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Introduction: The national and New Hampshire rates of principal tenure have shown a pattern 
of low retention which research has shown can have a negative impact on student, staff, families 
and the school community as a whole (Chapman, 2005; Mendels, 2012; Whitaker, 2012; 
Daloisio, 2017; Fuller, 2017). While the role of the principal can be integral to the growth of the 
members of that school community, the work of Fullan (2014) and Miller (2013) has shown it 
takes a minimum of five years for a change to take hold in a school setting. The current national 
mean of 4.2 years and the New Hampshire mean of 3.6 years fall short of the five year 
benchmark for implantation of change efforts in a school setting (Goldring & Taie, 2018; 
Principal Retention, 2010-2020). These data points are further complicated when the variables 
of gender and grade level are added to the review. As outlined by Goldring and Taie (2018), the 
national mean for elementary principals is 4.3 years and 4.1 years for secondary principals. In the 
state of NH, the mean for female elementary principals is 3.5 years and 2.7 years for female 
secondary principals (Principal Retention, 2010-2020). 

Problem of Practice: This study is essential to identify relationships between gender, grade 
level, isolation and task overload on New Hampshire public school principal retention in order to 
provide suggestions to improve outcomes for students, staff, families and the state of education 
in the state. 

Research Method: This study used an ex post facto design to examine 428 NH principal 
responses to the New Hampshire School Leader Survey (NHSLS) questions related to their 
experience as a principal. These data points were analyzed by the use of Pearson chi-squares and 
ANO VAS to determine if the proposed research questions yielded significant findings related to 
gender, grade level, isolation and task overload on NH public school principal retention. 

Summary of Findings: The findings from the study were significant for relationships in the 
areas of gender, grade level, isolation and task overload on the likelihood of choosing school 
leadership in the future. A primary finding in the area of gender and grade level suggests female 
middle and high school principals are less likely than their colleagues to choose school 
leadership in the future. In the area of isolation, the study findings suggest the rate of meetings 
with district leadership are not indicative of a feeling of support and principals with a lower 
feeling of support are less likely to choose school leadership in the future. While the study 
findings illustrated 93% of principals reported they are working more than a 40 hour work week, 
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this workload did not relate to a likelihood of not choosing school leadership in the future. In the 
area of task overload, principals reported when they are satisfied with their work balance 
engaged in more school community activities and they were almost five times more likely to 
choose school leadership in the future. An additional finding-Suggested middle and high school 
principals who reported they received worse support from district leadership were more likely to 
not choose school leadership in the future. 

Limitations of the Study: The study was not without limitations given the use of an ex post 
facto design. This design presented the researcher with a disconnection from the development of 
the survey in addition to the loss of control or ability to randomize the sample group. In addition 
to the limitations of the ex post facto design, the use of a survey presented additional limitations 
given the possibility of respondent bias, lapse in memory, or uncertainty as to the nature of the 
presented questions. One additional limitation of the study was the limited geographic scope of 
the study as the study was only focused on principal data in the state of New Hampshire. 

Implications: This is the first study in the state of NH to use the New Hampshire School Leader 
Survey results to examine the role of gender, grade level, isolation and task overload on NH 
public school principal retention. The fmdings of this study should serve as a catalyst to state 
stakeholders to take pause, reflect and then engage in a systematic review and planning process 
to substantially improve the systems and supports for principals available in the state with the 
goal of improving principal retention rate_s. While the primary focus has to be centered around 
improvements for the working experience for principals in the state, the secondary gains will 
likely be noted by students, staff, families and school communities as research has shown a clear 
connection betvveen positive principal retention and student and staff achievement (Fullan, 2001; 
Chapman, 2005; Daloisio, 2017; Fuller, 2012), 
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Chapter 1 

Introduction: Moving from a Problem to a Problem of Practice 

The role of a public school principal is one that requires a dynamic leader with a 

combination of skills, education and training in order to provide opportunities for the creation of 

positive learning environments for students, teachers, staff and the school community (Brown

Ferrigno, 2003; Chapman, 2005; Kotter, 1990; Peiser, 2012; Marzano, 2003). One aspect of 

consideration for principals is the low national, state and local retention rates that disrupt the 

potential on embedding educational change (Fullan, 2001, 2005; Gold.ring & Taie, 2018). 

Social, Cultural and Historical Perspective on the Problem 

The role of a principal requires an educator to possess a dynamic combination of skills, 

depth of education and comprehensive experience to inform the practices to be deployed in order 

to perform at a highly effective level for their school community (Anfara, Brown, Mills, 

Hartman, & Mahar, 2000; Browne-Ferrigno, 2003; Chapman, 2005; Davis, Ikemoto, Taliaferro, 

& Fenton, 2014; Davis & Darling-Hammond, 2012; Fullan, 2014; "Highly effective principals," 

2013; Marzano, Waters, & McNulty, 2005; Whitaker, 2012). The work of the National 

Association of Secondary School Principals (NASSP) (2019) outlined the characteristics of a 

highly effective principal to be one who has been able to navigate the varied responsibilities and 

hazards of the role while promoting and achieving student growth. Given this role is so integral 

to teacher retention and student achievement, it is imperative to understand the current working 

conditions of these building level leaders as they strive to be highly effective within their school 

community (Marzano, Waters, & McNulty, 2005). The tenure or retention ofprin_cipals 

nationally, and more specifically locally to the state of New Hampshire (NH), has shown an 
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established pattern oflow retention rates (Gold.ring & Taie, 2018; Goldring, Taie, & Owens, 

2014; Principal Retention, 2010-2020). 

One component of a principal's ability to reach highly effective status includes years of 

experience or tenme (Chapman, 2005). Past research has shown it takes a minimum of five 

years to embed a change in a school setting (Fullan, 2015; Leithwood, Alma, & Hopkins, 2008; 

Miller, 2012; Muhammad, 2009). The work of Gladwell (2008) further emphasized that one 

must dedicate at least 10,000 hours of practice to master a skill or task. So, while five years and 

10,000 hours stand as clear markers for a change to take hold or for one to gain mastery of a 

skill, current national principal retention rates as highlighted by Goldring and Taie (2019) of 4.2 

years shows principals across the nation are falling short of this timeframe (Fuller, 2012). 

