & Owings, 1999). This study will 

attempt to provide information on the high school assistant principal’s experiences with 

burnout during the COVID-19 pandemic. The demands brought on by the pandemic and 

the organizational health of the campus were examined as factors that contribute to 

feelings of burnout.  
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Purpose of the Study 

The purpose of this study was to examine the effect campus organizational health 

has on high school assistant principal burnout. Through the work of Hoy and Feldman 

(1987), the term organizational health was coined to define the managerial, technical, and 

institutional aspects of the learning environment. Organizational health consists of the 

dimensions of morale, resource support, consideration, academic emphasis, institutional 

integrity, principal influence, and initiating structure (Hoy & Feldman, 1987). Each of 

these components must work in harmony for the school to achieve its goals. To 

understand the impact of organizational factors, this mixed methods investigation utilized 

the Organizational Health Inventory from the secondary assistant principal’s perspective. 

Data from the Organizational Health Inventory was used to determine the impact 

organizational factors have on assistant principal feelings of emotional exhaustion, 

depersonalization, and personal accomplishment. There is an existing gap in research 

regarding assistant principal’s perceptions of organizational health, especially as it 

pertains to their experiences of burnout. 

Significance of the Study 

The significance of the study is critical to the future of leadership, as it contributes 

to the body of literature concerning school organizational health and burnout. Previous 

studies conducted have focused on organizational health or school climate factors and the 

impact on teachers’ experiences of burnout (Grayson & Alvarez, 2008; Lee et al., 2014; 

Sabancı, 2009). 

Research regarding the role of the assistant principal makes little mention of their 

perceptions of organizations. These perceptions are vital because they can provide insight 
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into assistant principals’ intentions to one day enter the role of principal. The assistant 

principals’ perceptions of organizations can provide district leaders with information on 

the climate of the schools, which can impact student achievement. District leaders and 

educator preparation programs will benefit from the practical nature of this study to aid in 

producing effective schools by promoting positive organizational health.  

Definition of Terms 

Providing the conceptual definitions of the following terms is critical in 

understanding the full context of the study. 

Administrator 

 A term to describe a member of the school leadership team. An administrator can 

be a principal or assistant principal.  

Alternative Certification Program (ACP) 

An alternative means for educator candidates to receive teaching or administrator 

credentials. 

Assistant Principal (AP) 

A member of the campus leadership team whose responsibilities include teacher 

appraisal and evaluation, student discipline, and other duties which add to the overall 

day-to-day functioning of the school.  

Burnout 

A psychological syndrome characterized by emotional exhaustion, 

depersonalization, and personal accomplishment prevalent among individuals who work 

in a service field (Maslach, 1982).  

Elementary and Secondary Education Act of 1965 (ESEA) 
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Legislation passed by President Lyndon B. Johnson that placed an emphasis on 

academic improvement for students and accountability for schools and school districts 

through funding for resources to support educational improvement such as instructional 

materials and professional development.  

Every Student Succeeds Act (ESSA) 

Passed by President Barack Obama in 2015, this act replaced No Child Left 

Behind and modified accountability measures such as standardized testing for students. 

Students are to receive high quality instruction, which would better prepare students for 

standardized testing, college, and career.   

No Child Left Behind 

The No Child Left Behind Act of 2001 sought to eliminate inequity and increased 

accountability to states and local education agencies by incorporating high stakes testing 

and penalties for states that did not show progress. 

Organizational Climate 

The term organizational climate is used to explain the characteristics that 

influence the members of the organization. The climate of a school is determined by the 

routines and procedures that take place within the school building and is also thought of 

as the personality of the school (Hoy et al., 1998).  

Organizational Culture 

Organizational culture is described as the shared assumptions, beliefs, and norms 

that characterize an organization (Hoy, 1990).   

Organizational Health  

 The overall ability of an organization to meet its goals despite external influences. 
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Principal Preparation Program (PPP) 

 Collegiate programs designed to train future educational leaders to be able to 

effectively lead schools (Grissom et al., 2018).  

Self-efficacy  

 An individual’s belief in their ability to perform certain tasks (Bandura, 1977). 

Texas Education Agency 

 The state agency responsible for overseeing and providing guidance to public 

school systems in the state of Texas.  

 

Texas Accountability Rating System 

 Ratings given to schools and school districts based on their performance on state 

academic testing, graduation rates, and college and career readiness. 

Theoretical Framework 

The theoretical frameworks that guided this study were derived from research 

from Hoy et.al., (1991) and Maslach and Jackson (1981) regarding organizational health 

and burnout, respectively. Both frameworks will be used to gather a holistic view of 

assistant principal’s perceptions of organizational factors which impact burnout.   

Organizational health describes how organizations can withstand outside 

influences and pressures while maintaining its collegiality and goal focus (Hoy et al., 

1998). In order to meet the organization’s needs of collegiality and goal focus, there are 

three distict levels of organizational health: technical, manegerial, and institutional. The 

technical level involves the teaching and learning of the school and is important to 

students’ academic success. The manegerial level is the administrative duties of the 
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principal, which involve allocating resources and motivating teachers. The institutional 

level focuses on community influences and stakeholders (Hoy & Feldman, 1987). 

Organizational Health Inventory for Secondary Schools (OHI-S) consists of the following 

seven dimensions:  

Morale: the enthusiastic and trusting relationships among staff and 

students. 

Resource Support: the number of resources leaders can procure for staff. 

School leaders can provide adequate resources for staff to carry out the academic 

mission for students.  

Consideration: a friendly leader that genuinely cares for their staff and 

their wellbeing.  

Academic Emphasis: the driving force behind the academic success of 

the campus. The leader sets goals and the campus work to achieve them  

Institutional Integrity: a school's ability to maintain its academic focus 

without succumbing to the unreasonable demands from community and parents  

Principal Influence: the ability of the school leader to influence their 

superiors in a way that will benefit the campus.  

Initiating structure: the principal’s ability to set goals and expectations 

for the staff that will increase academic performance and achievement. 

Burnout is prolonged exposure to chronic work stressors. Through the research of 

Maslach and Jackson (1981), the burnout inventory was developed to measure 

individuals’ experiences using the following three subscales:  
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Emotional exhaustion: describes the total depletion of one’s energy, 

passion, or drive as it relates to their work performance.  

Depersonalization: “is an attempt to put distance between oneself and 

service recipients by actively ignoring the qualities that make them unique and 

engaging people” (Maslach et al., 2001, p. 403). 

Personal Accomplishment: also referred to as inefficacy, describes the 

lack of productivity and morale in one’s work (Maslach, 2017). 

Research Questions 

Current research is limited in the perceptions of organizational health and its 

impact on administrator burnout. For this reason, the research questions of this study 

were designed to add to the literature regarding organizational health from the leadership 

perspective. The following research questions were used to guide this study to determine 

how organizational health factors impact assistant principal burnout: 

1. What is the nature of the relationship between the assistant principals’ perceptions 

of organizational health (Institutional Integrity, Initiating Structure, 

Consideration, Principal Influence, Resource Support, Morale, And Academic 

Emphasis) and burnout (Emotional Exhaustion)?  

2. What is the nature of the relationship between the assistant principals’ perceptions 

of organizational health (Institutional Integrity, Initiating Structure, 

Consideration, Principal Influence, Resource Support, Morale, And Academic 

Emphasis) and burnout (Depersonalization)? 

3. What is the nature of the relationship between the assistant principals’ perceptions 

of organizational health (Institutional Integrity, Initiating Structure, 
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Consideration, Principal Influence, Resource Support, Morale, And Academic 

Emphasis) and burnout (Personal Accomplishment)? 

Limitations 

 According to Irby and Lunenburg (2008) the limitations of a research study are 

not under the control of the researcher. Limitations may influence the interpretation of the 

study results and should be accounted for prior to conducting the study. The limitations 

of this study are as follows: 

1. The participants in the study are high school administrators with large populations 

and responsibilities; therefore, they may not have the time necessary to complete 

the survey. 

2. The school year in which the study was conducted was met with challenges such 

as the COVID-19 pandemic and several weather catastrophes which have altered 

the way schools operated. This may affect the perceptions of the assistant 

principals. 

3. The instruments utilized in this study were lengthy which may cause some 

administrators to decline to participate. 

4. Because of the sample size, significance was not calculated. Instead, the 

researcher used the data to examine trends among the participants. 

5. Some districts were not allowing research to be conducted within their districts 

using their staff or students as participants. 
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Delimitations 

 Delimitations are boundaries set by the researcher that have an impact on the 

scope of the study (Irby & Lunenburg, 2008). The delimitations of the study are as 

follows: 

1. This research study used surveys and qualitative data gathered from public school 

administrators, making the results only applicable to other public schools. This 

will exclude private and charter schools.   

2. The current study was limited using only high school administrative teams which 

lessened the generalizability to elementary and middle school campuses. 

3. Using only high school assistant principals rendered a smaller sample size. 

Assumptions 

 Assumptions are variables or scenarios the researcher assumes to be true 

throughout the course of the study. The study includes the following assumptions:  

1. The assistant principals took the time to respond to the surveys carefully and 

truthfully. 

2. COVID-19 global pandemic did not impact assistant principals’ perceptions of the 

current organizational health of the campus or their feelings of burnout. 

3. The time of the school year in which the study was conducted would not impact 

the data. 

Summary 

Maintaining positive organizational health within a school campus is critical. 

Administrators are charged with this as well as a multitude of demands placed on them 

from external forces, such as state-level accountability measures. These demands could 
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have negative effects on the high school assistant principal and deter them from seeking 

the principalship. This study examined organizational health and burnout from the 

perspective of the high school assistant principal.  

This chapter introduced the background, purpose, and significance of the study 

using research on organizational health, burnout, the COVID-19 pandemic, and 

accountability measures. The research questions, limitations, delimitations, and 

assumptions were provided. The theoretical frameworks used to guide this study were 

also discussed. 

Organization of the Study 

The study consists of five chapters: introduction, literature review, methodology, 

findings, and conclusion. The introduction gave the reader an overview of the intended 

research and its purpose. The literature review will be a robust discussion of the role of 

the principal, the role of assistant principal, organizational health, and burnout. The 

methodology chapter will discuss the participants and how they were chosen, the data 

collected, and how it was analyzed. The findings chapter will discuss the results of the 

data analysis. The final chapter, the conclusion, will discuss the broader meaning of the 

research and implications for future research.   
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CHAPTER 2 

LITERATURE REVIEW 

Historical Perspective of Public School Principals 

 The role of the public school principal has evolved since its inception in the 19th 

century. According to Rousmaniere (2013), American Schools were unregulated and 

lacked the formal structure of today’s schools, such as attendance policies or required 

curriculum, and were usually in buildings with only one or two rooms. Teachers used the 

Bible or Webster’s dictionary as curriculum and depended on memorization for 

instruction (Rousmaniere, 2013). These schools were funded by communities and 

teachers were hired only because of their moral standing or religious affiliation. Teachers 

only taught concepts approved by the local community. As these communities began to 

expand and stabilize, schools began to hire lead administrators, referred to as the 

Principal Teacher, whose main responsibility included school management. 

Rousmaniere’s (2013) research on schools in the late nineteenth century illustrated the 

lack of administrative infrastructure that plagued American schools. There were few 

structures in place, which left principal teachers to rely on their own internal leadership 

skills. Important to note, there were no professional standards to provide accountability to 

these leaders, nor contracts to protect their employment (Rousmaniere, 2007). 

 Another critical historical perspective of the principal role came from Kafka 

(2009) which gave insight to the rise of the principal as an instructional and community 

leader. Due to the increasing number of children entering school during the 1800s, the 

role of the principal teacher became more prevalent. According to Kafka (2009), 

principal teachers were given more autonomy to lead their schools; they increased 
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parental and community involvement by communicating attendance, behavior, and 

academic performance to parents. To gain parental support, principals also held what 

later became open house nights within the school. 

Principals “professionalize[d] the principalship” (Kafka, 2009, p. 332) through the 

addition of academic qualifications and professional organizations. This began the 

creation of professional organizations such as the National Association of Secondary 

School Principals (NASSP) and National Association of Elementary School Principals 

(NAESP) which focused on the growing body of literature surrounding principal 

leadership (Kafka, 2009). Professional organizations are important to the principalship 

because of the learning and innovation that take place through workshops and small-

group discussions (Pierce, 1940). Pierce (1940) also noted the importance of the principal 

in guiding the learning experience within the school through risk-taking and professional 

learning of all stakeholders.  

The next century brought changes to the scope of public education, and with this 

came a shift in the role of the principal (Hallinger, 1992). An increased focus on student 

achievement was brought on after World War II (West et al., 2010). America became 

more concerned with competing with other countries economically, and education was 

the way to accomplish this. During the 20th century, educational reform became 

politicized through the implementation of federal accountability measures such as the 

1965 Elementary and Secondary Act under President Lyndon B. Johnson. Because of the 

federal aid that was providing schools special education and bilingual education 

programs, school leaders took on a supervisory role with an emphasis on compliance with 

federal mandates (Hallinger, 1992).  
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Public Schools and Accountability 

With the passing of the Elementary and Secondary Education Act (ESEA) of 

1965, President Lyndon B. Johnson attempted to narrow the achievement gap for 

minority students and alleviate inequity by providing supplemental funds to school 

districts to￼￼.  Title 1, Part A of ESEA specifically provided funding for programs 

aimed at increasing academic achievement of disadvantaged students.  Campuses 

receiving funds were required to use them to ensure academic achievement gaps were 

intentionally addressed through tutorials, teacher training, and parent engagement 

activities. This first-of-its-kind legislation caused educators to take an active role in 

identifying gaps in learning among differing student groups to improve academic 

outcomes for all children.    

The beginning of the high stakes testing era came with the passage of the No 

Child Left Behind Act (NCLB) of 2001.  This legislation of the Bush administration 

established accountability measures for public schools by incorporating standards-based 

curriculum and testing to identify learning deficits for students in high-need schools. This 

act required schools and school districts receiving federal funds to develop standards-

based curriculum and assessments to monitor student growth (Berry & Herrington, 2011). 

Schools were required to make Adequate Yearly Progress (AYP), or face sanctions 

imposed by individual states (Selya et al., 2016).  The AYP accountability measure 

required school districts to administer assessments that would measure the progress of 

students in one subgroup and compare it to the majority (Vasquez Heilig & Darling-

Hammond, 2008).  School districts were required to take corrective action to improve 

student performance in the form of additional educational opportunities or alternatives 
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(Jaska et al., 2011).  The researchers also posited that for high schools, NCLB sought to 

increase the academic proficiency for low-performing students.   

The Assistant Principal 

Due to the complex nature of the school environment, the principal cannot 

manage operations, discipline, personnel, and instruction alone.  Superintendents and 

school boards have historically placed demands on principals such as student academic 

achievement, budget and personnel management, and compliance with educational law. 

The creation of the co-principalship, with one principal acting as instructional leader and 

the other focusing on administrative tasks was the best solution (West, 1978). In 

implementing these dual roles, particularly at the secondary level, schools in the study 

saw increases in the number of classroom observations, staff participation in professional 

development, cleanliness in the school environment, and overall job satisfaction for 

administrators (West, 1978). According to Shockley and Smith (1981),  

the co-principal concept offers an alternative approach to traditional school 

administration. It is an attempt to provide improved management techniques to 

run increasingly complex schools where all too often instructional leadership has 

taken second place to expanding administrative duties. (p. 91) 

The co-principal concept was an alternative to the traditional hierarchal assistant 

principal role, which consists of tasks the principal does not have time to do (West, 

1978). Strengths of the co-principal role include improved communication, impactful 

teacher evaluation, and efficient use of support personnel such as “custodial, food 

service, and clerical employees” (West, 1978, p. 92). Despite the effectiveness of the co-

principal roles, there are also weaknesses that should be addressed as noted by Eckman 
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(2007). The role of the co-principalship included inefficiencies such as difficulties in 

reaching consensus among the two leaders, a lack of clarity in evaluation procedures, and 

the lack of consistent support from the district due to the financial costs of two leaders 

(Eckman, 2007). Most school districts tend to utilize the traditional assistant principal 

role with one head principal delegating responsibilities.  

Beginning in the 1930s, the role of the assistant principal was created in response 

to the dramatic increase in enrollment of school age children, and to assist the principal in 

maintaining their workloads and assisting with menial tasks (Glanz, 1994).  Kwan & 

Walker (2012) assert that the assistant principal job duties are comprised of tasks the 

principal does not want or have time to do.  These types of tasks do little to prepare the 

assistant principal for future leadership responsibilities. Extant literature regarding the 

assistant principal centers on job duties such as discipline, maintaining school equipment 

and supplies, and parent complaints.  Assistant principals manage student disruptions 

while on cafeteria duty, hall duty, or bus duty.  The assistant principal is a vital role 

especially on high school campuses (Tanner & Dennard, 1995).  The nature of their role 

leaves little time for instructional leadership (Cohen, 2019). Instructional leadership 

should take precedence over other tasks; however, the reality of assistant principal 

responsibilities includes more time-consuming tasks (Glanz, 2004).   

As noted by Craft et.al. (2016), the assistant principal role is responsible for 

maintaining safety within the school and extracurricular events, discipline, and 

attendance issues.  Assistant principals contribute indirectly to student success through 

acting as a disciplinarian for the campus (Houchens et al., 2018). Kwan (2009) 

categorized the duties of administrators into the following: 
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• External communication and connection: This includes meeting and 

collaborating with stakeholders such as parents and business leaders to 

foster relationships, 

• Quality assurance and accountability: Duties involve data 

disaggregation from various resources such as state, district, or campus 

created benchmarks, as well as the observation of classroom instruction, 

• Teaching, learning and curriculum: Assisting in developing curriculum 

activities for students which fosters student growth while addressing 

equity and achievement gaps. Providing support to teachers for classroom 

management and discipline best practices, 

• Staff management: Recruitment, induction, and appraisal of qualified 

teachers and various support staff. Assisting in development and 

implementation of school-wide policies,  

• Resource management: The assistant principal contributes to the 

acquisition of campus equipment through knowledge of the school budget.  

• Leader and teacher growth and development: The assistant principal 

provides mentorship to teachers to provide them with pedagogical best 

practices and guidance.  They also select campus-wide professional 

development in alignment with the campus needs assessment.  Assistant 

principals improve their own leadership practices through building a 

professional learning network, book studies, and independent research,  
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• Strategic direction and policy environment: The assistant principal 

assesses needs of the campus through climate surveys, and stays abreast of 

policy changes which impact the campus, and 

• Preparation for principalship: The assistant principal believes their 

leadership is instrumental on the campus and that they are impacting 

change (Kwan, 2009). 