2 

\Vhile the path for women in educational leadership has seen highs in the nineteenth 

century, they have also met a steady decline during the twentieth century (Maranto et al., 2018; 

O'Reilly, 2015; Weber, Feldman, & Poling, 1981). The current national principal retention rates 

alone should cause alann, when the additional variable of gender is added to the equation, a call 

for action should be immediate ("School Leaders Network," 2014). While national data has 

showh a trend of females in building and district leadership to be increasing, those rates are still 

very low (Maranto, Carroll, Cheng, & Teodoro, 2018). A study by V,/eber, Feldman and Poling 

(1981) illustrated that in 1928 females accounted for 55% of principal leadership roles compared 

to 20% in 1973. In the 2011-12 School Staffing Survey it was reported that 90% of elementary 

teachers are women, 66% of teachers at the secondary level are women and 48% are principals in 

whole are female (NCES, 2011). 

The difference in the rates of female leadership varies from elementary to secondary 

levels ("Organization of education," 2008). Given this variance it is important to note the grade 
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level served by a principa1 can range from a one grade school to a multi-grade school (Bickmore, 

2011). The most connnon categories for school grade configurations have been elementary and 

secondary(National Association of Secondary School Principal categories 2019; National Middle 

School Association [NMSA], 2010). Each grade level presents principals with age related child 

and adolescent development, professional development and certification, enrollment numbers 

and demands on a principal's time outside of the traditional school day (Browne.-Ferrigno, 2003; 

Fullan, 2014; Leithwood et al., 2008). 

In addition to the contribution of national research on gender and grade level, the variable 

of isolation should be considered when considering principal retention. Isolation has been a 

variable that has been reported to negatively impacted principal retention for decades as 

principals have reported a feeling of being in it on their own (Bauer & Brazer, 2013; Stephenson 

& Bauer, 2010). The perception of isolation can be tied to a principal's level of feeling they are 

alone to manage the demands of the role, which can dramatically impact their feeling of efficacy 

in the position(Buckingham, 2004). Research from Gale and Bishop (2014) highlighted the 

nature of the current role of the principal as described by some to be isolating, unmanageable or 

impossible combined with varied rates and effectiveness of leadership supervision and/or 

support. This daunting and isolating perspective of the role can be further compounded by the 

responsibility to protect student and staff privacy rights governed by the Federal Family 

Education Rights and Privacy Act (FERP A) and need to know formats which leave principals 

managing and leading in isolation (Bauer & Brazer, 2013; Buckingham, 2004; Deal & Peter~on, 

1999; Fuller, 2012; Kearney, Valdez, & Garcia, 2012; Miller, 2013, U.S. Department of 

Education, n.d.). As principals grapple with feelings of isolation, this aspect is further agitated as 

many have reported feelings of frustration as they alone make choices at the end ofthe'day 
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between personal commitments, family obligations and getting their workload completed 

without consistent support (Full an, 2001 ). In our current educational environment school 

principals are required to independently navigate a myriad of roles and responsibilities in a 

manner that might not take into account their own needs for collaboration and supervisory 

support in order to nurture their own growth through supervision, support and professional 

development (Bauer & Brazer, 2013; Whaley, 2002). According to the 2017-2108, National 

Teacher and Principal Survey (NTPS) about 83% of principals reported they engaged in 

professional development, however, often these offerings focus around outward acts such as 

growing student achievement and teacher development rather than meeting basic gro\Vth needs 

for the individual principal (Buckingham, 2004; Chapman, 2005; Daloisio, 2017; Hanselman. 

Grigg, Bruch, & Gamoran, 2016; Leithwood, Seashore Louis, Anderson, & Wahlstrom, 2004; 

"The Wallace Foundation,'1 2013; Stephenson & Bauer, 2010). \Vhile principals are engaged in 

professional development around school measurement objectives, all too often these 

opportunities focus on the benefits to the organization over those of personal professional 

growth, formative supervision, support or peer collaboration (Buckingham, 2004; Irby, Bro'\,\,'Il, 

& Duffy, 1999; Maslow, 1970a; Stephenson & Bauer, 2010). The theme of collaboration was 

found in studies by Washington-Bass (2013 ), and Browne-Ferrigno (2013) which sought to 

uncover solutions such as principal connectedness, supervision and support, integration into the 

c;listrict, rnentorships, and peer to peer support structures to disrupt the impacts of isolation while 

improving a feeling of efficacy in the role. 

The· professional life of a principal is a balancing act that demands educated actions to 

support and promote a positive and fo1mative learning environment (Gale & Bishop, 2014). 

Principals juggle topics such as primary, adolescent and early adult growth and development, 

4 
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staff supervision and evaluation, budgets, physical plant, policy and statutory requirements, 

school safety, parent and community relations, and culture and climate for the entire school 

community (National Middle School Association, Gale & Bishop, 2014). These competing 

demands can lead to overload and stress upon a principal who is expected to be innovative, 

creative, and decisive as they are expected to lead the growth of the organization (Fuller, 2012_; 

Goldring, Taie, & Owens, 2014; Roney, Anfara, & Brown, 2008; "School Leaders Network," 

2014; Zellner, Jinkins, Gideon, Doughty, & McNamara, 2002). While research by the National 

Association of Secondary School Principals (NASSP) (2019) and the Institute for Education 

Sciences (IES) (2019) have documented high principal turnover rates, few studies have sought to 

understand the interrelationships of gender, grade level, isolation and task overload on the. 

retention of public school principals. In addition, studies from the states of Missouri, Texas, 

North Carolina, Delaware, California, Illinois, Utah, Alabama, Minnesota and Wisconsin have 

investigated variables-such as tenure, mobility, years of experience and retirement (Baker, 

Punswick, & Belt, 2010; Branch, Hanushek, & Rivkin, 2009; Clotfelter, Ladd, Vigdor, & 

Wheeler, 2006; Farley-Ripple, Raffo!, & Welch, 2012; Hanselman, Grigg, Bruch, & Gamoran, 

2016; Oberman, 1996; Ni, Sun, & Rorrer, 2015; Papa, Lankford, & Wyckoff, 2002; Reames, 