Research makes little mention of the importance of the assistant principal 

regarding instructional leadership. According to Morgan (2018) the domains of school 

leadership—facilitating a supportive and collaborative learning environment, 

instructional leadership, school improvement, management, and family and community 

relations—are all facets of the role of the assistant principal. Despite this, there is a 

misalignment in the actual and the perceived role of the assistant principal.   

An explanation of the lack of assistant principals in the student achievement 

discourse is due to the lack of training assistant principals receive in this area.  Though 

they are credentialed through educator preparation programs within their state, most of 

their training is on-the-job training upon hiring (Craft et al., 2016).  Much of this training 

is due to the supportive role they play to the principal (Shore & Walshaw, 2018).  The 

assistant principal should be so well trained that they would be able to take the place of 

the principal in their absence (Hilliard & Newsome, 2013). Assistant principals are 

not given tasks that may further their knowledge in instructional leadership, but 

administrative tasks that the principal does not have time to do themselves.  Given the 

training and credentials of assistant principals, this is a vast underutilization of their skill 

set.   
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The daily administrative tasks that assistant principals handle are not wasted 

opportunities.  In fact, Kwan (2008) asserts that experience in these tasks alongside 

professional development in instructional leadership would prepare assistant principals to 

become well-rounded candidates for the principalship.  Principals should look to their 

assistant principals to have strong skills in areas they lack (Peters et al., 2015).  This will 

allow assistant principals to prepare to fill in for the principal in their absence.   

Unfortunately, due to the demands of the assistant principalship, some never seek 

the role of the principalship (Shore & Walshaw, 2016).  As noted by Kwan (2009), the 

taxing administrative tasks handled by assistant principals are not perceived to prepare 

them for the role of the principal.  The time spent on managerial tasks makes it difficult 

for assistant principals to build their skills in instructional leadership, which is necessary 

to become principals who respond to the demands of student achievement.  Later research 

further expounded upon the importance of instructional leadership to assistant principals. 

In a study by Sun (2018), assistant principal participants indicated a high interest in 

instructional leadership activities such as teacher evaluation and curriculum development; 

however, their actual job duties were managerial in nature.  

Research on leadership is focused primarily on the role of the principal, leaving 

the assistant principal to depend on pragmatic skills learned through trial-and-error while 

carrying out day-to-day tasks.  Assistant principal literature fails to meet the professional 

development needs to fulfill their duties (Niewenhuizen & Brooks, 2013). Principal 

literature is laden with leadership skills that affect change on a broader scale than what is 

necessary for the assistant principal; however, this research can facilitate the progression 

from Assistant Principal to principal.  
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According to Spady (1985) serious reform is necessary in education for 

instructional programming to evolve, particularly with the projected number of principals 

retiring from education.  To make these instructional reforms possible, assistant 

principals must be trained to take the lead in this endeavor.  Spady (1985) introduced a 

school improvement framework based on the following components: 

• Outcome goals and curriculum priorities: Setting the goals and priorities begin 

the process of improvement and should establish the understanding of how 

students demonstrate mastery of the objectives, 

• Standards, expectations, and requirements: Administrators must clearly 

establish the differences between standards and requirements for student success.  

Standards are the objectives for which students much demonstrate mastery; 

requirements are what is necessary for students to receive grades or promotion to 

the next grade.  This reform framework calls into question whether students 

meeting requirements also means they have met the standard,   

• Instructional content and process: Assistant principals involved in the outcome-

based reform must provide teachers with tools and strategies to create lessons 

based on mastery of the outlined performance measures,   

• School organization and instructional delivery:  Within the outcome driven 

reform framework, organization and instructional delivery are restructured 

differently than what is the norm.  Pacing guides and instructional blueprints are 

replaced by more flexible instructional methods based on student performance 

level, 
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• Instructional time:  This framework encourages the effective use of instructional 

time.  Rather than adding days or minutes to the school day or school year, use the 

time given in ways that foster creativity in the learning process, 

• Acquiring and using available resources:  Schools must be able to acquire 

resources from outside the school community as well as be good stewards of the 

internal resources that already exist within the school.  

• Staff roles, responsibilities, and rewards: The improvement framework 

encourages staff to be properly trained and compensated for their efforts and 

admonishes that if the campus fails to do this, the school climate will be impacted 

(Spady, 1985). 

The implications of this research indicate that principals should empower their 

assistant principals to take an active role in instructional matters within the school.  

Assistant principals can take on this active role by having strong instructional and 

pedagogical knowledge and background.  They must also adapt to quickly changing 

environments without feeling overwhelmed or incapable. Lastly, assistant principals 

should be inspired to impact change within the instructional program of the school 

(Spady, 1985). 

According to Somoza-Norton and Neumann (2021), “instructional leadership is 

the ability of the school leader to improve the quality of teaching and learning” (p. 43). It 

is the responsibility of the school principal to grow their assistant principals’ instructional 

leadership capacity. This research discussed the lack of instructional leadership and the 

role of assistant principals in empirical research. Decades of research have done little to 
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shift the role from an administrative focus to an instructional leadership focus. Job 

descriptions of the assistant principal should be written to reflect a focus on instructional 

leadership, as necessitated by current accountability measures (Somoza-Norton & 

Neumann, 2021).  

Muñoz and Barber (2011) acknowledge that qualified applicants for the assistant 

principal position will ultimately strengthen the principal pipeline in the future, despite 

the challenges of the assistant principal position such as the time commitment, the 

overwhelming accountability mandates, and societal pressures. Utilizing a recruitment 

model and simulating recruitment efforts allowed the researchers to determine job 

attributes that contributed to the attractiveness of the assistant principal role. The school 

level and school achievement variables of this study determined instructional leadership 

as the most attractive quality to future candidates. The implications of this research 

indicate districts should increase marketing efforts in recruitment to ensure the role is 

attractive to future candidates (Muñoz & Barber, 2011).  

Principal Preparation Programs 

University preparation programs provide school districts with well-trained 

candidates for the position of principal and assistant principal. These programs provide 

future administrators with the curriculum and pedagogical knowledge required for 

obtaining the administrator certification. According to Hitt, et. al., (2012) recruiting and 

selecting candidates to preparation programs is key to obtaining well-trained candidates. 

Hitt, et.al., (2012) recommend selection rather than admission to the program to obtain 

the highest caliber of candidates. The researchers assert that partnerships between 



 
 

36 
 

universities and school districts can provide quality candidates that offer diversity to 

schools. Candidates should possess successful experience as a classroom teacher, an 

advanced degree, experience with leading adults, and a passion for leadership (Hitt, et al., 

2012). 

One of the key findings of Davis et al., (2005) effective preparation program 

design research includes research-based, authentic programs with mentorship and 

collaboration between school districts and universities. According to Davis and Darling-

Hammond (2012), the educator preparation program: 

• stresses the importance of establishing the mission and vision of the instructional 

program, 

• teaches administrators the importance of instructional leadership through curricula 

and organizational structures, 

• provides an opportunity for hands-on experience through the internship, 

• trains the candidate to work collaboratively toward solutions to real-world 

problems administrators face in the field, 

• encourages practical instructional pedagogy based on research-based practices, 

• boast competitive recruitment for potential candidates and faculty, and  

• establishes partnerships between school districts and universities to support the 

candidates throughout their learning (Davis & Darling-Hammond, 2012). 

These programs are also critical in adhering to the national and state mandates 

which call for school leaders to be instructional leaders. The current shift in university 

educator preparation programs for administrators are moving from theoretical curriculum 

to robust programs with hands-on practice such as internships which provide 
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opportunities for collaboration with school districts to properly train future 

administrators. However, research has concluded that university coursework fails to 

adequately prepare administrators.  In a study conducted by Peters et al., (2015), assistant 

principal’s perceptions of educator preparation programs, indicated an area lacking in the 

programs is the real-world application.  However, respondents in the focus groups in this 

study acknowledge the unlikelihood of universities to conceptualize every eventuality an 

administrator may face.  Such instances are “school-specific” (Peters et al., 2015, p. 191), 

and administrators learn how to handle situations as they arise. Styron and LeMire (2009) 

assessed principal preparation programs based on current principal’s perceptions of their 

own preparedness in the areas of student achievement, school management, special 

populations, and communications. According to this research, principals felt the least 

prepared by their preparation programs in special populations, specifically when faced 

with differentiating instruction for students with learning disabilities. Consistent with 

Peters, et.al., (2016), the findings of Styron and LeMire (2009) also determined the 

preparation programs did not prepare principals for “the true challenges of the 

principalship” (p. 59).  

An analysis of the cohort model of principal preparation programs by Salazar et 

al., (2013) indicated the best features of a principal preparation program included: 

curriculum that fostered instructional leadership skills, practical applications of 

professional standards, a full-year internship that allowed for partnership with local 

districts, and financial support. This research study sought to determine the components 

of an effective principal preparation program and the perceptions of future leaders on 

elements of the program that were most and least beneficial. Respondents in this study 
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also noted the cohort model provides an opportunity for future leaders to build trusting 

relationships among each other, which allows for vulnerability and openness to learning. 

According to Salazar et al. (2013), effective principal preparation programs provide 

future instructional leaders with the tools necessary to impact teacher performance, which 

ultimately increases student achievement. The researchers cited the research-based 

curriculum focused on school improvement, the applicability of the field experience, and 

the incorporation of professional standards into practice as the most important 

components.  

Literature regarding the educator preparation programs make little mention of 

training aspiring administrators on school budget, despite its importance.  Consistent with 

this, the findings in Allen and Weaver’s (2014) study indicate that budget and finance 

represent the strongest area of need in the professional preparation development of 

assistant principals.  The researchers posit that preparation programs fail to provide 

applicable knowledge of school budgeting, but rather, provide applicants with surface 

level knowledge (Allen & Weaver, 2014).   

The importance of preparation programs cannot be understated due to their 

impact, albeit indirect impact, of student achievement. A study by Fuller et al., (2011) 

indicated that well-trained principals often hire well-qualified and effective teachers. 

Teachers have the strongest impact on student performance, and therefore principals must 

be trained to identify exceptional qualities within teaching candidates that would foster 

improvements in student performance. Fuller et al., (2011) also noted that principal 

preparation programs at institutions which grant doctoral degrees are much more suited 

for preparing principals to hire qualified teachers.  
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In a study by Hayes and Irby (2019), the researchers concluded that principal 

preparation programs are facing challenges in preparing aspiring administrators. These 

challenges include online teaching, a lack of pedagogical instructional knowledge from 

the professor, the lack of instructional leadership opportunities during the internship, and 

instructional leadership mindsets from the aspiring administrators (Hayes & Irby, 2019). 

Texas Principal Standards 

According to Chapter 149 of the Texas Administrative Code, the principal 

standards are used to ensure alignment with training, appraisal, and professional 

development of school principals (Texas Education Agency [TEA], 2014). Each standard 

is further broken down into indicators and knowledge and skills that the principal should 

possess. Standard 1 is instructional leadership and requires the principal to ensure high-

quality instruction for every child within a Texas school. This standard requires the 

school leader to develop a strong instructional focus by providing teachers with research-

based instructional strategies, helping them to meet the needs of diverse student 

populations, and using data to drive necessary interventions for students (TEA, 2014). 

Standard 2, human capital, requires the principal to ensure he or she is hiring high-quality 

teachers and staff for the campus. This involves selecting, placing, and retaining effective 

teachers, providing professional development and feedback to these teachers, and 

implementing the appropriate appraisal system for these teachers and staff (TEA, 2014).  

Standard 3, executive leadership, requires the principal to accept personal 

responsibility of the success of the campus (TEA, 2014). To accomplish this, principals 

must learn, grow, and adapt from mistakes, and communicate with appropriate 

stakeholders to determine where errors may have been made and how to address them. 
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Standard 4, school culture, places responsibility upon the principal to establish a shared 

vision which includes high expectations for all (TEA, 2014). A positive school 

environment is the hallmark for this standard. Students will benefit from a positive school 

culture because their social-emotional well-being is considered by the principal. Lastly, 

Standard 5 is strategic operations (TEA, 2014). This standard establishes the principal as 

the one who is ultimately responsible for establishing systems to track progress toward 

the school vision. These systems include schedules and calendars for the school. The 

principal also collaborates with district personnel to advocate for resources to support 

students’ academic attainment. 

The Principal as Instructional Leader Exam Domains and Competencies 

Aspiring administrators can attend an Alternative Certification Program (ACP) to 

obtain their principal certification.  Both university educator preparation programs and 

the Alternative Certification Programs prepare aspiring administrators to assume the role 

of a school leader by focusing on research, educational law and policy, safety, and 

budgetary compliance. Each of these are critical components of the assistant principal 

and principal roles in any public school.  

According to the Texas Education Agency, there are five requirements to obtain 

the principal certification. These requirements include holding a master’s degree from an 

accredited university, a valid classroom teaching certificate, at least two years’ teaching 

experience, completing a principal preparation program, and successfully passing the 

certification exam (Texas Education Agency, 2020a). The state of Texas requires 

administrators to successfully pass the TEXES Principal as an Instructional Leader exam, 

which measures the candidate’s knowledge on the same components of the principalship 
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that are taught in the ACP and master’s degree programs.  In Chapter 241.15 of the Texas 

Administrative Code, the standards of the principal certification are identified as school 

culture, leading learning, human capital, executive leadership, strategic operations, and 

ethics, equity, and diversity (Texas Education Agency, 2020b). These standards are 

designed to ensure the highest caliber of candidates are chosen to lead schools in Texas. 

The Educator Preparation Program must provide approval to the candidate to take the 

exam. 

The Principal as Instructional Leader exam is designed to assess whether the 

candidate possesses the skills and knowledge that an entry-level principal should have 

(Texas Examinations of Educator Standards (TExES) Program, 2020). The assessment is 

comprised of six domains and 11 competencies and consists of both selected response 

questions and constructed response questions. In total, five-hour exam consists of 70 

questions. Domain I makes up 22 percent of the assessment, Domain II is 42 percent, 

Domain III is 18 percent, Domain IV is 6 percent, Domain V is 6 percent, and Domain VI 

is 5 percent.  

Domain I, school culture, establishes that an entry-level principal can establish 

and implement a shared vision of elevated expectations for all stakeholders. Within this 

domain, the competencies focus on principal actions such as facilitation of the creation of 

the school vision, implementing strategies to incorporate all stakeholders into the 

decision-making process, creating a safe atmosphere for the well-being and inclusion of 

staff and students and conflict-management. Domain II, leading learning, focuses on the 

importance of leading the instructional program with research-based practices, planning, 

implementing, monitoring, and revising curriculum to ensure alignment to state 
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standards. This domain also requires the entry-level principal to regularly observe 

classrooms, and to monitor student data through formative and summative assessments 

(Texas Examinations of Educator Standards (TExES) Program, 2020). 

Domain III, human capital, encompasses the feedback, coaching, and 

development of teachers. The principal is an active participant in the growth of all 

teachers through facilitating goal setting, conferences, and feedback and professional 

learning communities. Domain IV, executive leadership, encompasses community 

relations with internal and external stakeholders. This domain also requires the principal 

to utilize effective time management and task organization for the betterment of the 

organization. Domain V centers on strategic operations involving the principal. This 

domain requires the principal to perform needs assessments, to analyze data, and to 

allocate resources effectively. Domain V also focuses on student safety by establishing 

emergency management plans. This domain also stresses the importance of compliance 

with local, state, and federal laws related to all school programs. Lastly, Domain VI 

assesses the candidate’s competence in ethics, equity, and diversity. This domain requires 

the principal to advocate for children by adhering to legal guidelines which protect 

students with disabilities and bilingual students as well as promoting multicultural 

awareness, gender sensitivity, and ethnic appreciation (Texas Examinations of Educator 

Standards (TExES) Program, 2020). 

Performance Assessment for School Leaders 

In addition to the Principal as Instructional Leader exam, principal candidates are 

also required to participate in the Performance Assessment for School Leaders (PASL). 

This year-long assessment is designed to gauge the instructional leadership 
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responsibilities the candidate has taken on and their impact on student learning. The 

PASL is aligned with the Texas principal standards. According to the Educator Testing 

Service (Educational Testing Service, 2022) the PASL is comprised of 3 tasks: problem 

solving in the field, supporting continuous professional development, and creating a 

collaborative culture. 

Task 1 of the PASL, problem solving in the field, requires the candidate to submit 

seven artifacts related to longitudinal data, resources used to develop the plan, a timeline 

with steps listed, communication with stakeholders, and a sample of student work. The 

candidate is required to identify a problem, develop a plan to solve the problem, 

implement the plan, and reflect on the effectiveness of the plan. Task 2 of the PASL, 

supporting continuous professional development, also requires artifacts such as the 

professional development plan, research to support the plan, an assignment provided to 

students or teachers, a sample of a walk-through form, a student work sample, and a 

feedback survey after the completion of the professional development. The candidate 

must also observe three teachers and determine the impact the professional development 

had on their teaching and the students’ learning (Educational Testing Service, 2022). This 

task requires designing, implementing, analyzing, and reflecting on the campus-level 

professional development. The final task of the PASL, creating a collaborative culture, 

requires the candidate to produce six artifacts that describe the team members, includes a 

data-collecting tool, a professional development plan, feedback protocols, evidence of 

student learning, and a fifteen-minute video, which focuses on the candidates work with 

colleagues and self-reflection. The task must identify the collaborative team, develop the 
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plan to address student learning and school culture, and reflect on the team and the school 

culture (Educational Testing Service, 2022).  

The PASL is scored by educators within institutions of higher learning and school 

district administrators. Each task is scored with its own rubric, using quantitative and 

qualitative data related to the overall performance and individual responses. Each task 

contains four steps, and these steps are worth a maximum of four points per step, totaling 

16 possible points. The third task is double weighted and is worth a possible 32 points. In 

total, the three steps of the PASL are worth a possible 64 points (Educational Testing 

Service, 2022). Candidates receive a cumulative score with specific feedback on the 

prompts and the rubric.  

Texas Principal Evaluation and Support System 

Before becoming an administrator in the state of Texas, the candidate must be 

trained on the Texas Principal Evaluation and Support System, or T-PESS. This 

evaluation system is designed to provide principals and assistant principals with the tools 

and support they need to be instructional leaders within their campuses. T-PESS provides 

support to administrators by facilitating their growth through goal setting, artifact 

collection, and constructive feedback (Texas Principal Evaluation and Support System, 

2022). This process will help the administrator to continuously grow to become an 

effective and reflective leader.  

The T-PESS process begins with the orientation prior to the beginning of the 

school year. Principals and assistant principals are trained on the expectations, timelines, 

and resources available to them. During the orientation, both the appraiser and the 

principal are provided with in-depth information regarding the rubric, a clear 
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understanding of the expectations from both parties, due dates for each component of the 

evaluation system, and local policy which governs the evaluation process (Texas 

Principal Evaluation and Support System, 2022). Upon completion of the orientation, 

the school leader begins the self-assessment and sets goals for the school year. These 

artifacts are data-driven and are based on campus needs assessments, district initiatives, 

student data, and prior feedback from peers and appraisers (Texas Principal Evaluation 

and Support System, 2022).  

During the goal setting process, assistant principals can establish goals for 

themselves based on the self-assessment. Leaders implement a goal for their individual 

professional growth, and another to address student academic progress. The professional 

practice goal must be aligned to the Texas Principal Standards, contain specific 

strategies and actions, define the expected outcomes, provide a timeline for achieving 

the goal, and identify any professional development or resources needed to achieve the 

goal (Texas Principal Evaluation and Support System, 2022). Similarly, the student 

growth goal consists of the same measures of accountability but includes a specific, 

measurable objective to address student needs. Returning administrators can create goals 

based on the previous year’s summative evaluation. (Texas Principal Evaluation and 

Support System, 2022).  

Once the assistant principal sets goals for the year, they will participate in the 

beginning-of-year, or BOY, goal setting conference. This conference is held by the end 

of September between the principal and assistant principal to discuss the goals and to 

ensure alignment with campus needs and district initiatives. This conference also 

identifies supports needed to accomplish the goals as well as outlining the success 
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criteria of the goals. (Texas Principal Evaluation and Support System, 2022). After the 

agreed upon goals have been set, the administrator and the appraiser can begin informal 

assessments. These frequent assessments can provide constructive dialogue to the 

assistant principal on the progress toward their goals. Next, the mid-year conference is 

held to discuss the progress as observed during the informal assessments. During the 

conference, the T-PESS rubric is used provide evidence of the progress to the assistant 

principal (Texas Principal Evaluation and Support System, 2022).  

Throughout the year, the assistant principal and principal provide artifacts to 

support goal attainment. The artifacts provide specific are tied to the goals of the 

administrator as well as the domains, indicators, and descriptors in the rubric (Texas 

Principal Evaluation and Support System, 2022). The assistant principal can also 

provide data such as communication among stakeholders. The end-of-year, or EOY, 

conference is held prior to the end of the school year between the assistant principal and 

the appraiser. This conference determines whether goals have been attained as indicated 

by the T-PESS rubric and addresses goals for the next school year. (Texas Principal 

Evaluation and Support System, 2022).  

The T-PESS rubric consists of domains, indicators, performance levels, and 

performance descriptors. The domain is the broad standard of principal leadership 

practice. The indicators are the specific area assessed within the domain. The 

performance levels assess the performance of the administrator and are distinguished, 

accomplished, proficient, developing, and needs improvement. The descriptors include 

specific actions taken by the administrator (Texas Principal Evaluation and Support 

System, 2022).  
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Domain I of the T-PESS rubric is strong school leadership and planning, and 

consists of the indicators of ethics and standards, schedules for core leadership tasks, 

strategic planning, change facilitation, and coaching, growth, feedback, and 

professional development. Domain II is effective, well-supported teachers, and within 

it the indicators include human capital, talent management, observation, feedback, and 

coaching, and professional development. Domain III is positive school culture and 

encompasses safe environment and high expectations, behavior expectations and 

management systems, proactive and responsive student support services, and involving 

families and community. Domain IV is high quality curriculum and includes 

standards-based curricula and assessments and instructional resources and professional 

development. Domain V is effective instruction and consists of high-performing 

instructional leadership team, objective-driven plans, effective classroom routines and 

instructional strategies, data-driven instruction, and response to intervention (Texas 

Principal Evaluation and Support System, 2022) 

Advancing Educational Leadership 

In addition to the T-PESS training, assistant principals must also receive the 

Advancing Educational Leadership (AEL) training. This training was developed by 

educational service centers, district leaders, universities, and educator preparation 

programs across Texas to provide a comprehensive curriculum to further support the 

professional development of school leaders (Advancing Educational Leadership [AEL], 

2022). The AEL system is comprised of five themes and seven strands.  

The five themes of AEL include creating a positive school culture, establishing, 

and sustaining vision, mission, and goals, development of self and others, improving 
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instruction, and managing data and processes (AEL, 2022). The seven strands of AEL 

are in alignment with the principal standards adopted by TEA and reflected in the Texas 

Administrative Code. The curriculum and instruction and data gathering, and analysis 

are in alignment with Principal Standard 1. Effective conferencing skills are aligned 

with Principal Standard 2. Conflict resolution skills are reflected in Principal Standard 3, 

and goal setting and team building skills are reflective of Principal Standard 5.  

Organizational Health 

Research by Hoy and Feldman (1987) utilized Miles’ (Miles, 1965) original 

framework of organizational health.  The original framework consisted of ten 

characteristics within the dimensions of task needs, maintenance needs, and growth and 

development needs—goal focus, communication adequacy, optimal power equalization, 

resource utilization, cohesiveness, morale, innovativeness, autonomy, adaptation, and 

problem-solving adequacy.  The Organizational Health Inventory comprises seven 

dimensions—institutional integrity, principal influence, consideration, initiating structure, 

resource support, morale, and academic emphasis which address the 

technical, managerial, and institutional needs of schools.  The technical dimension 

satisfies the teaching and learning component of schools.  The managerial dimension 

involves the inner workings of the school, and the principal is responsible for 

coordinating and leading them (Hoy et al., 1998).  The institutional dimension refers to 

the school’s connection to the local community.  Educators and students benefit from 

community involvement in schools. For a school to be healthy, the technical, managerial, 

and institutional needs must be addressed and in perfect harmony.  According to 

Berkowitz et al (2017), “a healthy school demonstrates harmony among the technical, 
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managerial, and institutional levels and successfully manages external factors while 

remaining goal-oriented” (p. 427).    

            Society highlights the shortcomings in education, particularly 

teachers.  Institutional integrity protects schools from the unrealistic demands of outside 

influences (Smith et al., 2001).  The priority of a principal of a healthy school is to 

maintain the integrity of the learning environment.  The public demands of teachers are 

often hostile and undermine their professionalism.  Unreasonable parental demands 

undermine the institutional integrity of the campus and school leaders protect their 

teachers from them.  Principals that treat teachers as professionals, despite outside 

influences, honor their day-to-day contributions to children’s lives.  Institutional integrity 

dimension of organizational health is not only fostered within the school, but also 

maintained through community interactions and perceptions (Hameiri & Nir, 2015).     

            Principal influence is apparent when superiors value the input of the 

principal.  The voice of the principal is heard on the campus and within the central office 

and upper leadership.  Principals who exhibit influence often have good working 

relationships with district superintendents.  This influence, though important to the 

overall organizational health, has an indirect impact on student learning (Roney & 

Coleman, 2011). Consideration, on behalf of the principal, is an attitude of genuine care 

and concern for everyone within the campus (Hoy et al., 1998).  Demonstrating kindness 

in their interactions with staff and students accomplishes this dimension of organizational 

health.  This attitude will make the principal much more approachable to the campus staff 

as well as students. Hoy and Feldman (1987) also assert that principal consideration also 

involves listening to teachers’ recommendations and suggestions.    
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            To achieve the academic goals of schools, principals must ensure teachers have 

adequate resources to do so.  Instructional resources such as technology and classroom 

materials define resource support from principals (Hoy & Feldman 1987).  Lacking 

sufficient resources can have dire effects on student learning.  Despite its importance in 

daily classroom environments, research does not indicate a strong correlation between 

resource support and student achievement (Roney & Coleman, 2011). Initiating structure 

describes the behavior of the principal which sets clear expectations for the staff (Hoy et 

al., 1998).  An unwavering commitment to the identified goals of the campus is a clear 

indicator of initiating structure.  As the instructional leader on the campus, it is the 

principals’ responsibility to set expectations and goals (Roney & Coleman, 2011).    

            A healthy organization is one with a strong academic emphasis.  Academic 

emphasis is the extent to which the staff is devoted to ensuring the success of all 

students.   High academic standards are central to academic emphasis within the 

organizational health framework (Hoy & Feldman, 1987).  Like morale, the academic 

emphasis is also apparent within the learning environment through its neat and orderly 

appearance.  Displaying student work within classrooms, hallways, and communique is 

another demonstration of academic emphasis.  Teachers demonstrating the academic 

emphasis expectation are often seen staying late to help students master difficult concepts 

or providing a safe space for students to discuss personal concerns (Hoy et al., 1998). On 

a school campus, the morale is of utmost importance.  It is evident in the interactions 

among the staff and students, even to visitors.  Morale is evident through the enthusiasm 

shown through teachers’ work (Hoy & Feldman, 1987).  Friendliness among staff is also 

a key component of morale in a healthy environment.   Morale is evident in the day-to-
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day interactions between staff, attendance, and even teacher’s attire. Implications for 

leadership include behaviors geared toward relationships with staff, students, and 

stakeholders as well as task-oriented behaviors that set high standards.   

Organizational Culture and Climate 

For decades, definitions of culture have evolved to encapsulate the shared 

learning and assumptions of an organization (Schein & Schein, 2016). Organizational 

culture is identified in three levels—artifacts, espoused beliefs and values, and basic 

underlying assumptions (Schein & Schein, 2016). The artifacts include observed behavior 

and visible structures. Collective values of those within the organization encompass the 

espoused beliefs and values. Lastly, the basic underlying assumptions are those common 

values, which influence behavior and thoughts of the individuals within the organization 

(Schein & Schein, 2016). According to Schein and Schein (2016),  

“the culture of a group can be defined as the accumulated shared learning of that 

group as it solves its problems of external adaptation and internal integration, 

which has worked well enough to be considered valid and, therefore, to be taught 

to new members as the correct way to perceive, think, feel, and behave in relation 

to those problems” (p. 6). 

  Hoy (1990) defines organizational culture as, “a system of shared orientations that 

hold the unit together and give it a distinctive identity” (p. 157). Hoy (1990) 

acknowledges the abstractions of the culture concept by defining the norms that influence 

culture. Norms are informal and unwritten, yet influence an individual’s behavior (Hoy, 

1990).  
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Hoy (1990) further expounds upon the definition of organizational culture to 

extend it to the school setting. The concept of organizational culture within schools 

begins with a common understanding of what binds the school together. School culture 

requires researchers to examine the school as a whole and the practices and beliefs 

contribute to the overall functioning. 

 According to Hoy et al., (1998) organizational climate is “the set of internal 

characteristics that distinguishes one organization from another and influences the 

behavior of the organizational members” (p. 337).  Climate is viewed from the 

perceptions of the members within the organization. Hoy, et. al., (1998) utilized the 

following dimensions to study climate: 

• environmental press: pressure from external forces such as parents or 

community stakeholders to change operations within the school. 

• collegial leadership: perceptions of the principal’s leadership behavior that is 

friendly toward staff, sets expectations without being authoritarian. 

• teacher professionalism: teacher behavior that shows an unyielding commitment 

to students’ academic achievement, collegiality among colleagues, and overall 

enjoyment in teaching. 

• academic press: schools with high academic goals for their students with 

principals who secure resources necessary to accomplish the goals.  

This longitudinal study of organizational climate sought to determine whether the 

four dimensions of organizational climate positively impacted student achievement in 

mathematics, writing, and reading (Hoy, et. al., 1998). Using the Organizational Climate 

Description Questionnaire, which measures the openness of the middle school climate, 
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and the Organizational Health Inventory, which assesses the health of the middle school 

climate (Hoy, et. al., 1998). The findings of this study indicate that the dimensions of 

organizational climate are beneficial to student achievement over time. As further noted 

by Hoy and Feldman (1987), schools with healthy climates have overall positive 

outcomes for students in terms of graduation rates, student motivation, and achievement. 

In a study conducted by Adams et. al., (2016), self-regulatory climate in schools 

fosters growth in students when their psychological needs are met.  According to the 

researchers (2016) autonomy support, relational support, and competence support are the 

three key psychological needs that must be met for students to thrive.  Autonomy support 

allows students to be intrinsically motivated by teachers providing them with a choice of 

their authentic learning opportunities.  Students see the value in the activity, rather than 

compliance. Relational support is provided through good relationships with teachers, and 

students know that they are accepted and welcomed in the learning environment. Trust is 

a key component to the relationship between the student and the teacher because without 

it, the students will not engage.  Competence support is a school environment that 

includes faculty that have high expectations for their students, and encourage them to set 

high, attainable goals.  Student awareness of these high expectations lets them know that 

their teachers and administrators value their success (Adams et al., 2016)   

Adams and colleagues (2016) further built upon the idea that collective faculty 

trust in students, collective student trust in faculty, and student-perceived academic 

emphasis is crucial to building positive school climate.  Collective faculty trust in 

students means that teachers and staff believe in students’ capacity to engage in the 

learning environment and achieve their goals.  Collective student trust in faculty is 
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evident when students see their teachers truly believe in their ability to succeed.  

Academic emphasis is the school-wide commitment to academic excellence. The authors 

hypothesized that each of these constructs are observable and at work in a school with 

high performance ratings.  

Burnout 

For decades, the burnout phenomenon has been researched among many 

professions. Empirical research has identified other occupations such as military, 

technology, and clerical work as susceptible to burnout (Maslach et al., 2001). Burnout is 

the psychological response to prolonged exposure to workplace stressors, particularly 

among individuals in the human service sector (Maslach et al., 2001). According to 

Maslach and Schaufeli (1993) burnout is a common response to dealing with the 

incessant needs of others. 

Freudenberger (1974) first coined the term burnout to explain the phenomenon 

experienced by workers in a demanding work environment. In this research, the concept 

was explored as it is experienced by workers within a psychiatric facility treating patients 

with varying mental disorders. According to Freudenberger (1974), the clinical workers 

experienced burnout due to the combination of dealing with issues faced by people within 

society, those who come to them for help, while attempting to meet their own personal 

needs. This is typical for those who work within any service industry, and it is important 

for them to constantly examine their motivation for this work. Whether they are 

motivated by “a self-fulfilling ego trip, a self-aggrandizement ego trip, a self-sacrificing, 

dedication-to-others ego trip, or a trip to help deny one’s own serious personal problems” 
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(Freudenberger, 1974, p. 73) the individual must be able to seriously consider these 

questions.  

Freudenberger (1974) identified the difference between commitment and over-

commitment, involvement, and dedication through the context of developing burnout 

symptoms. Over-commitment is when one’s work has completely engrossed their lives 

whereas commitment, involvement and dedication constitute a healthy interest and 

devotion to one’s work. People should never overcommit to an institution, but instead 

have a personal life which takes them completely away from work and meeting the needs 

of others. Freudenberger (1974) suggests that authoritarian personality types must feel in 

control of their surroundings and because of this, they rarely relinquish control over 

duties which causes them to perceive others within the workplace as useless. This attitude 

and behavior will cause workers who report to them to resign.  Administrators who take 

on too much responsibility will isolate themselves from others and begin to experience 

burnout as well.  It is important for them to practice shared leadership and provide others 

the opportunity to attend meetings in their stead or receive training on some of the 

administrator’s roles. The professional--particularly those in education--must recognize 

when they devote too much time to their careers. Taking time away can allow them to 

resist feelings of burnout. This study also indicated that burnout could happen within a 

year in organizations when individuals are overcommitted.  

As noted by Freudenberger (1974) the physical signs of burnout as physical 

exhaustion, feeling run down, chronic headaches, and gastrointestinal disorders.  The 

emotional and behavioral signs of burnout include irritation and reckless behavior, and 

attitudes such as negativity, paranoia, and stubbornness. As a leader, preventing burnout 
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among employees includes ruling out hiring individuals who seem overly dedicated 

because they will burnout and affect others. Training staff to be able to identify those 

individuals as well is also important.  Avoid overworking the individuals who are 

talented and dedicated to the work by requiring them to take time off and rotate their 

tasks. Groups, including those in leadership, should share their experiences with each 

other to reduce the likelihood of burnout. Attending workshops that foster collegiality 

and learning among the workers is also beneficial. Exercise will also aid in reducing 

burnout because physical activity will encourage sleep, which is affected by burnout 

(Freudenberger, 1974). 

Similarly, Maslach and Jackson (1981) defined burnout as “a syndrome of 

emotional exhaustion and cynicism that occurs frequently among individuals who do 

‘people-work’ of some kind” (p. 1). Because previous research had been conducted using 

interviews and questionnaires, the authors realized the importance of creating an 

instrument that would assess the dimensions of burnout. The Maslach Burnout Inventory 

(MBI) measures the three subscales of burnout—emotional exhaustion, 

depersonalization, and personal accomplishment. The earliest form of the MBI consisted 

of 47 items and was administered to 605 individuals within service occupations such as 

police, teachers, social workers, and counselors. The number of items was reduced to 25 

items after the authors performed a factor analysis using principal factoring with iteration 

(Maslach & Jackson, 1981).  

The emotional exhaustion scale consisted of nine items causally related to 

feelings of overwhelmed by one’s work; the depersonalization subscale consisted of five 

items related to apathy toward clients; the personal accomplishment subscale consisted of 
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8 items related to self-efficacy. The MBI indicates low, moderate, or high degrees of 

burnout an individual is facing. If an individual scores higher in the emotional exhaustion 

and depersonalization subscales, they are experiencing high degrees of burnout; 

conversely, if an individual scores low in this scale, they are experiencing lower degrees 

of burnout. Reliability was calculated using Cronbach’s alpha which indicated the 

subscales were 0.90 for Emotional Exhaustion; 0.79 for Depersonalization; and .71 for 

Personal Accomplishment (Maslach & Jackson, 1981). To identify a relationship between 

certain demographics and burnout, the study included a breakdown of sex, race, age, 

marital status, and education. The findings indicate that burnout is more likely for 

individuals who are in the first years of their careers; yet the data indicate individuals 

who have not completed postdoctoral work score higher in the subscale of personal 

accomplishment and lower in emotional exhaustion (Maslach & Jackson, 1981). 

Research by Maslach (1982) combined the varying definitions of burnout into 

three dimensions—first, exhaustion was described as physical depletion of one’s energy 

and an emotional loss of concern and interest. The second dimension is 

depersonalization, which causes an individual to think and act negatively towards 

clientele. The third dimension is negative thoughts and feelings toward one’s efficacy and 

accomplishments. According to Maslach (1982), since its inception, burnout has evolved 

from being viewed as an excuse for poor work performance to a fundamental problem 

plaguing the human service industry. Although, through the expansion of the concept, 

levels of burnout can be experienced in any occupation and at any level in the 

organization (Maslach, 1982).   
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Jackson and Schuler (1983) asserted that both personal and organizational 

conditions may contribute to burnout among their employees. Organizations that fail to 

recognize their employees’ efforts, failure to provide autonomy to workers, a lack of 

clear expectations and support from superiors and other staff members all coalesce to 

create an environment conducive to burnout.  Personal characteristics that contribute to 

burnout are the idealistic notions the worker may have upon entering the workplace.  