Kochan, & Zhu, 2014; Tran, 2017; Tran & Buckman, 2017; Weinstein, Schwartz, Jacobowitz, 

Ely, & Landon, 2009). These studies, while informative, did not identify or investigate the role 

or impacts of gender, grade level, isolation and task overload on public school principal 

·retention. 
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Local Contextual Perspective on the Problem 

Role of lite Principal in NH 

6 

Given it can take at least five years for a principal to embed a change or vision within a 

school commW1ity, the current rate of principal turnover is alarming (Fullan, 2001, 2015). Data 

from the New Hampshire Department of Education (NH DOE). for the years 2010-2020, showed 

a mean of 3.6 years for a principal to remain in the same school (Principal Retention, 2010-

2020). This data, as illustrated in Table 1.1 and Table 1.2, should be a call for action when the 

five-year mark as outlined by Fuilan (2001, Miller 2012) is compared to the NH mean of 3.6 

years. The NH data points are concerning as they fall below the national average of 4.2 years as 

reported by Goldring and Taie (2019), The NH mean retention rate of 3,6 years suggests that 

across the state, schools are disrupted by turnover of the principal prior to the change process 

taking hold (2010-2020). The current rate of turnover experienced by principals across all levels 

within the state of NH, suggests retention may be a factor that is contributing to negative 

outcomes in the NH public school systems (Full,m, 2015), The NH DOE data (2010-2020) 

presented in Table 1.1 shows the decline in years of retention as a NH public school principal 

nears year four and five of their tenure. The evident decline in years six through ten from 27 

years for females and 46 years for males to 14 years for females and 25 years for males suggests 

the immediate need for deeper research. This research is necessary as NH data is positive for an 

aging population as displayed in Table 4.8 to fully explore possible relationships between and 

among the role of gender, grade level~ isolation and task overload on principal tenure while also 

discovering opportunities for systems change in order to improve working conditions thus 

retention rates for public school principals within New Hampshire. 
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Table 1.1 

Principal Retention for the State a/New Hampshire for the time pei•iod of2010-2020 

Principal Retention Gender 

Number of Years at the Same School F M NULL Grand Total 

I 161 136 2 299 

2 116 97 213 

3 113 118 231 

4 72 75 147 

5 61 49 110 

6 27 46 73 

7 26 38 64 

8 23 25 48 

9 16 26 42 

10 14 25 39 

Grand Total 629 635 2 1266 

Note: N~1266 

The_ documented decline in years of service at the same school as highlighted in Table 1.1 

can be combined with the deeper review of data related to New Hampshire public school 

principal retention as outlined in Table 1.2. In Table 1.2, the mean of 3.6 years for all principals 

provides a clear caution surrounding the current NH retention rates , which negatively impacts 

-the principal's tenure or ability to positively impact the change process (Fullan, 2001 & 

Gladwell, 2008, Principal Retention, 2010-2020). 
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Table 1.2 

State of New Hampshire Consecutive Years ofSerVicefor Public School Principals 

Number of Years at the Same School 

Mean 3.62667719 

Standard Error 0.06976229341 

Median 3 

Mode 1 

Standard Deviation 2.48318489 

Sample Variance 6.166207197 

Kurtosis -0.007169309341 

Skewness 0. 9270278341 

Range 9 
Minimum 1 
Maximum 10 

Sum 4595 

Count 1267 

Confidence Level 0.1368624283 
(95.0%) 

Note: This data is from the NH Department of Education for the time period of2010-2020. 

Leadership Perspectives on the Problem 

8 

According to the School L_eaders Network (SLN) Study (2014) 25,000 pri11cipals leave 

their schools in the United States every year. According to the SLN study there was 

approximately 98,500 school communities in the United States in 2012-2013, and approximately 

25,000 of these- principals left their position, this resulted in approximately 25% of school 

communities facing disruption nationwide (Pullan, 2015; Goldring & Taie, 2018; Goldring et al., 

2014 & www.nces.ed.gov, n.d.). Principal turnover, as discussed by the SLN (2014), is a change 

in school leadership personnel, also described as churn. Churn, or leadership turnover, presents 

the school community with a possible change to the vision, supports and action plans that were 

developed to promote student, staff and school community growth (Bauer & Brazer, 2013; 
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Browne-Ferrigno, 2003; Pullan, 2014; Kearney et al., 2012, Levin & Bradley, 2019; Miller, 

2013; Muhammad, 2009; Urick, 2012; Whaley, 2002). 

9 

In the 2016-2017 Principal Attrition and Mobility Survey, Goldring and Taie (2018) 

reported that approximately 82% of principals nationwide remained in their school for the 

corning school year. In the follo-vvi.ng year Taie and Goldring (2019) further reported that the 

average length of time principals spend in the same school is 4.2 years. These statistics illustrate 

the reality that a vast majority of principals are not reaching the five-year tenure mark in their 

schools. Wben Taie and Goldring's (2018, 2019) data is compared to the work of Pullan (2001, 

2015, Miller, 2015) and a minimum of five years of service to fully implement educational 

change in a school community, public schools in the United States are facing a crisis around 

principal retention. This study is particularly important to explore public school retention 

specifically in the state of NH. This exploration is essential in order to identify possible 

relationships of gender, grade level, isolation and task overload on retention in the state. 