Particularly, when an employee expects rewards for excellent performance, collegiality 

and support among staff and superiors, and they do not receive this, they will experience 

a “reality shock” (Jackson & Schuler, 1983, p. 60).  Workers who have high expectations 

for their own performance face burnout due to setting unrealistic personal goals.  

Continuing this work, Jackson et al., (1986) hypothesized those unmet 

organizational expectations, such as rewards and incentives, can cause burnout through 

the emotional exhaustion, depersonalization, and personal accomplishment subscales of 

burnout. In studying the antecedents of burnout, the authors suggest that there is a causal 

relationship between organizational structures, relationships between clients and service 

providers, and relationships among colleagues and burnout. Another significant aspect of 

this study is its attempt to determine the consequences of burnout. The authors suggest 

that individuals experiencing burnout will take steps to seek employment elsewhere such 

as thoughts of leaving the job, actively searching for a new job, training for a new job, 

and leaving the job. 

Participants were randomly selected from the New Hampshire National Education 

Association and were given two surveys—the first survey asked job related questions 

regarding the work environment, prior expectations, and their feelings of burnout. The 
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second survey given later sought information regarding their intentions of leaving the job 

altogether. Findings of this data fail to indicate that unmet expectations in the workplace 

have an impact on burnout. According to Jackson, et.al, (1986), caseload could not be 

determined to contribute to burnout because of the variances of caseload among the 

participants.   

A major example of a workplace stressor is a person’s workload. A causal link 

between workload and exhaustion has been identified in research (Leiter & Maslach, 

2004). A continuously unreasonable workload with an insufficient amount of time to 

complete one’s tasks can lead to exhaustion. The components of burnout include 

exhaustion, depersonalization, and personal accomplishment (Maslach et al., 2001). 

Exhaustion, described as the feeling of a complete depletion of one’s energy and drive 

toward their work, is the feeling most associated with burnout (Maslach et al., 2001). 

When an individual identifies feelings of burnout, exhaustion is often to what they are 

referring.  

Emotional exhaustion is central to burnout and is described as a loss of spirit or 

enthusiasm in the workplace (Maslach, 1982). Exhaustion is the most easily identifiable 

symptom of burnout. When an individual feels emotionally depleted and is not 

replenished, emotional exhaustion can occur (Maslach & Goldberg, 1998). Emotional 

exhaustion is prevalent among individuals whose work is much more involved, rather 

than monotonous work (Jackson, Schwab, & Schuler 1986).  

Depersonalization is the mental and emotional detachment from one’s work and 

those receiving services from that work. In addition to detachment, an individual 

experiencing burnout can develop negative attitudes towards clients (Hakanen & 
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Schaufeli, 2012). Cynicism then becomes the coping mechanism for the negative 

emotions the individual is experiencing. Depersonalization can affect the person’s mood 

by causing irritability and withdrawal (Maslach & Leiter, 2016).  

Personal accomplishment is the third contributor to burnout. Prolonged feelings of 

emotional exhaustion and depersonalization will cause the person to believe they are 

unsuccessful and ineffective in their work. This component of burnout is the result of 

internalized feelings of incompetence and inability toward themselves (Maslach & Leiter, 

2008).  

Prolonged exposure to burnout in the workplace has consequences for both the 

worker and the work environment.  According to Jackson and Schuler (1983) withdrawal 

behaviors such as absenteeism, conflict among peers, and quality of work declines.  

These behaviors are problematic for the workplace due to productivity decreasing and  

Burned out workers will experience consequences in their personal lives such as strained 

relationships at home and health problems.   

Administrator Burnout 

  School leaders are faced with increasing accountability measures, reductions in 

funding, and the host of other responsibilities within the instructional environment. These 

increased responsibilities can impact the administrator by causing them to experience 

burnout. Research on school administrator burnout has sought to determine what stressors 

and how much exposure to these stressors specifically lead to burnout.  

 Friedman (1995) identified exhaustion, self-dissatisfaction, aloofness, and 

deprecation as components of the principal burnout phenomenon. These four components 

are categorized as internal (exhaustion and self-dissatisfaction) and external (aloofness 
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and deprecation) and establishes that school principals’ feelings of burnout are directed 

toward themselves. Principal ￼￼.  

 There is a considerable lack of research regarding assistant principal burnout, 

despite the known effects of the heavy workload of administrators. Cansoy et al. (2021) 

concluded that excessive amounts of administrative paperwork can contribute to feelings 

of work intensification. The term intensification is used to describe the lack of mental and 

physical capacity towards work, particularly during work hours (Cansoy et al., 2021). 

The researchers conclude that the sources of feelings of intensification are brought on by 

challenges faced in the workplace such as student discipline, unforeseen tasks, number of 

students within the school, and teacher and staff issues (Cansoy et al., 2021). These 

influences can impact assistant principals in a myriad of ways—physical ailments, 

decreased commitment to the workplace, and negatively affecting personal relationships 

(Cansoy et al., 2021).  

Administrator Mobility and Retention 

In a recent study conducted by the National Association of Secondary School 

Principals (NASSP) and the Learning Policy Institute (LPI) on school principals and their 

intentions to leave their schools, of those surveyed, 42 percent stated intentions to leave 

their current position within the next 3 years (Levin et al., 2020). Principals cited working 

conditions, compensation, high-stakes accountability systems, a lack of decision-making 

autonomy, and a lack of professional development opportunities as reasons to leave the 

principalship (Levin et al., 2020). Principal’s working conditions include heavy 

workloads and long hours, managing student behavior, and maintaining school climate 

(Levin et al., 2020). According to Levin et al., (2020), principal compensation is another 
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reason principals, particularly those in high-poverty schools, intend to leave their jobs. 

Student loan debt, purchasing materials for students and staff from their own pockets, and 

competitive pay from surrounding districts make compensation inadequate (Levin et al., 

2020).  

The accountability systems, which penalize low student performance without 

acknowledging student growth, also contribute to principal turnover. Principals in this 

study did not believe the evaluations were useful because they are based on a snapshot of 

a few campus visits. Meaningful conversations and professional mentoring and coaching 

between the principal and their supervisor provide support to maintain principals in their 

roles (Levin et al., 2020). Principals surveyed decision-making autonomy influenced their 

reasons to leave their positions. According to the study, 74% of principals lacked the 

autonomy to dismiss teachers when necessary (Levin et al., 2020). Principals in high-

poverty schools cited a lack of input on the utilized curriculum within their schools as a 

reason to leave whereas principals in rural towns lacked input on their budget (Levin et 

al., 2020).  

Lastly, principals stated a lack of professional development influenced their desire 

to leave their positions. Although professional development has a positive impact ion 

principal self-efficacy, access to quality professional development is a challenge. 

Principals mentioned cost of preparation programs and training, lack of time to attend, 

and insufficient coverage for the school as reasons for not returning to the position (Levin 

et al., 2020).  

Principal turnover can also be impacted by school context, as noted by Yan 

(2020). Using data from the 2011 to 2012 Schools and Staffing Survey and the 2012 to 
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2013 Principal Follow-Up Survey, while controlling for school context, it was 

determined that principals of schools with high concentrations of students of color were 

more likely to leave to another school or district (Yan, 2020). This is not because of a 

discriminatory attitude toward students of color, but rather because of the frequency with 

which the principals deal with suspensions and expulsions on the campus. Principals 

would rather work in safer schools. Similarly, to Levin et al., (2020), Yan (2020) 

included the impact principal autonomy in decision-making has on principal turnover. 

Principals in the study were less likely to leave their schools or district if they were given 

more influence over teacher professional development and the school budget (Yan, 

2020).  

According to Goldring and Taie (2018), schools with more than 75 percent of 

students receiving free or reduced lunch, 79 percent of the principals stayed, seven 

percent moved, and 11 percent left. In contrast, principals of schools with fewer than 35 

percent of their students receiving free or reduced lunch, 85 percent of those principals 

stayed, five percent moved, and eight percent left (Goldring & Taie, 2018).  

Principal effectiveness can add to the mobility issue. Principals who ae more 

effective, as evidenced by their student performance data and administrator evaluation 

data, can be promoted to central office positions (Grissom & Bartanen, 2019). The 

researchers suggest that these principals be moved to low performing schools to improve 

student performance (Grissom & Bartanen, 2019). Less effective principals tend to face 

demotion to assistant principal or classroom positions or exit the profession completely 

(Grissom & Bartanen, 2019).  
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Assistant principal mobility is also a concern for schools. Recent research has 

indicated that assistant principal mobility is higher than teacher and principal, and not 

because of assistant principal promotion to principal (Bartanen et al., 2021). This study 

utilized administrative data from Tennessee and Missouri to assess the instances of 

assistant principal mobility. Bartanen and colleagues (2021) noted assistant principals are 

twice as likely to leave education when their principals leave. In Tennessee and Missouri, 

42%, and 44%, respectively, principals and assistant principals moved to the same 

schools (Bartanen et al., 2021). According to the study, ten percent of assistant principals 

leave school administration every year, and fifty to sixty percent never become principals 

(Bartanen et al., 2021).  

Organizational Factors And Burnout 

There are organizational factors that can impact burnout.  According to Grayson 

and Alvarez (2008) demographic factors such as age, years of experience, and gender 

play a role in burnout just as satisfaction and climate can.  This research sought to 

determine whether climate factors specifically impact emotional exhaustion, 

depersonalization, and personal accomplishment of teachers.  According to their findings, 

teachers experienced emotional exhaustion because of interactions between students and 

parents (Grayson & Alvarez, 2008).  The researchers assert that providing social 

emotional support for their students over time can contribute to emotional exhaustion. 

Grayson and Alvarez (2008) also claimed that personal accomplishment is impacted by 

instructional management issue such as interruptions to instructional time, school 

behavioral expectations for students, and classroom activities for students.  Teacher’s 

efficacy is improved when they are allowed to focus on instruction with their students.  
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Lastly, strong, positive relationships with students and staff allow teachers to experience 

less instances of depersonalization (Grayson & Alvarez, 2008).   

School Leaders’ Responses to Crisis 

Schools in the United States and abroad were forced into lockdown due to the 

COVID-19 pandemic. Viner et al. (2020) reported the effectiveness of social distancing 

efforts by schools, including school closures. Due to the COVID-19 pandemic, schools 

began closing their doors beginning in January of the 2019-2020 school year. However, 

this research asserts that school closures aided in minimizing the risk of contracting the 

virus. 

Schools closed to prepare for the virtual learning that would take place. Principals 

were responsible for providing training to students and teachers on virtual learning 

platforms that would become the sole means for learning. This unprecedented closure 

caused public schools to shift its business-as-usual procedures into emergency 

management mode, which required school leaders to become crisis managers.  

In response to the COVID-19 pandemic’s massive interruptions to the educational 

environment, virtual learning became the primary mode of providing instruction to 

students. However, according to Aytaç (2020) virtual learning was wrought with 

difficulties to administrators such as teachers’ reluctance to provide live instruction, lack 

of appropriate infrastructure to support the virtual platform, lack of parental support, and 

access to appropriate technology within the home. These difficulties also affected 

students’ motivation to learn due to the uncertainty caused by the pandemic.  

Research on the emergency management of school leaders has concluded that the 

most important skills are sensemaking, effective communication with stakeholders, and 
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compassion (Longmuir, 2021). According to Longmuir (2021), school leaders responded 

to the crisis by taking information from government officials and district leaders and 

disseminating the information to their stakeholders with compassion. This study stresses 

the importance of relationships and emotional intelligence for school leaders.  

According to Hulme et al., (2021), leaders were required to adapt to change 

quickly at the onset of the pandemic. Three behaviors were identified in this research: 

bridging, brokering, and buffering. Principals used the bridging technique by 

strengthening their professional network and providing support to peers and colleagues 

(Hulme et al., 2021). Brokering involved providing necessary resources to students and 

their families through common understanding of the impact of the pandemic between 

agencies and schools (Hulme et al., 2021). The final tactic used by school leaders was 

buffering, which required leaders to “build coalitions to resist challenges to jurisdiction” 

(Hulme et al., 2021, p. 13). These tactics allowed school leaders to quickly adapt to the 

changing expectations placed upon them.  

Thornton (2021) expressed the importance of preparation, concern for others, 

communication, collaboration, and taking opportunities to learn for crisis management 

leadership. Principals in this study discussed their preparation methods prior to the 

lockdown by knowing which students already had access to technology at home and 

training teachers on online teaching (Thornton, 2021). Principals showed concern for the 

circumstances of all stakeholders including staff, students, and families (Thornton, 2021). 

Effective communication required principals to utilize various channels to communicate 

information with stakeholders, ensuring the appropriate communication based on the 

groups’ needs (Thornton, 2021). They also provided stakeholders the opportunity to give 
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feedback on the communication methods to ensure messaging was received by all. 

Principals in this study used collaborative leadership by consulting with members of their 

leadership teams to make decisions (Thornton, 2021). Collaboration within this context 

involved connections within broader networks to share resources. Thornton (2021) 

emphasizes the importance of reflection during crisis management to help prepare leaders 

for future crises.  

 Martinez and Broemmel (2021) examined educators’ perceptions of their 

professional capabilities during the COVID-19 pandemic. Despite the surmounting 

uncertainty, educators felt connected to their students and believed they were able to still 

support them academically, which positively affected their feelings of self-efficacy. 

Teachers made conscious efforts to still meet the needs of their students. This study 

determined that educators were more committed to the profession at the beginning of the 

pandemic and to their students’ well-being (Martinez & Broemmel, 2021). Teachers 

attributed the success of their efforts to the support from the administration, specifically, 

communication received from the district, which was communicated with them (Martinez 

& Broemmel, 2021). 

Self-Efficacy and School Leadership 

An important element to educational leadership is self-efficacy. According to 

Bandura (1977) self-efficacy is an individual’s belief of how well they can execute a task, 

which affects motivation, well-being, and accomplishment. Bandura (1977) defined four 

sources of self-efficacy: performance outcomes, vicarious experiences, verbal persuasion, 

and emotional arousal. Performance outcomes are the successful attempts an individual 

experiences. When the successes happen close to the onset of the attempt, efficacy is 
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increased (Bandura, 1977). Vicarious experiences occur when someone close to an 

individual successfully executes a task (Bandura, 1977). Verbal persuasion is the 

encouragement and verbal feedback given to an individual attempting a task, by someone 

that individual perceives to possess high self-efficacy (Bandura, 1977). Emotional arousal 

affects self-efficacy when the individual is dealing with negative emotional states 

(Bandura, 1977). 

A belief in one’s own abilities is insufficient for action to be taken. Bandura 

(1982) states, “cognitive social, and behavioral skills must be organized into integrated 

courses of action to serve innumerable purposes” (p. 122). School leaders must take their 

beliefs in their abilities and use them to move themselves and their staff toward task 

completion. As noted by Bandura (1993), “school staff members who collectively judge 

themselves capable of promoting academic success imbue their schools with a positive 

atmosphere for development” (p. 141). 

McCormick (2001) built upon Bandura’s (1997) Social Cognitive Theory to 

provide a lens by which to view the leadership process. According to McCormick (2001), 

the three leadership variables are leader cognitions, leader behaviors, and leadership 

environment. Self-efficacy falls within the leader cognition variable. McCormick (2001) 

asserts, “successful leadership involves using social influence processes to organize, 

direct, and motivate the actions of others. It requires persistent task-directed effort, 

effective task strategies, and the artful application of various conceptual, technical, and 

interpersonal skills” (p. 28). The findings from this research indicate leader self-efficacy 

is important but is not the sole variable that improves leadership. Beliefs about others and 
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their performance, goals, structures, and evaluative processes must be incorporated for 

leaders to be successful (McCormick, 2001). 

School leader self-efficacy can improve student learning outcomes (Leithwood & 

Jantzi, 2008). According to Leithwood and Jantzi (2008) leader self-efficacy is the belief 

in the school leader’s capability to improve student achievement. Stronger self-efficacy 

from the school leader is due to prolonged persistence to difficult tasks. In contrast, 

leader collective efficacy is the leader’s belief in the capacity of others within the school 

community, not in leadership roles, to impact student achievement. Findings from this 

study indicate that leader self-efficacy is more strongly linked to student achievement 

(Leithwood & Jantzi, 2008).  

School leader self-efficacy can also be an important skill during a crisis, such as 

the COVID-19 pandemic. In a study by Brinkmann et. al., (2021) a coaching and 

reflection tool was created which further developed their self-efficacy. This study 

examined the administrators’ reactions at the onset of the pandemic, identified lessons 

they learned, adjustments to their management styles, and their perceptions of handling of 

future events.  

Summary 

The purpose of this study is to discover the nature of the relationship between the 

organizational health and burnout frameworks, as experienced by the high school 

assistant principal. This chapter provided a robust literature review with contextual 

information on various school leadership topics including accountability, the evolution of 

the public school principal, the role and training of the assistant principal, organizational 

health, climate, and culture, the COVID-19 pandemic which all impact the assistant 
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principal. These topics are of particular importance for the scope of this research study in 

that they provide the background information necessary to gain understanding on the 

assistant principals and their workplace experiences.  

Chapter three will provide a detailed guide for the methodology of the study. The 

chapter will discuss the research design, context and setting, selection of participants, and 

data collection and analysis.  
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CHAPTER III 

METHODOLOGY 

 The purpose of this chapter is to discuss the methodology the researcher used to 

collect and analyze the data for this study. Chapter four will provide the findings of the 

study. The purpose of this study is to identify organizational factors that contribute to 

assistant principal burnout based on the Organizational Health Inventory for Secondary 

Schools (Hoy & Feldman, 1987)and the Maslach Burnout Inventory for Educators 

(Maslach & Jackson, 1981).  This study will add to the literature regarding assistant 

principal burnout and identify ways to improve organizational health factors which cause 

assistant principals to experience burnout.   

 This chapter is organized into the following sections: (a) purpose and 

significance of the study, (b) research design, (c) context and setting, (d) participants, (e) 

instrumentation, (f) reliability and validity, (g) data collection, (h), data analysis, and (i) 

summary. 

Purpose and Significance of the Study 

 The purpose of this study was to identify the nature of the relationship between 

organizational health and assistant principal burnout in Texas public high schools. 

Organizational Health refers to the campus’ ability to withstand internal and external 

forces F(Hoy & Feldman, 1987).  The Organizational Health framework consists of seven 

dimensions: Institutional Integrity, Initiating Structure, Consideration, Principal 

Influence, Resource Support, Morale, and Academic Emphasis (Hoy 1990).  According 

to Freudenberger (1974), the burnout phenomenon is the result of exposure to prolonged 

workplace stressors.  Maslach (1984) expounded upon this research by delineating the 
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components of emotional exhaustion, depersonalization, and reduced personal 

accomplishment.  This study also identified the impact of the COVID-19 pandemic as 

experienced by educators, particularly administrators.  

Research Design 

 For this research study, the researcher used convergent mixed methods design 

to ensure the perceptions and lived experiences of the participants are appropriately 

captured and recorded with quantitative and qualitative data. According to Creswell and 

Plano (2017) convergent mixed methods designs can be used to examine relationships 

among variables using interpreted themes from qualitative data. To that end, the 

researcher used Likert-scale instruments and open-ended response questions to conduct 

the study. The researcher sought to determine the perceptions of the campus 

organizational health through the administrators’ experiences.  

 Upon determination of those perceptions gained by the Organizational Health 

Inventory and Maslach Burnout Inventory, the researcher identified correlations between 

the dimensions of burnout based on the subscales for each instrument. As suggested by 

Creswell and Poth (2017) qualitative research is based on philosophical assumptions, 

interpretation, and procedurally studying human experiences. Qualitative data from the 

open-ended response questions provided more insight into the everyday experiences of 

the assistant principals, as they relate to the organizational health and burnout 

frameworks. 

The following research questions directed this inquiry: 

1. What is the nature of the relationship between the assistant principals’ perceptions 

of organizational health (Institutional Integrity, Initiating Structure, 
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Consideration, Principal Influence, Resource Support, Morale, And Academic 

Emphasis) and burnout (Emotional Exhaustion)?  

2. What is the nature of the relationship between the assistant principals’ perceptions 

of organizational health (Institutional Integrity, Initiating Structure, 

Consideration, Principal Influence, Resource Support, Morale, And Academic 

Emphasis) and burnout (Depersonalization)? 

3. What is the nature of the relationship between the assistant principals’ perceptions 

of organizational health (Institutional Integrity, Initiating Structure, 

Consideration, Principal Influence, Resource Support, Morale, And Academic 

Emphasis) and burnout (Personal Accomplishment)? 

Context and Setting 

 This research study utilized high school campuses in districts located within the 

Region 4 service center of Texas. Region 4 is comprised of 47 public school districts, 40 

charter schools, serving over 1.2 million students, 105,000 educators, at approximately 

1500 campuses, making it the largest in Texas. Region 4 is positioned within the counties 

of Harris, Liberty, Chambers, Galveston, Brazoria, Fort Bend, and Waller (Region 4 

Education Service Center, 2022). These counties contain rural, urban, and suburban 

communities. According to the most recent Texas Academic Performance Report, 

campus leadership is approximately 2.7% of the workforce in Texas public schools 

(Texas Academic Performance Report, 2021). Assistant principals within Texas have an 

average of 6 years of experience in the position, and 5.4 years of experience in their 

districts.  
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 This study began during the third school year affected by the COVID-19 

pandemic. Previous school year had been virtual for districts in the region. Several 

districts within the region also dealt with serious weather catastrophes, such as the winter 

storm in February of 2021. Several schools were closed due to dangerous road 

conditions, damage to homes, and massive power outages. The 2021-2022 school year 

was the first year without a major disruption to the learning environment.  

Selection of Participants 

 The researcher used the purposive sampling method to glean data from high 

school assistant principals in the Region. These assistant principals have varying 

educational backgrounds and experience, ages, genders, and marital statuses. However, 

these demographic differences will not impact their participation in the study.  They will 

participate in the study solely due to their role as an assistant principal in a public high 

school within Region 4. 

 Each district within Region 4 has its own external research application process. 

Several districts have an online research proposal application process, and some districts 

have no application process. With that, some districts are not allowing research to be 

conducted using their employees due to concerns with the high level of stress they are 

currently facing due to the COVID-19 pandemic. Therefore, not all districts in Region 4 

will be utilized in this study.  

Instrumentation 

Organizational Health Inventory-Secondary Schools 

 To conduct this study, the researcher used the Organizational Health Inventory 

– Secondary Schools (Hoy & Feldman, 1987) and the Maslach Burnout Inventory for 
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Educators (Maslach & Jackson, 1981a). Both instruments have been widely administered 

within the education field, which adds to the research on organizational health and 

educator burnout. The OHI-S has 44 Likert-scale items and responses vary along a four-

point scale defined by the frequencies: one, “rarely occurs”, two, “sometimes occurs”, 

three, “often occurs”, and four, “very frequently occurs”.  The OHI-S framework is 

comprised of the following constructs: 

• Institutional Integrity (II): Describes a school that has integrity in its 

educational program. The school is not vulnerable to narrow, vested interests of 

community groups; indeed, teachers are protected from unreasonable community 

and parental demands. The school can cope successfully with destructive outside 

forces.  

• Initiating Structure (IS): The school maintains task- and achievement-oriented 

behavior.  The principal makes his or her attitudes and expectations clear to the 

faculty and maintains definite standards of performance. 

• Consideration (C): Is the principal behaviors that are friendly, supportive, and 

collegial.  The principal looks out for the welfare of faculty members and is open 

to their suggestions.  

• Principal Influence (PI): Is the principal’s ability to affect the actions of 

superiors.  The influential principal is persuasive, works effectively with the 

superintendent, simultaneously demonstrates independence in thought and action.  

• Resource Support (RS): Refers to a school where adequate classroom supplies 

and instructional materials are available and extra materials are easily obtained.  
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• Morale (M): Is a sense of trust, confidence, enthusiasm, and friendliness among 

teachers.  Teachers feel good about each other and, at the same time, feel a sense 

of accomplishment from their jobs.  

• Academic Emphasis (AE): Refers to the schools press for achievement.  High 

but achievable goals are set for students; the learning environment is orderly and 

serious; teachers believe students can achieve; and students work hard and respect 

those who do well academically.  

 The OHI-S framework measures the technical, managerial, and institutional 

levels of the organization, which corresponds to a different construct. The technical level 

constructs are Morale and Academic Emphasis. The managerial level consists of 

Principal Influence, Consideration, Initiating Structure, and Resource Support. The 

institutional level construct is Institutional Integrity. The II construct consists of seven 

items; IS, five items; C, five items; PI, 5 items; RS, five items; M, nine items; and AE, 

eight items.   

Maslach Burnout Inventory for Educators 

 Freudenberger (1974) defined burnout as the consequence of prolonged 

exposure to chronic work stressors.  Maslach (1981) utilized this framework to further 

expound the concept of burnout and identified three components: Emotional Exhaustion, 

Depersonalization, and Personal Accomplishment.  The MBI has been adopted for 

various fields of employment such as education, human services, students, and 

healthcare.  

 The assistant principals will also be administered the Maslach Burnout 

Inventory for Educators (Maslach & Jackson, 1981).  The MBI-ES will be utilized to 
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assess the burnout experienced by the assistant principals.  This instrument has been used 

to identify burnout among educators who work directly with students such as teachers, 

counselors, and administrators. The Maslach Burnout Inventory for Educators is a 22-

item questionnaire in which responses are given using a frequency scale with scores 

ranging from 0 (Never) to 6 (Every day).  Administrators will be instructed to answer the 

questions based on their current experiences of burnout. The MBI-ES was developed 

using three subscales:  

• Emotional Exhaustion (EE): the feeling of extreme fatigue after prolonged 

exposure to workplace stressors 

• Depersonalization (DP): are feelings of resentment toward those benefitting 

from the work  

• Personal Accomplishment (PA): Is the decline in one’s belief in one’s own 

abilities  

 The MBI-ES EE subscale consists of nine questions; DP consists of five 

questions, and PA consists of eight questions. Collectively, these items provided the 

researcher with the participants’ experiences with burnout.  

Open-ended response questions 

The instrument will also feature four open-ended response questions, developed 

by the researcher, to gather more insight into their experiences as administrators. The 

open-ended response questions are as follows: 

1. Identify any ways your campus administration seeks to maintain a positive culture 

and climate. 
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2. What challenges are you facing as an administrator that you feel may be brought 

on by the COVID-19 pandemic? 

3. In what ways have your perceptions of your professional capabilities been 

impacted by the COVID-19 pandemic? 

4. How do you perceive the levels of support administrators receive from district-

level administration? 

Reliability and Validity 

 Reliability is the degree to which scores are consistent over time (Irby & 

Lunenburg, 2008). Cronbach’s alpha scores were used to determine the internal 

consistency reliability of the MBI-ES. The MBI-ES Cronbach alpha scores are 

consistently high: Emotional Exhaustion (.90), Depersonalization (.76), and Personal 

Accomplishment (.76).  

 The OHI-S Cronbach alpha scores for each dimension are relatively high: 

Institutional Integrity (.91), Initiating Structure (.89), Consideration (.90), Principal 

Influence (.87), Resource Support (.95), Morale (.92), and Academic Emphasis (.93). The 

factor analysis of the instrument supports the construct validity of the concept of 

organizational health (Hoy et al., 1991).  

 The open-ended response questions were considered valid to the purpose and 

significance of the study because of the parallels that can be drawn between the 

constructs in each instrument. The number of responses for each item in the OHI-S and 

MBI-ES questionnaires were the same as the open-ended responses, which provided an 

equal sample size for the quantitative and qualitative data. The full list of responses can 

be found in Appendices F, G, H, and I. 
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Data Collection 

 Prior to beginning the study, the researcher gained approval by the institution’s 

Institutional Review Board (IRB). Upon receiving this approval, the researcher began the 

research proposal application for each district. The proposal applications were submitted 

to the research and accountability departments within the districts. Upon approval of the 

application, the researcher requested written permission from the principal of each 

campus, as required by district personnel. Email communication was sent to each 

principal asking for their assistant principals’ participation in the survey. Principals were 

given the purpose of the research study and assured that the responses would remain 

confidential and anonymous.  

 Once approval by the school principal was granted, the researcher sent an email 

requesting their participation in the research study. In the email, the researcher provided 

the link to the survey via survey monkey. Consent forms were provided digitally with the 

instrument, as well. From then, data was collected from assistant principals, who agreed 

to participate, using the survey instrument between November 2021 and February 2022.  

Data Analysis 

 Prior to beginning the data analysis, responses from the survey monkey site 

were downloaded into a Microsoft Excel workbook and the researcher removed any 

blank responses. Descriptive statistics were used to calculate aggregate mean scores for 

the OHI-S and the MBI-ES, including each subscale. Microsoft Excel statistical functions 

were used to analyze the quantitative data. Pearson r correlations were scored to 

determine the relationships between subscales. Weak correlations scores were .0-.3, 
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moderate were .3-.5, and strong were greater than .5. Demographic data were explored to 

determine the mean ages, years’ experience on the campus and in administration.   

 To analyze the qualitative data, responses from the assistant principals were 

copied into the Microsoft Word processing software. The researcher read through all the 

responses to gather an overall feeling from the participants. Then, responses were 

grouped and labeled to identify themes and subthemes that emerged from the data. 

Similarities were found between themes from qualitative data and the constructs of the 

OHI-S and the MBI-ES. Themes presented from the qualitative data supported existing 

research on assistant principal roles, organizational health, and self-efficacy. 

Summary 

 High school assistant principals are often ignored in burnout literature. Their 

perceptions, as school leaders, are critical in examining the effect the work has on their 

day-to-day experiences. Assistant principals face challenging student behaviors, heavy 

workloads, and leading through the COVID-19 pandemic. To add to the literature on 

assistant principal burnout, participants were surveyed on their current experiences.  

 Organizational Health, as noted by Hoy and Feldman (1987), is the campus’ 

ability to withstand outside forces without losing its focus and collegiality. Positive 

organizational health has been cited to improve student achievement (Roney & Coleman, 

2011). The subscales of the OHI-S are Institutional Integrity, Initiating Structure, 

Consideration, Principal Influence, Resource Support, Morale, and Academic Emphasis. 

These subscales measure the technical, managerial, and institutional levels of the 

organization. 
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 Burnout was assessed using the Maslach Burnout Inventory for Educators 

Survey. The subscales of this instrument are Emotional Exhaustion, Depersonalization, 

and Personal Accomplishment. Burnout can cause absenteeism, physical and mental 

health issues, and turnover within organizations (Maslach, 2017). 

 These Likert-scale instruments were used to quantitatively assess the 

organizational health and burnout from the assistant principals’ perspective. Data analysis 

was conducted using descriptive statistics to identify the mean scores of each subscale 

within the OHI-S and the MBI-ES. Four open-ended response questions were also used 

for qualitative data.  

 The purpose of this methodology chapter was to outline the purpose and 

significance, research design, context and setting, selection of participants, instruments, 

and data collection and analysis measures for this research study.  The reliability and 

validity of the instruments used were also discussed. Chapter four will discuss the 

findings of each research question and the themes which emerged from the qualitative 

data.  

  



 
 

82 
 

CHAPTER IV 

FINDINGS 

This mixed methods study assessed the relationship between organizational health 

and burnout among assistant principals within Region 4 high schools. The purpose of this 

chapter is to report the findings of the descriptive statistics, particularly mean scores, and 

standard deviations for the subscales of the Organizational Health Inventory – Secondary 

Schools (OHI-S) and the Maslach Burnout Inventory for Educators Survey (MBI-ES). 

The instrument also included four open-ended response questions, developed by the 

researcher, to gain qualitative data on the experiences of the assistant principal on their 

campuses.  

Qualitative data from the open-ended response questions were analyzed to 

provide themes on the participants’ current experiences as administrators of a high school 

during the COVID-19 pandemic. The open-ended response questions were as follows: 

1. Identify any ways your campus administration seeks to maintain a positive culture 

and climate. 

2. What challenges are you facing as an administrator that you feel may be brought 

on by the COVID-19 pandemic? 

3. In what ways have your perceptions of your professional capabilities been 

impacted by the COVID-19 pandemic? 

4. How do you perceive the levels of support administrators receive from district-

level administration? 

From the open-ended response questions three significant themes emerged—

supporting the well-being of others, negative attitudes, and leading through crisis. The 
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themes that emerged correspond to the constructs of the OHI-S and the MBI-ES. This 

chapter is a detailed summary of the data provided in this research inquiry.  

Descriptive Statistics 

A total of 21 high school assistant principals participated in the study. 

Demographic data taken from the participants’ responses indicated males comprised 48% 

and females were 52%. Marital status data indicated 76% of the respondents were 

married, 14% were divorced or separated, and 10% were single. Ninety percent of the 

respondents held a master’s degree and 10% held a doctorate. Fifty-two percent of the 

administrators have been on their campuses between one and four years, 24% have been 

on the campus between five and nine years, 14% have been on the campus between 10 

and 14 years, and 10% have been on the campus for more than 15 years. Fifteen percent 

of the assistant principals have been in education between one and four years, 48% have 

been in education between five and nine years, 21% have been in education between 10 

and 14 years, and 15% have been in education more than 15 years. 

There were 22 Likert-scale questions on the Maslach Burnout Inventory for 

Educators, 44 Likert-scale questions in the Organizational Health Inventory for 

Secondary Schools, and four open-ended response questions. The MBI-ES questions 

were on a 6-point scale with responses of 0 (never), 1 (a few times a year or less), 2 (once 

a month or less), 3 (a few times a month), 4 (once a week), 5 (a few times a week), and 6 

(everyday). The subscales of the MBI-ES include Emotional Exhaustion (EE), 

Depersonalization (DP), and Personal Accomplishment (PA). 

The OHI-S questions were on a 4-point scale with responses of 1 (Rarely occurs), 

2 (Sometimes Occurs), 3 (Often Occurs), and 4 (Very Frequently Occurs). The subscales 
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of the OHI-S include Institutional Integrity (II), Initiating Structure (IS), Consideration 

(C), Principal Influence (PI), Resource Support (RS), Morale (M), and Academic 

Emphasis (AE). For each subscale, raw scores, mean scores, and standard deviations 

were calculated as reported in Appendices A and C.   

Research Question One 

 What is the nature of the relationship between the assistant principals’ 

perceptions of organizational health (Institutional Integrity, Initiating Structure, 

Consideration, Principal Influence, Resource Support, Morale, And Academic Emphasis) 

and burnout (Emotional Exhaustion)?  

 The overall mean score of EE within the MBI-ES was 3.02, out of a possible 6. 

The mean score of II was 2.5 with a standard deviation of 0.97. The mean score of IS was 

3.23 with a standard deviation of 0.80. The mean score of C was 3.02 with a standard 

deviation score of 0.902. The PI mean score was 2.6 with a standard deviation of 0.93. 

The mean score of RS was 3.13 with a standard deviation of 0.88. The mean score of M 

was 2.4 with a standard deviation of 0.84. The mean score of AE was 2.69 with a mean 

score of 0.92. The mean score of AE was 2.69 with a standard deviation of 0.92.  

 To determine the relationship between the OHI-S and EE, Pearson r 

correlations were calculated. A positive, moderate correlation was found between EE and 

II with an r value of 0.4603. EE and IS had a negative, moderate relationship with an r 

value of -0.44. EE and C had a negative, weak correlation with an r value of -0.3182. EE 

and PI had a negative, weak correlation with an r value of -0.1859. EE and RS had a 

negative, weak correlation with an r value of -0.2203. EE and M had a negative, 

moderate correlation with an r value of -0.378. AE had a negative, moderate correlation 
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with r value of -0.3056. Based on the data presented, the constructs IS, C, PI, RS, M, and 

AE reported negative correlations with the EE construct. 

Supporting the Well-being of Others 

The first theme that emerged from the qualitative data was supporting the well-

being of others. Assistant principals provide their campuses with support to ensure their 

staff feels appreciated and valued. In their responses, assistant principals discussed their 

efforts for teachers. Responses included, “staff knows they are cared for and supported” 

and “administration makes attempts to be fair, positive, and empathetic to student and 

staff needs”. Assistant principals noted their empathetic attitudes toward their staff. 

Another comment stated that “teachers really need rest and understanding when they take 

rest”.  

 Staff recognition and celebration emerged as a subtheme. The assistant 

principals provide teachers with tangible tokens of appreciation and recognition. Several 

respondents stated, “gift cards”, “jean days”, and “staff celebrations” as ways they 

increase morale on the campus. Another assistant principal said, “frequent celebrations of 

successes” for teachers.  

 The assistant principals noted their participation in the celebrations of success 

on their campus through weekly or monthly celebrations and communication through 

newsletters. Recognition involved highlighting specific achievements of teachers within 

the campus. One assistant principal reported that their campus would “stop drop and 

celebrate one another to increase morale”. Other respondents stated, “we recognize good 

things on campus that teachers have done weekly”, “recognizing and celebrating a staff 



 
 

86 
 

member of the week”, and “recognizing, weekly, several teachers that have demonstrated 

something successful during the week”.  