A public school principal plays a vital role in the development of a successful learning 

community, however; this role comes \Vl.th a heavy load of responsibility and accountability 

(Buckingham, 2004; Deal & Peterson, 1999). The demands of the role have been articulated in 

studies, such as those by Fuller (2012) or Sheppard (2010), to have a negative impact on 

principal retention. \Vhile the study of chum or principal turnover has shown an alarming rate of 

principal turnover at a national rate of 4.2 years, there is a void at the state and local level to 

explore retention and the local impacts on students, staff and the community. Fourteen studies 

from the states of: Missouri, Texas, North Carolina, Pennsylvania, Delaware, South Carolina, 

California, Illinois, Utah, New York, Minnesota and Wisconsin have highlighted retention rates 

at the state level (Baker et al., 2010; Branch et al., 2009; Clotfelter eta!., 2006; Daloisio, 2017; 
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Farley-Ripple et al., 2012; Graham, 2019; Hanselman et al., 2016; Oberman, 1996; Ni et al., 

2015; Papa et al., 2002; "Principal Turnover," 2010; Sheppard, 2010; Taie & Goldring, 2019; 

Tran, 2017; Tran & Buckman, 2017; Weinstein et al., 2009). The New Hampshire Department 

of Education (NH DOE) data for the last decade does not stray from the national data in that 

retention of principals is an area for continued exploration as the retention rates are low across all 

levels (Principal Retention, 2010-2020). In addition to the national and state data of turnover, a 

survey ofNH school leaders sponsored by the New Hampshire Learning Initiative (NHLI) 

(2018) was conducted as a means to uncover and document the conditions at play for public 

school principals in the state of NH. This survey allowed for NH school principals to self-rep01t 

basic demographic information while also sharing responses to account for their current working 

conditions (Foster, 2018). 

Specific Problem of Practice 

Current research has articulat~d the positive impact on school culture, student 

achievement, staff retention and overa11 school performance by retaining highly effective 

principal in their role (Chapman, 2005; Deal & Peterson, 1999; Hargreaves & Fink, 2004; 

Kearney et al., 2012; Leithwood, Seashore Louis, Anderson, & Wahlstrom, 2004; Miller, 2013; 

Muhammad, 2009; Whitaker, 2012). While current research outlines the impacts of retention on 

positive outcomes for the school community, there is a void in research regarding the interactions 

of gender, grade level, isolation and task overload on principal retention in NH. The 

relationships and impacts of the variables of gender, grade level, isolation and task overload on 

retention is valuable as the current NH principal retention rate of 3.6 years is not good enough 

for the students, staff and school communities in the NH education system. The value of 

unlocking the possible relationships of these variables might lend insight to steer possible 
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improvements to the education, certification, working conditions, supervision, support, 

professional development and collaboration opportunities for these building level leaders both on 

the local and national level (Bauer & Brazer, 2013; Browne-Ferrigno, 2003; Buckingham, 2004; 

Fuller, 2012). Ibis study is essential to identify relationships between gender, grade level, 

isolation and task overload on NH public school principal retention in order to provide 

suggestions for improving outcomes for students, staff, families and the state of education in the 

state. 

Research Questions 

An analysis of the NH School Leaders Survey (NHSLS) data (2018) compared to the 

National Center for Educational Statistics (NCES) (2019) data illustrates the pressing need to 

improve: retention rates for principals across the country and specifically in the state of NH. 

While it is known that it can take at least five years or 10,000 hours for a principal to embed a 

change or vision within a school community, the current national rate of principal turnover at 4.2 

years and the NH average of3.6 years is alarming (Fullan, 2001; Gladwell, 2008; NH 

Department of Education, n.d.; Taie & Goldring, 2019). Current research illustrates a high rate 

of principal turnover across the nation and specifically in NH, it is vital to explore variables that 

may impact a principal's job satisfaction surrounding their working conditions and subsequent 

tenure in the state of New Hampshire (Goldring & Taie, 2018; Goldring et al., 2014; Principal 

Retention, 2010-2020). These low, national and NH, retention rates combined with studies such 

as those by Brown and Irby (2003) on Synergistic Leadership Theory, Bauer and Brazer (2013) 

on the impacts of isolation in the principal role and Buckingham (2004) on task overload 

infonned research questions for this study to discover the relationship of gender, grade level, 

isolation and task overload on public school principal retention in the state ofNH. 
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The critical research questions for use in this study were: 

1. Is there a relationship between gender and principal tenure in the state ofNH public 

Schools? 

12 

2. Is there a relationship between grade level served and principal tenure in the state of NH 

public schools? 

3. Is there a relationship between isolation and principal tenure in the state of NH public 

schools? 

4. Is there a relationship between task overload and principals' tenure in the state of NH 

public schools? 

5. Is there an interrelationship between gender, isolation and task overload on a principal 

tenure in the state of NH public schools? 
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Chapter 2 

Literature Review 

13 

The literature reviewed for this study included topics such as: the role of the principal, 

principal retention data reports at the national and state level, structures of U.S. public education 

systems_, tenure, retention, gender, isolation, task overload, working conditions, highly effective 

status, student assessment, teacher retention, synergistic leadership theory, theory of motivation, 

Maslow's hierarchy of needs, organizational change, leadership stress, management versus 

leadership, and professional development. The sources reviewed for the purpose of this study 

were selected based on trustworthiness of the study, data, relevance, validity and methodology. 

The following sections illustrate both theoretical and empirical resources as they relate to 

national and NH public school principal retention, gender, grade level, isolation and task 

overload. 

Review of the Educational Research Literature: Theoretical Sources 

The theories selected to guide the framework of this study included a combination of 

Synergistic Leadership Theory (SL T), as contributed by Brown, Irby and Duffy (2009), 

combined with the Theory of Motivation as outlined by Maslow's Hierarchy of Needs (Leonard 

& Jones, 2009; Maslow, 1954, 1962, 1970a, I 998). The connected nature of SL T and the work 

of Maslow provided a framework for a combined focus on the leadership style and needs of 

female principals while also o:utliningthe impacts of working conditions, such as isolation and 

task overload on retention for all NH public school principals. 

Synergistic Leadership Theory 

The Synergistic Leadership Theory (SL T), as researched and authored by Brown, Irby 

and Duffy, provided a 21 st century view of the female role and voice in education leadership 
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based on four guiding elements: (1) organizational structure, (2) leadership behaviors, (3) 

external forces and (4) beliefs, attitudes and values (Brown & Irby, 2003; Leonard & Jones, 

2009). This theory as outlined by Brown and Irby (2003) provided a previously unrepresented 

female voice in educational leadership research that gave rich context from a female leadership 

perspective and voice. In this theory, SLT took a position that previous research on female 

educational leadership was written and/or conducted by male researchers largely based with a 

male bias and/or corporate management theory (Brown & Irby; 2003; Gossetti & Rusch, 1995). 

While valuable to overall leadership and/or management theory SLT, Brown and Irby argued the 

addition of a female perspective provided a level of contribution to leadership and management 

theory that further pushed leadership models into current workplace practices (2003). 

The research for SLT provided a new window, from a female perspective, that can be 

applied to both female and male leadership traits applicable to educational leaders of the 21 st 

century (Brown & Irby, 200J). SLT according to Brown and Irby (2003) is a framework ofa 

leadership model that highlights the following aspects: a female leader presents a unique view of 

the organization and the unique interactions of the leader, organization and external factors have 

interplay with the leader's beliefs, attitudes and values. SLT (2003) provided a keen focus that 

things do not occur in isol_ation rather they are dependent and interdependent on other actions or 

events. These aspects compliment the nature of this study as understanding the relationships of 

gender, grade level, isolation and task overload on NH public school principal retention is at a 

critical juncture at this time. 

SL T is organized into elements that outline the guiding aspects of the theory. The four 

elements ofSLT as described by Brown and Irby (2003) include the following: 

I. Organizational structure 
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2. Leadership behaviors 

3. External forces 

4. Beliefs, attitudes and values. 

Organizational Structure. The organizational structure element outlines a framework for 

organizations to organize in a manner that allows for all members to have opportunities for 

participation in decision making, shared or rotating leadership, value and highlight of 

community, collaboration and cooperation, and power sharing (Brown & Irby, 2003; Irby, 

Brown & Duffy, 1999; Gosetti & Rusch, 1995). In Brown and Irby' s work (2003) they 

highlighted a whole person mindset where it becomes understood that employees bring their 

whole person to their place of employment and do not check their personal life at the school or 

office door. This element of SL T gives rise to the premise of all hands on deck to tend to the 

needs of the school community in a manner that all stakeholders are considered, and their needs 

are satisfied within the organization (Brown & Irby, 2003; Brown. Irby & Duffy, 1999). This 

element would lend to the variable of isolation for this study as the community nature of SL T 

would prnmote a collabor,ative leadership style. 

Leadership Behaviors. The element of leadership behaviors as outlined by Brown and 

Irby (2003) allows for interdependence, cooperation awareness, independence, competition and 

acceptance. In this element an awareness and value of the styles of both fern.ale and male 

leadership traits allow for a full scope of leadership for the organization in a manner that seeks to 

resolve conflict, advocate against inequity, protect freedoms, and act in a collective manner to 

address issues (Go5,setti & Rusch, 1995). In providing for a view of how male and female styles 

can be of benefit for the organization, again the needs of different members of the organization 

can be maximized and valued. 
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External Forces. The element of external forces acknowledges that there are external 

forces that can dynamically impact and interrupt an organization (Gossetti & Rusch1 1995). 

With Bolman and Deal's (1997) work surrounding the frames combined with SLT one can 

clearly see the diversity of external forces to include examples such as: national, state and local 

Jaws and regulations, advancement and pitfalls of technology, economics, political and the 

culture and climate of a community (Irby, Brown & Duffy 1999). In maintaining an awareness 

of the external forces that can interrupt, bolster, or threaten an organization, the members are 

able to proactively remain aware and/or address these forces in a manner that allows the 

organization to remain productive rather than reactive to rea1 or perceived threats or 

interruptions. This element is an articulation of the task load principals carry in their tenure 

within a school. SLT would further outline a structure that can identify opportunities for 

balance of the task load rather than allow for overload. 

Beliefs, Attitudes and Values. In this element Brown and Irby (2003) described how the 

beliefs, attitudes and values of the leader guide the organization. Of equal value in this element 

is the leader's ability to practice self-awareness and manage their personal attributes and beliefs 

in a manner to reduce the potential negative impact of their beliefs, attitudes and values on the 

organization (Brown & Irby, 1999; Gossetti & Rusch, 1995). This practice of self-awareness 

allows for the core values of the leader to be maintained, while not posing as a threat to the 

organization or its' members. 

SL T provides an optimal framework to view how female leaders in NH public schools 

can lead with their whole person in a manner that demonstrates synergy. In review of Maslow' s 

(1998) work on synergy, he was noted to remark that synergy is not simple but can be very 

powerfu1 as it impacts not on1y the individual but also all connected to that 
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individual/organization. Maslow (1954) further expanded on his work on organizational theory 

to include an environment where one might decide to focus on his own success at the expense of 

others, which negatively impacts any attempts to establish synergy in the organization. 

Motivational Theory 

The work of Abraham Maslow on what motivates or diminishes creativity or innovation 

at the workplace ties directly to his work on basic human needs (Maslow, 1943; Maslow, 1998). 

Maslow was particularly interested in how human beings were motivated and how these 

motivations could yield a path for the person to achieve their highest potential self-actualization 

(Maslow, 1943; McLeod, 2007). Maslow's Hierarchy of Needs is a five-tiered model of 

motivation theory that provides a visual depiction of human needs through the use of a pyramid 

as illustrated in Figure 2.1 (Maslow, 1943, McLeod, 2020). Maslow's (1943) five tiers include: 

physiological, safety, love/belonging, esteem and self-actualization. 

Figure 2.1 

lllustration of Maslow 's Hierarchy of Needs (Maslow, 1954, 1962, 1970a, 1998) 

Note: Adapted from Maslow's figures as represented in his early work (1943) 
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Self-Actualization. Self-actualization as described by Maslow (1943) is the desire to 

and ultimate achievement of one's full potential. According to McLeod (2007) this need 

provides a structure that captures the premise that a series of events have gone right for a person 

to reach self-actualization. This perspective allows for a view of potential, rather than a limiting 

approach to fulfillment. It is important to recognize that in Maslow's Hierarchy an individual's 

pursuit of self-actualization is a constant work in motion for the individual, which is highly 

individualized and specific to that person's strengths and/or passions (Kemick, Neuberg, 

Griskevicius, Becker, & Schaller, 2010; McLeod, 2007; Maslow, 1954, 1962, 1970a). Some 

common characteristics of those who are able to self-actualize include: the ability to manage 

uncertainty, creativity, self- awareness, self-acceptance, concern for others, maintains fulfilling 

relationships, has objective and strong morals, and ethics (Maslow, 1970a; McLeod, 2007). For 

a principal to achieve self-actualization many aspects within the organization and for the 

individual must have synergy or linked formatively together to result in their actualization (Irby 

& Brown, 2003 ). 