 A second subtheme is the importance of relationships among staff as well as 

students. These assistant principals are not only responsible for caring for teachers; they 

also included students in their response. As noted by one administrator, “we are loving 

and caring to students.” Another responded stated, “we are team oriented.”   

Research Question Two 

What is the nature of the relationship between the assistant principals’ 

perceptions of organizational health (Institutional Integrity, Initiating Structure, 

Consideration, Principal Influence, Resource Support, Morale, And Academic Emphasis) 

and burnout (Depersonalization)? 

 The overall mean score of DP within the MBI-ES was 1.309, out of a possible 

6. The mean score of II was 2.5 with a standard deviation of 0.97. The mean score of IS 

was 3.23 with a standard deviation of 0.80. The mean score of C was 3.02 with a standard 

deviation score of 0.902. The PI mean score was 2.6 with a standard deviation of 0.93. 

The mean score of RS was 3.13 with a standard deviation of 0.88. The mean score of M 

was 2.4 with a standard deviation of 0.84. The mean score of AE was 2.69 with a mean 

score of 0.92. The mean score of AE was 2.69 with a standard deviation of 0.92.  

 To determine the relationship between the OHI-S and DP, Pearson r 

correlations were calculated. A positive, strong correlation was found between DP and II 

with an r value of 0.6825. DP and IS had a negative, strong correlation with an r value of 

-0.5184. DP and C had a negative, weak correlation with an r value of -0.2545. DP and PI 

had a positive, weak correlation with an r value of 0.0455. DP and RS had a negative, 
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weak correlation with an r value of -0.1424. DP and M had a negative, weak correlation 

with an r value of -0.2439. DP and AE had a negative, weak correlation with an r value 

of -0.1754. This data illustrates the negative relationship between the DP and IS, C, RS, 

N, and AE constructs.  

Negative Attitudes 

Qualitative data taken from the open-ended response questions provided the 

theme of negative attitudes among the assistant principals. Responses included 

frustration, feeling ignored, and not being treated as professionals. One assistant principal 

stated, “this has been a frustrating year and a half”. Other assistant principals discussed 

“disrespect” and “being ignored,” and “being treated as disposable.”  

Communication with stakeholders emerged as a subtheme from the negative 

attitudes. The participants recognize the importance of stakeholder input, but this is 

affecting their attitudes. According to one participant, “we are intentional with asking for 

information and feedback.” Another assistant principal stated, when dealing with 

stakeholders, “[I] interact with caution.” 

The second subtheme of the qualitative data is support. District support has not 

been helpful with the issues campuses have seen since the return to in-person learning. 

As stated by one assistant principal, “no one really has the answers.” One assistant 

principal believes the support that is provided by district leadership is “not because they 

are genuinely supportive.”  

Responses from the assistant principals indicate a disconnect between campuses 

and district administration. One assistant principal stated, “they come in and are seeking 

to fix the problem from their vantage point and not truly dissecting and understanding 
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what is taking place at the campus level.” Negative attitudes by the assistant principals 

are also evident in their perceptions of their value to the district. One responded stated, 

“assistant principals are not recognized or valued at all by our district-level 

administration.”  

Research Question Three 

What is the nature of the relationship between the assistant principals’ 

perceptions of organizational health (Institutional Integrity, Initiating Structure, 

Consideration, Principal Influence, Resource Support, Morale, And Academic Emphasis) 

and burnout (Personal Accomplishment)? 

 The overall mean score of the PA within the MBI-ES was 4.23, out of a 

possible 6, and the standard deviation was 1.58. The mean score of II was 2.5 with a 

standard deviation of 0.97. The mean score of IS was 3.23 with a standard deviation of 

0.80. The mean score of C was 3.02 with a standard deviation score of 0.902. The PI 

mean score was 2.6 with a standard deviation of 0.93. The mean score of RS was 3.13 

with a standard deviation of 0.88. The mean score of M was 2.4 with a standard deviation 

of 0.84. The mean score of AE was 2.69 with a mean score of 0.92. The mean score of 

AE was 2.69 with a standard deviation of 0.92.  

 To determine the relationship between the OHI-S and PA, Pearson r 

correlations were calculated. A negative, weak correlation was found between PA and II 

with an r value of -0.2752. PA and IS had a positive, weak relationship with an r value of 

0.0904. PA and C had a positive, weak correlation with an r value of 0.2668. PA and PI 

had a positive, weak correlation with an r value of 0.0842. PA and RS had a negative, 

moderate correlation with an r value of -0.0384. PA and M had a positive, weak 
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correlation with an r value of 0.0315. PA and AE had a positive, weak correlation with an 

r value of 0.0006. As indicated by the data presented, there was positive correlation 

between PA and IS, C, PI, M, and AE.  

Leading through Crisis 

A final theme discovered through the qualitative analysis was leading through 

crisis. Responses also included the crisis management involved in their role since the start 

of the pandemic such as tracking COVID cases on the campus. One assistant principal 

reported, “having to track COVID cases on top of normal duties.” Assistant principals 

consistently reported issues with staffing shortages, and addressing instructional loss 

brought on by a year of virtual learning and absences due to mandated quarantines for 

infected or exposed individuals. According to one respondent, “teachers are tired and do 

not follow the expectation and there needs to be a reset by administration where detailed 

expectations are leveled out and put into place and reviewed at length.”  

Self-efficacy became a subtheme from the qualitative data. Feelings of 

inadequacy to handle their workload brought on by the pandemic was also a challenge. 

One assistant principal stated that, “[I] questioned myself often as a school leader.” 

Assistant principals note the challenges of problem-solving but as noted by one 

participant, “this phenomenon has produced a lot of moving targets and challenges that 

are simply very hard to address.”  

Mental health was a second subtheme which emerged from the qualitative data. 

Assistant principals are facing challenges handling the mental health and behavior 

challenges of students upon their return to in-person learning. Assistant principals are 

“attempting to balance the needs of stakeholder needs from a health and wellness 
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perspective with the needs of student learning”. The assistant principals in the study 

noted their struggles with the mental health challenges they are facing on their campuses. 

According to one assistant principal, “[there are] insufficient resources to address 

discipline and mental health challenges.” 

Summary 

Chapter four presented the findings for the data collected in this study. The OHI-S 

and MBI-ES provided quantitative data to the study and assessed the organizational 

health and burnout as intended. This chapter reported the data gleaned from the mean 

scores for constructs within each instrument. 

Participants’ responses were consistent with burnout in only one of the three 

subscales. The responses in the Emotional Exhaustion subscale indicated the participants’ 

experiences with burnout occur a few times a month, but not each week. Participants 

reported feelings of Depersonalization a few times a year, but not each month, as 

indicated by the low score on the subscale. Similarly, the Personal Accomplishment 

subscale indicated participants identified with this component once per week, but not 

every day.  

Insights into the relationships between the constructs of the OHI-S and the MBI-

ES were gathered using Pearson r coefficients. Overall, negative correlations were found 

between the constructs of the two instruments. It can be concluded that lower 

organizational health scores indicate more frequent occurrences of emotional exhaustion. 

The opposite can be concluded with the Depersonalization subscale; the higher scores 

indicate a result of lower organizational health scores. Positive relationships were found 
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between the Personal Accomplishment subscale and organizational health; therefore, 

higher Personal Accomplishment scores correspond to positive organizational health.  

Themes from the qualitative data taken from the open-ended response questions 

were summarized and discussed. There was a recurring contrast between the responses 

from the Likert-scale items and the themes from the open-ended responses. When given 

the opportunity to respond freely, participants gave much more negative responses. The 

qualitative responses seemed to indicate they were struggling with burnout, more than the 

burnout instrument. 

Supporting the well-being of others emerged as a theme in response to the 

participants’ efforts to improve culture and climate on their campuses. These efforts, 

though beneficial to their campuses, are placing strain on the assistant principals. They 

require coordination of resources to provide staff with celebrations and recognition. The 

importance of relationships between administrators and campus staff and students 

emerged as a subtheme. 

Negative attitudes also emerged as a theme from the qualitative data. The 

participants’ responses are due to a perceived lack of support from central office and a 

lack of recognition, which emerged as subthemes. This theme has similarities to the 

Depersonalization subscale of the MBI-ES; however, resentment is directed towards the 

clientele that they serve. Their responses showed negative attitudes toward district 

leadership. Leading through crisis is the final theme that emerged from the open-ended 

response questions. When juxtaposed to the Personal Accomplishment subscale, this 

theme is seemingly contrary to the high scores.  



 
 

92 
 

 Chapter five will provide a summation of the entire study including conclusions, 

limitations, and implications. A detailed discussion of the findings will precede the 

researcher’s recommendations for future study.  
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CHAPTER V 

SUMMARY, DISCUSSION, AND CONCLUSIONS 

Chapter four reported the data analysis taken from the survey responses, including 

the open-ended response questions. Chapter five consists of a summary of the study, the 

discussion of the findings, conclusions, limitations, implications for practice at the 

individual, campus, district, state, and federal levels. The final section of this chapter is 

the recommendations for future research. The purpose of these sections is to provide a 

clear understanding of current study related to the existing literature on organizational 

health and assistant principal burnout.  

Summary of the Study 

This study aimed to examine the relationship between campus organizational 

health and the assistant principals’ experiences of burnout. There is a gap in research 

regarding high school assistant principal burnout. This study added to the growing body 

of literature on the subject. The study used two frameworks as guidance. The first is the 

Organizational Health framework developed by Hoy and Feldman (1987), and the second 

is the Maslach Burnout Inventory (Maslach & Jackson, 1981). The Organizational Health 

framework measures the three dimensions of the organization’s environment: the 

technical, managerial, and institutional. Within these components are the seven constructs 

of the Organizational Health Inventory for Secondary Schools (OHI-S): Institutional 

Integrity, Initiating Structure, Consideration, Principal Influence, Morale, Resource 

Support, and Academic Emphasis.  These constructs measure the extent to which a 

school is healthy. The responses of this instrument included: Rarely Occurs (1), 

Sometimes Occurs (2), Often Occurs (3), and Very Frequently Occurs (4).  
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The Maslach Burnout Inventory for Educators (MBI-ES) assesses the extent to 

which an individual experiences burnout. Three subscales emerged from the research on 

burnout: Emotional Exhaustion, Depersonalization, and Personal Accomplishment. The 

responses from this instrument are: Never (0), A Few Times a Year or Less (1), Once a 

Month or Less (2), A Few Times a Month (3), Once a Week (4), A Few Times a Week (5), 

and Every Day (6). 

The methodology of the study followed a mixed methods design, which provided 

both quantitative and qualitative data. The quantitative data taken from the instruments 

was analyzed to discover the participants’ experiences with burnout and the nature of the 

relationship between organizational health and burnout from the assistant principal’s 

perspective. Descriptive statistics were used to determine the mean scores for each 

subscale and standard deviation scores.  

In addition to the two instruments, participants were also asked to respond to four 

open-ended response questions. These responses provided rich, qualitative data to allow 

the researcher to fully ascertain the experiences of the assistant principals. Responses 

were copied into the Microsoft Word processing software and commonalities between 

responses were recorded for analysis. These responses were then summarized and 

grouped to allow for thematic interpretation by the researcher. Themes that emerged from 

the study include supporting the well-being of others, negative attitudes, and leading 

through crisis. Subthemes include recognition of staff, relationships, communication with 

stakeholders, support, self-efficacy, and mental health. 
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Discussion of the Findings 

This study sought to determine the nature of the relationship between the 

organizational health and burnout frameworks. First, the means of the subscales were 

determined, followed by the correlations for each subscale. The MBI-ES does not provide 

an overall score that indicates whether an individual is experiencing burnout. However, 

the subscales are examined individually based on their mean scores. High scores in the 

Emotional Exhaustion subscale indicate that an individual  

The MBI-ES does not provide an overall burnout score; therefore, the researcher 

analyzed each subscale separately. The mean scores of the MBI-ES subscales indicate the 

assistant principals surveyed experienced emotional exhaustion a few times a month, 

depersonalization a few times a year, and personal accomplishment once per week. The 

findings of the study indicated mostly negative relationships between the constructs of 

the OHI-S and the MBI-ES. The themes which emerged were supporting the well-being 

of others, negative attitudes, and leading through crisis. These themes correspond to 

several constructs within the MBI-ES. 

The assistant principals indicated high scores in the emotional exhaustion 

subscale, indicating they feel fatigued and drained from their work a few times per 

month. The theme of supporting the well-being of others supports the first subscale of the 

MBI-ES. Emotional Exhaustion occurs in response to prolonged exposure to workplace 

stressors (Maslach & Jackson, 1984). Subthemes that emerged were relationships and 

recognition of staff and the importance of relationships, which are critical components of 

organizational health. Depersonalization scores were low for respondents in the study. 

Overall, the assistant principals did not identify with negative feelings toward students.  



 
 

96 
 

The responses to the open-ended response questions did provide a theme of 

negative attitudes. After interpreting the qualitative responses, the assistant principals 

noted a lack of support by district level administration and their efforts to listen to 

stakeholder feedback and concerns. These themes correspond to the Principal Influence 

and Resource Support constructs of the OHI-S. 

Personal Accomplishment scores were high for the assistant principals. The 

respondents identified with this feeling once per week. Despite the challenges they are 

experiencing navigating the COVID-19 pandemic, they are still able to feel positively 

towards themselves. Leading through crisis emerged as a theme from the qualitative data. 

The assistant principals reported challenges they are facing with student behaviors and 

mental health challenges from teachers and students.  

The MBI-ES does not provide an overall score to indicate burnout. However, 

scores in each subscale correspond with their experiences. The emotional exhaustion 

scores of the participants are higher than what would be expected of individuals that are 

not experiencing burnout. It is also important to note that Maslach (2017) asserts that 

when individuals are experiencing burnout, the Emotional Exhaustion dimension is often 

to what they are referring. In the assistant principal responses to the open-ended 

questions, several respondents Expressed “burnout” as one of their responses. The 

depersonalization and personal accomplishment scores do not indicate that the 

respondents are experiencing a high level of burnout.  

The seven constructs in the Organizational Health Inventory for Secondary 

Schools provides scores for campuses to determine their overall health.  This study did 

not seek to determine scores for each campus. The purpose of using this instrument was 
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to assess the assistant principal’s perception of their individual campuses to establish a 

relationship between the constructs of organizational health and burnout.  

Research Question One 

What is the nature of the relationship between the assistant principals’ 

perceptions of organizational health (Institutional Integrity, Initiating Structure, 

Consideration, Principal Influence, Resource Support, Morale, And Academic Emphasis) 

and burnout (Emotional Exhaustion)? 

Assistant principals were given the OHI-S and the MBI-ES to determine the 

nature of the relationship between the two subscales. Positive correlations were found 

between Emotional Exhaustion and Institutional Integrity. Negative correlations were 

found between Emotional Exhaustion, Initiating Structure, Consideration, Principal 

Influence, Resource Support, Morale, and Academic Emphasis. Four open-ended 

questions provided themes, which supported the constructs of the MBI-ES. Themes that 

correspond to Emotional Exhaustion are supporting the well-being of others and 

recognition and relationships. 

Institutional Integrity is the degree to which the campus is vulnerable to outside 

forces such as unreasonable parent demands or district expectations. The assistant 

principals surveyed indicated they felt their campuses were sometimes vulnerable to their 

demands. Higher scores in Institutional Integrity yielded higher scores in Emotional 

Exhaustion. Assistant principals on campuses with higher scores in this domain are 

supported by their principal when demands are placed on them from outside forces.  

Initiating Structure refers to the principal’s expectations being clearly 

communicated to the entire staff. The assistant principals identified this as an often 
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occurrence. A negative relationship was found between these two constructs. Therefore, 

the more frequently a principal effectively communicates their expectations, the less the 

assistant principal feels emotionally exhausted in their jobs.  

Consideration refers to the friendliness and approachability of the principal. 

Assistant principals perceive their principals to care about their well-being often. Higher 

consideration scores yielded lower emotional exhaustion scores. Principals who are treats 

their staff well and who are willing to make changes suggested by the faculty, will have 

an administrative team that feels less emotional strain from their jobs. 

Principal Influence is the ability of the principal to affect the actions of superiors. 

Principals possessing this trait are often able to provide ideas that are considered by 

district leadership. Respondents identified their principals as having this trait sometimes. 

A negative correlation was found in these domains. The assistant principals scored their 

principals lower in this dimension, but also had higher emotional exhaustion scores.  

Resource Support is the accessibility of instructional resources for teachers on the 

campus. The assistant principals identified this as something that occurs sometimes. 

However, assistant principals in the study identified a lack of resources in the open-ended 

questions. One participant affirmed, “insufficient of resources to address discipline and 

mental health” as a challenge impacting their daily work. Another participant stated, 

“students are behind academically and socially, and we do not have the resources to 

address this effectively.” When campuses lack resources, the strain is felt by the assistant 

principals who must creatively address the needs that remain. 

Morale is the overall sense of friendliness among the teachers and the sense of 

accomplishment in their jobs. The assistant principals identified positive morale as an 
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occurrence that happens sometimes. Higher scores in Emotional Exhaustion yielded 

lower scores in Morale. This finding indicates that assistant principals experience 

emotional strain when the relationships between teachers are not positive. The qualitative 

responses indicate the assistant principals believe celebrations on campus improve 

morale; however, scores indicate positive relationships are more important than those 

efforts.  

Academic Emphasis emphasizes high expectations for students within the school. 

The assistant principals identified this as an occurrence that happens sometimes. The 

relationship between Academic Emphasis and Emotional Exhaustion is negative. Scores 

were high in Emotional Exhaustion; yet they were lower in Academic Emphasis.  

Research Question Two 

What is the nature of the relationship between the assistant principals’ 

perceptions of organizational health (Institutional Integrity, Initiating Structure, 

Consideration, Principal Influence, Resource Support, Morale, And Academic Emphasis) 

and burnout (Depersonalization)? 

Depersonalization is the subscale that measures the degree to which an individual 

begins to resent those that they service, in this instance teachers, students, and other 

stakeholders. However, items on the MBI-ES in the depersonalization subscale were 

more related to students. Items included statements such as, “I feel I treat some students 

as if they were impersonal objects” and “I don’t really care what happens to some 

students.” In both instances, mean scores were very low in this subscale. The 

depersonalization subscale indicated the assistant principals only felt negatively towards 

students and stakeholders a few times per year or less. The relationships between 
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Depersonalization and the constructs within the OHI-S were negative, with the 

exceptions of Institutional Integrity and Principal Influence, which were positive.  