Esteem. Esteem as defined by Maslow (1943; Maslow 1954; Maslow 1970a) captures 

the feeling of accomplishment, respect, recognition, freedom, strength and a person's level of 

perceived success in both personal and professional endeavors (McLeod, 2007). This need is 

achievable once the preceding needs have been met (Kenrick, Neuberg, Grisk_evicius, Becker, & 

Schaller, 2010; Maslow, 1954; Maslow, 1962; Maslow, 1970a). In this level one feels pride in 

their work as they feel appreciated, valued and/or respected in their actions and contributions 

which allows for a deeper and broader sense of self-confidence and accomplishment (Maslow, 

1962, 1970a; McLeod, 2007). The application of this level to the role of a principal provides a 

structure to view task overload and the toll this can take on a principal (Baker et al., 2010; Bauer 
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& Brazer, 2013; .Browne-Ferrigno, 2003; Bolman & Deal, 2013; Chapman, 2005; Graham, 2019; 

Gosetti & Rusch, 1995; Kotter, 1990; Marzano et al., 2005; Miller, 2013; Whitaker, 2012). 

Love/Belonging. Love/belonging as outlined by Maslow (1943) refers to relationships 

such as family, friends and intimate connections in one's life. Once the first two needs are met a 

person is able to embrace the motivation or desire to meet new friends, take on a partner, develop 

lasting professional and personal relationships as they are settled and able to maintain a sense of 

social belonging or connectivity to others (Kenrick, Neuberg, Griskevicius, Becker, & Schaller, 

2010; Maslow, 1954, 1962, 1970a; McLeod, 2007). This level in application to the role of a 

principal is a link to the feeling of isolation or the development of professional relationships 

which are trusting and supportive of the principal's ability to grow and evolve in the role (Bauer 

& Brazer, 2013; Brown & Irby, 2003; Browne-Ferrigno, 2003; Stephenson & Bauer, 2010) 

Safety. Safety as detailed by Maslow (1943) covers the feeling of being safe and secure 

with employment resources, health and property. Individuals feel sa±e when they do not feel a 

sense of impending physical, emotinnal, mental, or financial hann (McLeod, 2007). This need 

can be met only when one has low fear or anxiety and their physiological needs have been met 

(Kenrick, Neuberg, Griskevicius, Becker, & Schaller, 2010; Maslow, 1954; Maslow, 1962; 

Maslow, 1970a). The level of safety is one of the lowest levels toward self-actualization and 

applies to a principal' s ability to maintain a balance within their task load that allows the 

principal to maintain their personal mental, emotional and physical health in a manner that keeps 

anxiety at a manageable level (Buckingham, 2004). This level would also address a,principal's 

need for security with their employment status and financial income which can also create high 

levels of personal stress when the principal faces possible shifts in employment status or 

retention (Brovme-Ferrigno, 2003; Daloisio, 2017; Tran & Buckman, 2017). 
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Physiological. Physiological needs as shared by Maslow (1943) are the most essential 

and basic human needs such as: air, food, water, clothing, shelter and sleep. In order to move to 

the next level of need, one's physiological needs must first be met (Maslow, 1998; Mathes, 1981; 

McLeod, 2007). While all people are capable of moving up in the pyramid of needs, some are 

interrupted or stalled by life events which can disrupt their feeling of satisfying their needs 

Maslow, 1943; Maslow, 1998). 

In addition to Maslow's original five basic needs, in 1970 he expanded his model to 

include cognitive and aesthetic needs as shown in Figure 2.2 (Maslow, 1970a; Maslow, 1998). 

Figure 2.2 

Illustration of Maslow 's Updated Hierarchy o.f Needs (Maslow, 1970a, 1998) 

MASLOW'S MOTIVATION MODEL 

Summary 

Maslow's (1943, Maslow,1954, Maslow,1962, Maslow, 1970a) work coupled with 

Synergistic Leadership Theory (SL T) (Irby, Brown & Duffy, 1999) provided theories or 

frameworks, which were instrumental for this study. When these theories were applied to NH 
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public school principal retention data and the variables of isolation and task overload the link to 

the lower levels of needs such as: esteem, belonging and safety highlight the need to develop 

sourtd systems to support NH principals so they can achieve belonging, esteem and self

actualization. 

Review of the Educational Research Literature: Empirical Studies 

Principal Retention 

A school principal serves as the building level leader for students, staff and the school 

community so it is imperative to understand the current working conditions of these building 

level leaders (Browne-Ferrigno, 2003; Davis et al., 2014; Deal & Peterson, 1999; Goldring et al., 

2014; Kearney et al., 2012; Marzano, Waters, & McNulty, 2005). In addition to understanding 

the working conditions of these professionals, it is vital to gain a better understanding of the 

ways in which principals either move within their role, leave their role or stay in their position. 

For the purpose of this literature review, principals, in regard to retention, are classified by 

Goldring and Taie (2014) as: movers, leavers and stayers. 

Principal Movers. Principal movers are principals defined as a principal who remains in 

the profession but leaves the school (Goldring & Taie, 2014; Taie & Goldring, 2019). \Vhile the 

principal stays in the field, they may not have achieved at least five years in the same building. 

Data for this group has to be further refined to capture both years in the profession and 

consecutive years in the same building. 

Principal Leavers. Principal leavers are principals who vacated their position during the 

school year (Goldring & Taie, 2014; Taie & Goldring, 2019). The leavers category captures 
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both those who leave the profession as a whole and those who retire. Data can be broken out for 

both sub-groups of this definition, however, for the purpose of this study the definition will be 

used as a whole group. 

Principal Stayers. For the purpose of this study principal stayers are defined as 

principals who-stayed in their principal position in the same school location (Goldring & Taie, 

2014; Taie & Gold.ring, 2019). In ad,dition to staying in their current role it is important to not 

only maintain continuity in the role, but also to also to meet the threshold of a minimum of five 

years to actualize the change process as outlined by Fullan (2014) and Miller (2012). 

The Role of the Principal 

In an era of high stakes testing and competing demands where the position of principal 

can land on a state's critical shortage list, school district leadership must identify and employ a 

plan to fully prepare and maintain principals for this instrumental role in a school (Hargreaves & 

Fink, 2004). Unfortunately, school districts at times wait for the hero or heroine to walk through 

their door \Vl.th a grand plan to inspire, reform, engage and redesign a leaderless school (Hanover 

Research, 2014 ). When districts resort to this practice, the new principal is appointed, they jump 

into the work but at times can find they have been placed in a position of heroic proportion. As 

the new principal attempts to navigate the competing roles and demands of the job with little to 

no real world preparation or support to maintain work life balance (Bolman & Deal~ 2013; 

Browne-Ferrigno, 2003; Chapman, 2005, Davis et al., 2014; Fuller, 2012; Hanover Research, 

2014; Hanselman et al., 2016; Miller, 2013; Whaley,,2002). This demand is further complicated 

when the new principal is also new to the school and district as they face the reality of 

independently learning the role as well as the community (Hall, Salamone, & Standley, 2009), 
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Given that the role of a principal is a vital position at all public school grade 

configurations, the focus of this study will be the possible interrelationships of gender, isolation 

and task overload on public school principal retention rates as further outlined by Gold.ring and 

Taie (2014) as movers, leavers, and stayers in the state of NH. 

Overview of Common U.S. School Structures (Grade Levels) 

Typical American school districts are broken into developmental levels such as 

elementary, middle or junior high and high school ("Organization of education," 2008). 

Typically, students follow a path from early education to prim_ary (elementary) followed by 

secondary (middle and high) education C'Structure of education/ 2008). While these are typical 

parameters for American pqblic school structures, districts across the nation have varied 

breakdowns that meet the needs of their district (Lunenburg, 2011). 

The elementary level typically serves an age range_ from five- to ten years and grade levels 

that span kindergarten to grade six {0 Structure of education," 2008). Elementary schools are 

generally structured as a one room, one teacher system for core instruction during the school day 

(Aud, Husser, Johnson, Kena, & Roth, 2012). The focus of the elementary years falls to setting 

the tone for learning and building the foundation for all future learning (Whitaker, 2012). 

The middle school level typically serves the age range from ten to fourteen and can range 

between combinations of grades five to eight (National Middle School Association [NMSA], 

2010). The middle school model moves students away from a one teacher, one, classroom format 

to a team of teachers for core instruction (Gale & Bishop, 2014). The middle school model is 

based off characteristics and essential attributes that showcase a student~responsive and 
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developmentally appropriate school environment (NMSA, 2010). This model is vital, as at no 

other time in our lives do we experience as much personal and physical change (Gale & Bishop, 

2014). "During these transitional years, students change significantly -physically, intellectually, 

morally, psychologically, and social-emotionally. The academic growth and personal 

development experienced during these important years significantly impacts their futures" 

(National Middle School Association [NMSAJ, 2010, p. 1). The National Middle School 

Association (2010) discussed the focus of the middle years to fall on providing a cha1lenging yet 

fair and developmentally responsive environment to promote high expectations that are fair and 

equitable. 

The high school level typically serves students in the age range from fom1een to 

eighteen/twenty-one in grades most commonly from grades nine to twelve ("Structure of 

education," 2008). The focus for this time period is the shift from a team approach to content 

teachers providing content instruction in an independent manner (''The \Vallace Foundation," 

2013). In addition, students at this level transition to a system of credit bearing course loads as 

the req1Jirement for graduation with a high school diploma ("Condition of education11 2012). At 

the same time students, in the high school level, enter a phase of standardized test preparation 

such as the ACT and/or SAT for college entrance ("Condition of education10 2012). The role of 

the high school level principal is geared to prepare and promote college and career readiness at 

the highest level ("Highly effective principals," 2013). 

While districts organize their grade configurations differently to fall as an elementary or 

secondary, which includes middle and high schools grades, one aspect remains imperative to 

student growth, teacher retention and positive school climate regardless of the grade level 
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configuration of the school. This aspect employing, supervision, supporting and retaining a 

highly effective principal for each school within a district (Baker et al., 2010; Chapman, 2005; 

Hoyle & Torres, 2008; Kearney et al., 2012; Mendels, 2012). 

Highly Effective Principal 

25 

A highly effective principal is one who is able to positively and effectively impact gwwth across 

stakeholders while also leading change in a school (Chapman, 2005). While the path of reaching 

highly effective status can feel nebulous, research from Lyle Kirbnan (2013) has outlined seven 

characteristics of a highly effective principal to include these characteristics and behaviors: 

I. Challenges the status quo 

2. Builds trust through clear communication and expectations 

3. Creates a commonly ovmed plan for success 

4. Focuses on team over self 

5. High sense of urgency for change and sustainable results 

6. Commits to c'ontinuous improvement for self 

7. Builds external netwurks and partnerships. 

K.irtman's (2013) work provides a lens to view the aspects of being a highly effective 

principal while illustrating the complexity and depth of personal and professional awareness 

required of this professional. Kirtman's-work linked with Synergistic Leadership Theory and 

Maslow's Hierarchy of Needs provides structures to view the needs of the principal as well as 

the school community as cumulative and interactive (Brown & Irby, 2003; Kirtman, 2013; 

Maslow, 1970a). 
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\Vb.en a school is led by a highly effective principal, student achievement data can 

increase by as much as 20 points compared to an average performing principal (Davis et al., 

2014; Gale & Bishop, 2014; Hoyle & T01Tes, 2008; "Highly effective principals," 2013; Kearney 

et al., 2012; Miller, 2013). A highly effective principal, as defined by NASSP's Comprehensive 

Assessment of School Environments (CASE), can have penetrating and lasting positive impacts 

on the school community such as higher student achievement, staff retention and positive culture 

and climate for the school community as a whole (Deal & Peterson, 1999; Fullan, 2014; 

Hargreaves & Fink, 2004; Hoyle & Torres, 2008; Kearney et al., 2012; Lunenburg, 2011). 

When faced with principal turnover, district leadership must consider that turnover can 

negatively impact rates of student achievement, teacher effectiveness, staff retention, and culture 

and climate for the school community (Buckingham, 2004; Chapman, 2005; Levin & Bradley, 

2019). 