The relationship between Depersonalization and Institutional Integrity indicated 

more vulnerability from outside forces yielded lower scores in Depersonalization. The 

assistant principal believe their stakeholder community has influence with upper 

leadership over decisions made for the campus, which causes strain between the 

relationships.  

The relationship between Depersonalization and Principal Influence indicates that 

lower instances of resentment toward stakeholders, results in lower instances of principal 

influence. Principals who lack the ability to be taken seriously by their superiors, have 

assistant principals who have fewer negative attitudes towards students and teachers.  

Relationships were found between Depersonalization, Initiating Structure, 

Consideration, Resource Support, Morale, and Academic Emphasis. The negative 

correlation between Depersonalization and Initiating Structure indicates that more clarity 

in the expectations placed upon them by the principal, the less assistant principals feel 

negatively towards stakeholders. 

The negative correlation between Depersonalization and Consideration indicates 

that principals who exhibit positive personality traits have assistant principals who have 

fewer negative interactions with stakeholders. When principals are perceived to 

genuinely care about their staff, the assistant principals have better relationships with the 

students they serve.  

The assistant principals reported favorably to the resources available to teachers 

on their campus. However, the relationship between Resource Support and 
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Depersonalization indicate assistant principals have better relationships with teachers 

when resources are plentiful. Interestingly, when allowed to respond openly, the assistant 

principals reported a lack of resources to handle the significant needs of the students on 

their campuses. The academic and behavioral needs that came about from the previous 

years’ disruptions caused the assistant principals to feel less prepared and feel they lack 

necessary resources. 

The relationship between Depersonalization and Morale indicate that when the 

morale on a campus is high, the assistant principals have positive relationships with 

students and teachers. The assistant principals’ responses indicated teacher relationships 

on their campuses were sometimes friendly and supportive to one another. A subtheme 

that emerged from the open-ended responses was the importance of relationships among 

administrators and stakeholders.  

The relationship between Depersonalization and Academic Emphasis indicate that 

higher press for academic success within the learning environment is accompanied by 

better relationships among assistant principals, teachers, and students. The academic 

emphasis dimension measures the extent to which the learning environment is effective 

and how motivated students are for success. Assistant principals feel less callously 

towards students and teachers when the learning environment is conducive to academic 

success. 

Negative attitudes of assistant principals emerged as a theme from the qualitative 

data but is contrary to their depersonalization subscale score. These negative attitudes 

were directed toward district-level leaders due to the lack of support and recognition 

assistant principals receive. One respondent stated, “assistant principals are not 
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recognized or valued at all by our district level administration” which is consistent with 

research naming the assistant principal as “the forgotten leader” (Cohen & Schechter, 

2019, p. 100). Assistant principals also identified with being ignored by students and 

feeling as if they were a “joke.” Assistant principals also identified feeling as if they are 

“just surviving” and “operating in crisis mode.” This is consistent with research on 

assistant principal job roles, which indicate they spend more time on tasks which require 

immediate attention, rather than instructional leadership (Jones 2021). 

Communication with stakeholders emerged as a subtheme in the study. The 

participants detailed their efforts to listen to teacher concerns and gave them serious 

consideration before implementing them on campus. Feedback was identified as a 

method of communication between administrators and teachers. One assistant principal 

stated, “We try to listen to the teachers’ concerns and implement changes when it will 

help the school and be the best thing for students.” As with the theme of negative 

attitudes, communication with stakeholders can impact the assistant principals’ 

experiences with burnout. 

Support became a second subtheme of the study. The assistant principals did not 

feel supported by district-level administration, as indicated by their responses to the 

open-ended responses. However, the assistant principals did mention their support of 

teachers on their respective campuses. Support is beneficial to the relationships within the 

campus. Administrators, teachers, and students benefit when positive relationships are 

formed and sustained. These supportive relationships help the assistant principals 

experience less depersonalization.  
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Research Question Three 

What is the nature of the relationship between the assistant principals’ 

perceptions of organizational health (Institutional Integrity, Initiating Structure, 

Consideration, Principal Influence, Resource Support, Morale, And Academic Emphasis) 

And Burnout (Personal Accomplishment)? 

Responses from the Personal Accomplishment subscale of the MBI-ES and the 

OHI-S were analyzed to determine the nature of the relationship. Personal 

Accomplishment is the sense of effectiveness and satisfaction in one’s work. Assistant 

principals identified with high levels of personal accomplishment; despite the challenges 

they face. Respondents identified with personal accomplishment once per week. Negative 

relationships were found with Institutional Integrity and Resource Support. Positive 

relationships were found with Initiating Structure, Consideration, Principal Influence, 

Morale, and Academic Emphasis. The relationships between these two constructs were 

weak and indirect. Themes that emerged from the open-ended responses include leading 

through crisis, self-efficacy, and mental health.  

The relationship between Institutional Integrity and Personal Accomplishment 

indicate the less campuses are affected by outside demands; the more assistant principals’ 

personal accomplishment is increased. There is a negative relationship between Resource 

Support and Personal Accomplishment. The ability to provide resources to the campus 

allows the assistant principal to perceive themselves to be effective in their jobs. 

The Initiating Structure subscale of the OHI-S shared a positive correlation to 

Personal Accomplishment. This relationship indicates that the direction setting of the 

principal will positively influence the assistant principal’s sense of satisfaction in their 
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work. The positive relationship between Personal Accomplishment and Consideration 

indicates that assistant principals have better experiences in the workplace when they 

believe the principal cares for them. Positive relationships were found between Personal 

Accomplishment and Principal Influence. When the principals are respected by the 

district leadership, the assistant principals benefit. They are more effective in their jobs 

when there are district leaders who support the input of the principal.  

Morale positively impacts the assistant principals’ perceived effectiveness. The 

relationships built within the campus help the assistant principal’s personal 

accomplishment. Academic Emphasis also positively impacts the assistant principals’ job 

efficacy and satisfaction. When they believe the teachers and students take the learning 

environment seriously and extend more effort towards academic achievement, the 

assistant principals are more effective in their jobs.  

Leading through crisis became a recurring theme in the qualitative data from the 

open-ended response questions. These challenges come from students being away from 

their schools since March 2020 and becoming reacclimated to expectations on their 

campuses. Administrators are having to deal with serious behaviors from students 

because of being away from campus for over a year. Administrators were responsible for 

meeting the needs of their students and families during challenging times.  

 The assistant principals indicated that student mental health challenges and lack 

of socialization skills impacted their behaviors. Self-efficacy supports the Personal 

Accomplishment subscale of the MBI-ES. One responded indicated that they “remain 

steadfast” in their abilities during the challenges of being a campus leader during the 

pandemic.  
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Mental health challenges emerged as a subtheme, which impacted the assistant 

principals’ sense of efficacy in their roles. The participants indicated the COVID-19 

pandemic brought on significant mental health challenges for both teachers and students. 

Learning to navigate the resources available to them helped the assistant principals feel 

more effective in their roles, which supported the Personal Accomplishment subscale. 

Conclusions 

The findings of this study contribute to the growing body of research on 

organizational health and its impact on burnout. This research study sought to determine 

the nature of the relationship between the two frameworks. The scores from the 

Organizational Health Inventory for Secondary Schools indicate the importance of the 

Institutional Integrity, Initiating Structure, Consideration, and Morale components. These 

domains reported the strongest impacts on burnout, as reported by the assistant principals. 

It is important to note that these components of the educational environment have 

struggled recently due to the challenges brought on by the COVID-19 pandemic.  

Morale is defined in the organizational health framework as the relationships and 

collegiality among teachers and staff within the organization. Relationships between 

administrators and staff have been strained due to the expectations of carrying out the 

goals of the campus, despite the toll the pandemic has taken on mental health. Academic 

Emphasis refers to the high expectations for student learning. Teachers are struggling to 

address the learning loss students have experienced due to the pandemic. Administrators 

are faced with supporting teachers in these endeavors. Institutional Integrity is the 

campus’s ability to withstand external forces such as vocal parents or community groups. 

This has been a challenge for assistant principals since the onset of the COVID-19 
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pandemic. School administrators have been at the forefront of the vitriol from parents and 

other stakeholders in response to mask mandates and virtual learning.  

Participants’ perceptions of their campus’s organizational health suggest the 

managerial domain is functioning well on their campuses. This domain consists of the 

Principal Influence, Consideration, Initiating Structure, and Resource Support constructs. 

These constructs express the importance of the principal’s role in positive organizational 

health, which supports existing principal leadership. According to Hoy and Feldman 

(1999), principals are responsible for maintaining the organizational health on the 

campus. 

Initiating Structure is the principal’s ability to provide clear expectations and 

attitudes to the entire faculty, including the assistant principal. Scores in this construct 

indicate the assistant principal believes the principal sets clear goals and communicates 

them effectively. Resource Support is the ability of the school to have adequate resources 

for classroom instruction. Participants indicated this as an often occurrence on their 

campuses. 

Emotional Exhaustion refers to the depletion of mental and physical energy 

towards one’s work. The assistant principals surveyed indicated high levels of emotional 

exhaustion. Depersonalization is the resentment an individual feels towards those that 

they serve. The MBI-ES items in this category largely address students. The assistant 

principals scored low in this category, indicating that they do not resent the students on 

their campuses. Personal Accomplishment is the belief in one’s abilities. The assistant 

principals indicated strong beliefs in themselves as professionals. Based on these two 

subscales of the MBI-ES, conclusions cannot be drawn that they are facing burnout. 
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This study revealed relationships between the constructs of the Organizational 

Health Inventory – Secondary Schools and the Maslach Burnout Inventory for Educators. 

Negative correlations were mostly found in each dimension of each subscale. These two 

frameworks should be effectively implemented on campuses to provide positive 

experiences for assistant principals. In sum, the demands placed on assistant principals 

from community and parent groups, the clarity in principals’ expectations, morale, and 

the school community’s efforts toward academic excellence impact the assistant 

principals’ experiences with burnout.  

Themes emerged from the qualitative data in the study that further explained the 

assistant principals’ experiences of burnout. Supporting the well-being of others, negative 

attitudes, and leading through crisis were the overall themes of the qualitative data. The 

subthemes of recognition, relationships, communication with stakeholders, support, self-

efficacy, and mental health can also impact burnout. 

There was an interesting disconnect between the responses from the survey 

instruments and the open-ended responses. Assistant principals indicated stronger 

experiences of burnout when they were allowed to answer freely. The metacognitive 

disconnect between the perceptions in the OHI-S and MBI-S when compared to their 

open-ended responses was strong. The assistant principals do not seem to be aware of the 

impact their roles have on their experiences with burnout. They mentioned the term 

“burnout” several times, but only identified with it once per month according to the 

Emotional Exhaustion subscale. 

This study did not seek to determine whether poor organizational health caused 

the assistant principals to experience burnout. The purpose of this study was to examine 
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the nature of the relationships between the two domains. The negative correlations 

highlighted the importance of reducing negative experiences to positively impact others.  

Given the anticipated principal shortage in the next three to five years, assistant 

principals are the next generation of school leaders. They have adequate training and 

certifications to advance to the role. It is critical that campus and district leaders 

encourage relationship building among assistant principals to lessen their experiences 

with burnout. Examining their current practices within the workplace is also imperative 

to improve assistant principals’ experiences. 

Limitations 

Several limitations need to be addressed to identify study weaknesses. Despite the 

presence of these limitations, the researcher took precautions to ensure there would be 

minimal effects to the study. The following limitations were identified by the researcher: 

1. Using two instruments to conduct this study caused it to be lengthy and may 

have lessened the participation of participants.  

2. The participants in the study are high school administrators with large 

populations and responsibilities, therefore they may not have the time 

necessary to complete the survey. 

3. The school year in which the study was conducted was met with challenges 

such as the COVID-19 pandemic and several weather catastrophes which have 

altered the way schools operated. This may affect the perceptions of the 

assistant principals. 
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4. Because of the sample size, significance was not calculated. Instead, the 

researcher used the data to examine trends among the participants. A larger 

sample size would allow for stronger correlations as well.  

5. Several districts within the identified region did not allow research to be 

conducted using their employees as participants, which contributed to the 

sample size. 

Implications for Practice 

Implications of this study begin at the state and federal levels and trickle 

downward to the individual level. Support for the organizational health of schools should 

come from policy mandates. These policy mandates should require assessing the school 

environment, so that more attention can be paid to how they are functioning. 

Transparency with the campus scores is necessary, similarly to school report cards, which 

are posted on campus websites. Higher performing schools have higher organizational 

health scores, and this should be considered at the state and federal levels.  

At the state level, education agencies can require preparation programs to provide 

crisis management training to aspiring leaders. The COVID-19 pandemic brought 

challenges to the learning environment that school leaders met with very little 

preparation. Aspiring leaders could benefit from understanding the type of 

communication and planning that is necessary in times of crisis. Leader preparation 

programs should also utilize behavior theory to design coursework aligned to self-

efficacy. Policymakers should address the “Great Resignation” by following trend data 

on assistant principal burnout to make projections for a possible shortage of qualified 

leaders.  
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District level implications call for supports to address burnout before it happens. 

District leaders should highlight the successes of assistant principals. District level 

administrators can be intentional with celebrating and recognizing the efforts of assistant 

principals. Additionally, assistant principals could benefit from ongoing professional 

development to improve their professional capabilities.  

Districts can support assistant principals by providing resources such as Employee 

Assistance Programs whereby mental health professionals can assist with burnout 

prevention. The Organizational Health Inventory should be used at the district level, 

requiring principals to assess their campuses. For school districts to improve their 

schools, they must support research in the organizational health and burnout fields. Given 

the benefits of research on educational pedagogy, researchers should be allowed to 

conduct research using appropriate district resources. Districts should also design 

professional development for campuses to improve organizational health.  

At the campus level, organizational health should be assessed by the principal to 

determine areas of opportunity for themselves and for the organization. Because the 

managerial domain of the organizational health framework centers on the work behaviors 

of the leader, this data is necessary to determine their effectiveness. Morale is a critical 

component to the organization and should be assessed often.  

Principals should be trained to recognize the warning signs of burnout among 

their assistant principals to support them and help provide preventions. Training for 

principals on burnout would be beneficial to school leaders due to the positive impact it 

would have on relationships. Assistant principals who know their principals are 
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concerned about their mental health, are more likely to remain on the campus with the 

principal. 

Assistant principals should have systems in place that provide them with 

emotional support to counteract feelings of exhaustion. These systems of support can be 

other assistant principals on their campus or within the district. Building relationships on 

the campus level improves morale, which will help with organizational health. 

Unreasonable demands made by parents or district leadership can undermine the 

professionalism of the assistant principal. 

Assistant principals should also establish relationships at the district level, with 

the assistance of the principal. Hewlett (2013) distinguishes the difference between a 

coach, mentor, and sponsor. Principals should act as sponsors for assistant principals by 

helping them establish relationships with district-level administrators, not for career 

advancement, but as an additional resource.  

Recommendations for Further Research 

Future research is necessary in educational leadership, particularly on the role of 

the assistant principal as it relates to their experiences in the workplace. But there is a 

considerable gap in literature regarding their perceptions of organizations, their 

experiences with burnout, or their leadership skills during times of crisis. Given the 

richness of the open-ended responses from this study, the researcher recommends 

qualitative studies on burnout. Assistant principals should have the opportunity to provide 

deeper insights into their roles and responsibilities as they relate to experiences with 

burnout.  
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 Qualitative studies on burnout from the assistant principal perspective should be 

conducted. Several respondents in this study used the term burnout to describe their 

feelings in the workplace. However, the MBI-ES scores only indicated burnout in the 

Emotional Exhaustion subscale. If assistant principals were given the opportunity to 

respond openly either through interviews, open-ended responses, or focus groups, more 

data could be gleaned on this experience. This study should be repeated at the elementary 

and middle school levels, with larger sample sizes. 

Comparative post-pandemic organizational health studies should also be 

conducted to determine whether a time of crisis impacted the respondents’ experience. 

These studies should be longitudinal in nature because they would provide backing to 

existing research on leading during times of crisis. Because of the emergence of self-

efficacy as a subtheme of the study, the researcher recommends future studies around the 

self-efficacy of administrators during a crisis. Specifically, these studies should identify 

traits within the assistant principal that allows them to withstand difficult situations, as 

with a pandemic. Data from this type of study would drive hiring and training practices 

within districts and educator preparation programs  

Studies on assistant principals and their intentions to leave the profession or seek 

promotion to principals should be conducted. These studies should provide insights to the 

role of the assistant principal, to determine which aspects of the job cause them to seek 

promotion or leave education altogether.  
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Appendix A 

MBI-ES Subscale Mean Scores 
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Appendix B 

OHI-S Mean of Subscales 
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Appendix E 
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Appendix F 

Open-ended Responses, Question 1 

Identify Any Ways Your Campus Administration Seeks To Maintain a Positive Culture 

and Climate 

Jeans day, hospitality of food, great listeners. 
  
Rewarding positive behavior with specific extracurricular opportunities.  Feeding the 
staff. Respecting staff time. Recognizing stakeholder achievements. 
 
Giving snacks and small gifts occasionally, thank you notes, monthly recognition 
 
The administration makes attempts to be fair, positive, empathetic to student and staff 
needs, and consistent with standards. 
 
We try to listen to the teachers’ concerns and implement changes when it will help the 
school and be the best thing for students. 
 
There are different events held for the kids. There are mindfulness groups that the 
teachers have access to. 
 
1. Goodie gift bags 2. Positive notes 
 
Our administration recognizes, weekly, several teachers that have demonstrated 
something successful during the week 
 
We recognize good things on campus that teachers have done weekly. 
 
We model exactly what we want to see from out staff with students.  We are loving and 
caring to students, always work to solve problems in a reasonable and loving way, even 
during accountability.  We balance love and accountability with both staff and 
students.  Staff knows they are cared for and supported. 
 
We are very team oriented. 
 
We are intentional with asking for information, feedback, and practicality of plans 
before implementing them to the campus. We are also specific with our feedback to 
teachers, while making it a goal to point out great things going on as well. 
 
Getting staff input on procedures; Recognizing and celebrating a staff member of the 
week; Admin presence in team meetings to answer questions or provide information 
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The campus works to build a positive culture around the campus by upholding the 8 
campus pillars throughout clubs, sports, and organizations.  Recognizing positive 
attributes that are made in the classroom and around the building. 
 
Through the SIP/TIP 
 
There are opportunities to stop drop and celebrate one another to increase morale. This 
includes dress up days sharing things that make you proud and by doing those things 
teachers who share get the opportunity to receive a gift card. There are other 
administrators who celebrate their staff weekly as a way to build culture and climate 
and that administrator Also it seems to do things monthly 
 
Teacher recognition 
 
weekly communication, frequent celebrations of successes 
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Appendix G 

Open-ended Responses, Question 2 

What challenges are you facing as an administrator that you feel may be brought on by 

the COVID-19 pandemic? 

Instructional loss, no socialization skills of students, mental health challenges 
 
Attempting to balance the needs of stakeholder needs from a health and wellness 
perspective with the needs of student learning.  Covering classes, extending latitude to 
students who are behind, etc. 
 
Students who are behind academically and socially and we do not have the resources to 
address this effectively  
 
Mental, physical, and emotional challenges.  
 
Mental health for students is an issue. Student apathy is extreme in the regular classes 
and honors level. 
 
The most severe is the behavior by students because they were not in. school for two 
years. The discipline events are so high that it impedes AP presence in the classroom to 
focus on instruction. Increasing demands from the district seem to present an 
unrealistic expectation, but we try to keep up and that leads to having to take time off 
and burnout. 
 
Digital divide, increase in social emotional issues like bullying, suicide, & home 
issues. Teachers and students lack of enthusiasm to teach & learn.  
 
not enough substitute teacher to cover all sick teachers 
 
Student apathy and motivation and purpose from teachers 
 
Students coming back with behaviors after being at home 
 
I believe that the social connections with students have changed. Students are having 
difficulties problem solving. 
 
Parents lack of understanding for the need of structure, accountability, and organization 
within the learning environment. We are also facing behavior challenges that are 
believed to be due to students being at home for over a year able to do what they want, 
when they way, and how they want. They lacked structure and do not see the need for 
anyone holding them accountable.  
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Having to track COVID cases on top of normal duties; catching students up who have 
been quarantined; resolving attendance issues related to COVID; teacher burnout; 
standing by health policies and procedures that may be unpopular with different groups 
of community members. 
Dealing with teacher absences, student lack of work ethic, and inconsistent 
accountability from teachers, students, and parents. 
 
Staff shortages 
 
The biggest challenge is getting teachers to commit to students. And there are rules and 
expectations put into place but teachers are tired and do not follow the expectation and 
there needs to be a reset by administration where detailed expectations are leveled out 
put into place and reviewed at length.  In my opinion we start the year off very vaguely 
and did not level set on what expectations were for the year concerning instruction, 
discipline, or day today functions. There needs to be a refocus on instruction best 
practices and how to be an effective instructor post pandemic 
 
The accountability of the chrome books 
 
Teacher frustration with returning student behaviors. 
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Appendix H 

Open-ended Responses, Question 3 

In what ways have your perceptions of your professional capabilities been impacted by 

the COVID-19 pandemic? 

Insufficient resources to address discipline and mental health challenges 
 
I recognize that we are limited in the support that we can truly provide in some 
circumstances related to how COVID impacts families.  I also realize that we have to 
demonstrate a heightened level of engagement and compassion with all stakeholders. 
 
There are times when I first got to the school that I would speak, and kids will walk 
right past me and ignore me. This happens to many staff members.  
 
Of course, the all virtual component made me feel inadequate because I was not 
prepared to interact that way for a long term. Even now there are some things that are 
out of our control as administration, but we try to find answers when there is no 
empirical answers to what we dealing with. Everyone is trying to do there best to 
counteract the results of the pandemic, but no one really has the answers.  
 
Questioned myself often as a school leader, saw a decrease in team effort to get the 
work done and just burnout. 
 
Being considered "essential", then being treated as disposable  
 
This has been a frustrating year and a half 
 
They haven't.  I remain steadfast in my capabilities.  Where I doubt is whether I want to 
continue to do this with the lev el of disrespect and aggressive/serious behaviors 
students are coming back to school with. 
 
Things are pretty much the same but interact with caution. 
 
I believe my capabilities have actually improved due to the pandemic. I have been 
forced to learn new things fast and to a degree that I can explain them to others. 
 
It can often feel as though I am operating in crisis mode more than usual, rather than 
having a more structured approach to each day. 
 
Excessive amount of work load 
 
Post pandemic seeing how the world viewed education and educators it seemed as if 
education had grown to be a joke. There were no expectations for effective instruction. 
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Educators were just surviving and doing their level best to keep students engaged in the 
virtual learning environment. So now I am doing my level best to empower teachers 
and students to see the light at the end of the tunnel and to see value in the work that 
they are doing and in the education that they are receiving. I think teachers need to be 
reminded of the resources that we have the expertise that they possess and strengthen 
in their skill sets to teach today’s learners post pandemic 
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Appendix I 

Open-ended Responses, Question 4 

How do you perceive the levels of support administrators receive from district-level 

administration? 

It’s hard to tell right now. We have a new superintendent.   
 
I believe that district-level administration is making every effort to relate to 
circumstances present at campuses and provide worthwhile support within reason. This 
phenomenon has produced a lot of moving targets and challenges that are simply very 
hard to address. 
 
I believe that the district level staff shows support because they believe that it is the 
right thing to do not because they are genuinely supportive.  
 
I don’t see much support from the district, but our administrative team supports each 
other very effectively. 
 
I'm sure they are doing everything they can, but teachers really need rest and 
understanding when they take rest.  
 
Some support  
 
we have a new superintendent this year, so the jury is still out on him.  However, the 
previous sup was cold, unreachable, and unsupportive. 
 
Slight disconnect 
 
Assistant principals are not recognized or valued at all by our district level 
administration.  I don't believe they know much about what we do and how we solve 
these issues on a daily basis. 
 
The levels of support is pretty good. We continue with business as usual. 
 
I feel we receive reactive and broad support.  
 
We are well-supported when we have questions and with the professional learning 
opportunities we have. 
 
Inconsistent 
 
There is not much support from district level administration I believe until there is a 
problem and when they come in they are seeking to fix the problem from their vantage 



   
 

   
 

139 

point and not truly dissecting in understanding what is taking place at the campus level. 
I think this glove one ministration needs to be more visible on campuses and 
classrooms and in the planning environment to truly remedy what is going on through 
legislature and professional development practices 
 
Positive 
 
The district-level administration has been increasingly responsive to campus needs. 
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Appendix J 

Houston Baptist University Institutional Review Board Application Approval and 

Participant Consent  

The following format is to be used in submitting proposals to the Institutional Review 
Board (IRB) at irb@hbu.edu. The faculty member in charge of the research project must 
be the one to email the completed application to irb@hbu.edu.Please use the following 
template and respond to each of the questions, creating an electronic file that can be 
emailed to irb@hbu.edu. 
If you believe that your proposal may be exempt from review by this committee, you 
must still submit the following information and any required accompanying materials to 
the chair of this committee.  

1. Title of proposal and date of submission  
A Mixed Methods Analysis of Organizational Health and its Impact on High 
School Assistant Principal Burnout, June 6, 2021 
2. Name, address, and phone number of primary investigator or faculty 
supervisor  
Dr. Kristina Cerling 
kcerling@hbu.edu 

3. Department of origin of proposal  
College of Education and Behavioral Sciences 

4. Student/Research Assistant or Investigator(s) name(s)  
Britney R. Sells 
 
5. List of all Dissertation or Thesis Committee Members 
Dr. Kristina Cerling (Chair) 
Dr. Vicky Giles 
Dr. Joseph Pelletier 
Dr. Walter Bevers 

 
6. Research proposal abstract (maximum of 250 words)  

ABSTRACT 

This mixed methods study analyzed the effect organizational health has on high 
school assistant principal burnout. The Organizational Health framework for 
secondary schools consists of seven dimensions: Institutional Integrity, Initiating 
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Structure, Consideration, Principal Influence, Resource Support, Morale, and 
Academic Emphasis (Hoy & Feldman, 1987). The Maslach Burnout Inventory 
measures an individual's experience with emotional exhaustion, depersonalization, 
and personal accomplishment within the workplace (Maslach & Jackson, 1981). 
Participant responses to the Organizational Health Inventory for Secondary 
Schools (Hoy, Tarter, & Kottkamp, 1991), the Maslach Burnout Inventory for 
Educators (Maslach & Jackson, 1981), and the open-ended survey responses will 
collectively ascertain the assistant principal's workplace experiences. Participants 
were assistant principals from high schools within several independent school 
districts in Southeast Texas. Through mixed methods data analysis, negative 
relationships were found within the constructs of the MBI-ES and OHI-S. The 
qualitative data provided themes of supporting the well-being of others, negative 
attitudes, and leading through crisis. Relationships, recognition, support, 
communication with stakeholders, self-efficacy, and mental health emerged as 
subthemes. 
 

7. Are you receiving funds to support this project? If YES, please 
indicate the source or sources of funding.  
This research is not being externally funded. 
 
8. Number of subjects required  
This study will require 100-150 participants. 
 

9. Type of subjects (e.g., college students)  
For this study, high school assistant principals will be chosen as participants.  
 
10. Source of subjects (e.g., subject pool)  
Large high schools within large, urban independent school districts in Southeast, 
Texas. 
 
11. Please respond to each of the following questions:  

a. Who will be the subjects and how will they be recruited?  
The participants in this study will be high school assistant principals from 
participating school districts. They will be recruited due to their role as a 
high school assistant principal within a school in Region 4. 
 

b. Describe the psychological and/or physiological stimuli or 
interventions and the means used to administer these stimuli or 
interventions.  Indicate the steps that will be taken to assure the proper 
operation of the equipment used to administer stimuli.   
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The assistant principals will be provided the link to the survey via email. 
c. Describe the level of risk to which the subjects will be exposed by 
participating in this study.  If the proposed research exposes the 
participants to any level of risk, attach a detailed description and 
justification for the risk.  
There will be minimal risk and little to no chance that participation in 
this study will negatively affect participants emotionally. Participants 
will not be identified in any way throughout the process due to the 
surveys remaining anonymous. 
 

d. Is there any deception of the subjects that will be involved? If so, what 
is its rationale, its necessity, and why is the research so important as to 
justify its use? Are there modifications to this research that would allow 
for genuine informed consent?  
There will be no deception used in the study.  

 
e. Describe the expected behavior of the subjects and the behavior of the 
investigator during the study. This must include a written statement of 
what is to be read to or said to the subject concerning the study.  
Participants will be provided the link to the online survey and they will be 
instructed to complete the Likert-scale questionnaire and the four open-ended 
questions that follow. 
Upon completion of the online survey, participants will receive a message that 
says, “Thank you for your participation in this study.” 
f. Describe how the subjects are to be debriefed and the mechanism for 
alleviation of stress or psychological harm that may derive from 
participation in this study.  
Upon completion of the survey, participants will receive an email 
thanking them for participating in the study.  The email will include my 
name and email, sellsbr@hbu.edu, and the research chair’s name, Dr. 
Kristina Cerling, and email, kcerling@hbu.edu.   

 

g. How will you ensure compliance to HBU’s data storage policy 
(www.hbu.edu/irb)? Provide specifics on the location and format for the 
three copies of the data that will be stored for at least two years. Who will 
have access to the data? What will the data be used for (class assignment, 
thesis, etc.)? 
To maintain compliance with Houston Baptist University’s data storage 
policy, one copy of the data will be kept by the researcher stored on a 
password protected computer in a locked home office, one copy will be 
kept by Dr. Cerling on a password protected computer in a locked office, 
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and one copy kept by Dr. Pelletier on a password protected computer in a 
locked office. The data will be submitted to the university in accordance 
with the data retention policy. The data from this research will be used for 
partial fulfillment of the doctoral dissertation for the Doctor of Executive 
Educational Leadership degree. 

 
h. If the current project is being conducted by students, describe the 
level of involvement of the faculty advisor.  
All instruments and procedures are reviewed and approved by the research 
chair, Dr. Kristina Cerling. 

12. Describe how the subjects’ privacy and anonymity are to be 
protected.  
The survey used to collect data will be anonymous, no names will be used. The 
data will be securely stored in a locked file cabinet in the researcher’s private 
home office for a period of 5 years as designated by the American Psychological 
Association. 
 
13. Include a copy of any questionnaires or interview questions that will 
be used.  

In addition to the Maslach Burnout Inventory-Educators Survey (MBI-ES) and the 
Organizational Health Inventory for Secondary Schools (OHI-S), participants will 
be asked to complete 4 open-ended response questions at the conclusion of the 
study. See below for both instruments. The open-ended response questions are as 
follows: 
 

I. Identify any ways your campus’ administration seeks to maintain a positive 
culture and climate.  

II. What challenges are you facing as an administrator that you feel may be 
brought on by the COVID 19 pandemic?  

III. In what ways have your perceptions of your professional capabilities been 
impacted by the COVID-19 pandemic?  

IV. How do you perceive the levels of support administrators receive from 
district-level administration? 

 
14. In accordance with Federal regulations, University policy on research 
involving human subjects requires the use of “informed consent forms”, 
which must be signed by the subject or the legally authorized representative 
of the subject.  One copy of the appropriate, completed form(s) must 
accompany the proposal to the Institutional Review Board.  If the study 
involves children, a copy of the letter or other communication to parents 
providing the essentials of the proposed study must also accompany the 
proposal to the Institutional Review Board.  
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See below for the informed consent form. 
 

15. How will this research address HBU’s initiative, including the “Ten 
Pillars”? 
This research addresses Pillar Three: “Embracing the Challenge of Christian 

Graduate Education” because it will add to the body of doctoral research from a 
Christian university.  

 
16. Please attach the CITI training certificate. Certificates are required 
for all researchers associated with the project (faculty and student). 

See below for the CITI training certificate. 
NOTE: A research proposal by graduate and undergraduate students must have the 
following statement signed by a faculty supervisor:  
“I have examined this completed form and I am satisfied with the adequacy of the 
proposed research design and the measures proposed for the protection of human 
subjects. I will take personal responsibility for the safekeeping of all raw data (e.g., test 
protocols, tapes, questionnaires, interview notes, etc.) in a College office or computer 
file.”  
 
Signature and Title of Faculty Supervisor 
____________________________________________  
 
Signature of Investigator_____________________ Phone _________________  
 
 
Date____________________ 
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Houston Baptist University 
College of Education and Behavioral Sciences 

Consent to Take Part in a Human Research Study 
 

PROTOCOL TITLE:  A Mixed Methods Analysis of Organizational Health and Its 
Impact on High School Assistant Principal Burnout 
PRINCIPAL INVESTIGATOR:  Britney R. Sells 

Invitation to be Part of a Research Study 

You are invited to be part of a research study. This information presented in this consent 
form will help you choose whether to participate in the study. Feel free to ask if anything 
is not clear in this consent form. 
 

Why is this study being done? 
The purpose of this study is to examine the effects organizational factors have on 
assistant principals’ feelings of burnout. This study will add to the growing body of 
literature on the role of the high school assistant principal.  
 

What will happen if I take part in this research study? 
If you agree to take part in this study, you will be asked to complete the survey that will 
be emailed to you. The survey has 66 Likert scale questions and four open ended 
response questions and is expected to take approximately twenty minutes to complete. 
The survey questions will be non-sensitive in nature and should not trigger any emotional 
response.  
 

How long will I be in this study and how many people will be in the 
study? 

Participation in this study will last approximately twenty minutes. About 20-25 subjects 
will take part in this research study. 

 

What are the risks of taking part in this research study? 

There will be minimal risk to participants taking part in this research study due to the 
non-sensitive nature of the instrument questions  
 

Are there any benefits from being in this research study? 
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Although you will not directly benefit from being in this study, others will benefit 
because it will add to the growing body of research regarding the role of the high school 
assistant principals.   
 

How Will You Protect my Information? 
A risk of taking part in this study is the possibility of a loss of confidentiality. Loss of 
confidentiality includes having your personal information shared with someone who is 
not on the study team and was not supposed to see or know about your information. The 
researcher plans to protect your confidentiality. 

 
We will keep the records of this study confidential by maintaining compliance with 
Houston Baptist University’s data storage policy which requires one copy of the data to 
be kept by the researcher stored on a password protected computer in a locked home 
office, one copy will be kept with each of the two committee members affiliated with the 
institution on password protected computers in locked offices.  
We will make every effort to keep your records confidential.  However, there are times 
when federal or state law requires the disclosure of your records. 
 
The following people or groups may review your study records for purposes such as 
quality control or safety: 

• Representatives of Houston Baptist University and the HBU Institutional Review 
Board 

 
The results of this study may also be used for teaching, publications, or presentations at 
professional meetings. If your individual results are discussed, your identity will be 
protected by using a code number or pseudonym rather than your name or other 
identifying information. 

Will I be compensated for being part of the study? 

Participants will not be compensated for taking part in this study.  
 

Is it possible that I will be asked to leave the study? 

The researcher may take you out of this study without your permission.  This may happen 
because: 

• The researcher thinks it is in your best interest 
• Other administrative reasons 
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Your Participation in this Study is Voluntary 

Taking part in this study is your choice.  You are free not to take part or to withdraw at 
any time for any reason.  No matter what you decide, there will be no penalty or loss of 
benefit to which you are entitled.  If you decide to withdraw from this study, the 
information that you have already provided will be kept confidential. You cannot 
withdraw information collected prior to your withdrawal.  
 
If you are a Houston Baptist University student or faculty/staff member, you may choose 
not to be in the study or to stop being in the study before it is over at any time.  This will 
not affect your grades or job status at Houston Baptist University.  You will not be 
offered or receive any special consideration if you take part in this research study. 
 

Contact Information for the Study Team and Questions about the 
Research 

If you have any questions about this research, you may contact: 
Britney R. Sells 
Phone: 713-417-8053 
Email: sellsbr@hbu.edu 

 
Or  
 
Kristina Cerling, Ed.D 
Phone: 281-649-3322 
Email: kcerling@hbu.edu 
 

Contact Information for Questions about Your Rights as a Research 
Participant 

If you have questions about your rights as a research participant, or wish to obtain 
information, ask questions, or discuss any concerns about this study with someone other 
than the researcher(s), please contact the following: 
 
Houston Baptist University Institutional Review Board 
Email: irb@hbu.edu 
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Your Consent 
 

SIGNATURE OF SUBJECT: 
By clicking “I Agree”, you are agreeing to be in this study. We will give you a copy of this 
document for your records. We will keep a copy with the study records.  If you have any 
questions about the study after you sign this document, you can contact the study team using 
the information provided above. 
I understand what the study is about and my questions so far have been answered. I agree to 
take part in this study.  
 
______________________________________ 
 ____________________ 
Signature of Subject  Date 

Signature of Person Obtaining Consent: 

I have explained the research to the subject and answered all his/her questions.  I will 
give a copy of the signed consent form to the subject. 

 
________________________________________ 
 _______________________ 
Signature of Person Obtaining Consent  Date 
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Appendix K 

 
Organizational Health Inventory –Secondary Schools
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Appendix L 

Maslach Burnout Inventory for Educators 
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Appendix M 

Houston Baptist University Institutional Review Board Approval 
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