Fullan (2001) highlighted five years of consistent leadership must be in place to fully 

implement a change in an organization. Goldring and Taie (2018) reported the current rate of 

principal turnover nationally is 18%, so it is clear this rate halts a principal' s ability to implement 

change. This turnover is otherwise described as churn (Daloisio, 2017; Goldring & Taie, 2018). 

The pattern of chum as described by the School Leaders Network (SLN) (2014) outlines false 

starts and failed initiatives, which ultimately can cause disruption and decreased positive 

outcomes at all levels for the school community. According to Roney (2008), one of the key 

factors to establishing a highly effective principal is the principal' s stability in the position. 

Full an' s (2014) work further illustrated that the role requires a balance of service as the lead 

learner, a system player and agent of change. Without this balance research has shown student 

achievement is negatively impacted especially in the years directly following the principal's 
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departure (Fuller, 2012). This role of principal longevity and student achievement appears to be 

tightly interdependent (Davis et al., 2014_). Studies from the states of Missouri, Florida, Texas, 

North Carolina, Delaware, California, Illinois, Utah, New York, Minnesota and Wisconsin, have 

highlighted mobility and stability, turnover, stayers and leavers and school change measures as 

outlined in Table 3 (Baker et al., 201 0; Branch et al., 2009; Clotfelter et al., 2006; Farley-Ripple 

et al., 2012; Hanselman et al., 2016; Oberman, 1996; Ni et al., 20 i 5; Papa et al., 2002; Tran, 

2017; Tran & Buckman, 2017 & Weinstein et al., 2009). 

Table 2.1 is a brief overview of the core studies utilized as benchmarks to guide the scope 

and methods used for this study. These state level studies provided information on areas of focus 

such as mobility paths, turn over, churn and change measures (Bak.et et al., 201 O; Branch et al., 

2009; Clotfelter et al., 2006; Farley-Ripple et al., 2012; Hanselman et al., 2016; Obennan, 1996; 

Ni et al., 2015; Papa et al., 2002; Tran, 2017; Tran & Buckman, 2017 & Weinstein et al., 2009). 

In addition to these state studies Synergistic Leadership TI1eory, gender, isolation task overload 

and the impact of leadership longevity on student achievement was also reviewed (Bauer & 

Brazer, 2013; Brown & Irby, 2003; Buckingham, 2004; Irby et al., 1999 & Kearney et al., 2012). 

Table 2.1 

Studies Reviewed to Guide and Inform this Research 

Author(s) 

Baker, Punswick and 
Belt (2010) 

Area of Focus 

Mobility paths 
following a move 
from a principalship 

Years and Location n 
Covered b the Data 

1999-2006 2,700 Principals 

Missouri 
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Branch, Hanushek Mobility paths for 1995-2001 32,478 Principals 
and Rivkin (2009) public school 

principals Texas 

Brown and Irby Synergistic National Not available 

(2003) Leadership Theory 
(SLT) 

Bauer and Brazer Impact of isolation on National Not available 
(2013) job satisfaction 

Buckingham (2004) Stress, work National Not available 
overload, role conflict 
and self-efficacy 

Clotfelter, Ladd, Turnover rates 1996-2004 Not available 
Vigdor and Wheeler 
(2006) North Carolina 

Daloisio (2017) Chum Pennsylvania 12 Principals 

Farley-Ripple, Raffel Mobility paths 2003-2010 25 Principals 
and Welch (2012) 

Delaware 

Gold.ring and Taie Principal attrition and 2016-2017 National 5,700 
(2018) mobility Statistics 

Goldring, Taie and Principal attrition and 2012-2013 National 5,700 Principals 
Owens (2014) mobility Statistics 

Graham (2019) Principal retention South Carolina 13 Principals 

Hanselman, Grigg, Change measures Los Angeles, 73 Schools 
Bruch and Garnoran following a principal California 2006 & 
(2016) change 2008 
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Irby, Brown and Synergistic National Not Available 
Duffy (1999) Leadership Theory 

(SLT) 

Kearney, Valdez and Impact ofleadership National Not available 
Garcia (2012) longevity on student 

achievement 

MacDonald Gender, Years of National 10,250 Schools 
Experience, principal 
Autonomy and social 2011-2013 SASS 
support 

Obe1man ( 1996) Turnover measures Chicago, Illinois 518 Principals 

1987-1995 

Ni, Sun and Rorrer Mobility paths Utah 851 Principals 
(2015) 

(2004-2011) 

Papa, Lankford and Mobility paths New York 12,000 Principals 
Wyckoff (2002) 

(1971-2000) 

Sheppard (2010) Turnover at the five Texas 60 Principals 
year mark 

Tran (2017) Turnover Minnesota 156 Principals 

Tann and Buckman Mobility paths Wisconsin 109 Elementary 
(2017) Principals 

(2009-2012) 

Weinstein, Change measures New York City, NY 80 High Schools 
Jacobowitz, Ely, following a principal 
Landon and Schwartz change (1993-2007) 
(2009) 

Note: The total number of studies reflected in this table is 21. 
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Nationally principals function in a fast paced professional world of accountability 

measures, culture and climate studies and a drive to promote school effectiveness (Muhammad, 

2009). The principal's level of effectiveness can define the success of the principal. A highly 

effective principal is one "whose students, overall and for each subgroup_, achieve high rates 

(e.g., one and one-half grade levels in an academic year) of student gruwth" (NASSP, 2003, p.1). 

While Kirtman (2013) provided characteristics ofan effective principal, the NASSP (2013) 

further outlined effectiveness with the following measures: 

• Engage in continuous professional development, utilizing a combination of 

academic study, developmental simulation exercises, self-reflection, mentorships 

and internships 

• Effectively lead teaching and learning appropriate to the needs of all students in 

the school, which results in measurable student academic progress 

• Support, manage, and oversee the school's organization, operation_, and use of 

resources to achieve school improvement goals and ensure quality 

implementation of the programs and services identified with increasing student 

achievement 

• Extract information from data and personalize instruction for all students to create 

and maintain an academically rigorous, positive, professional and safe school 

climate for all members of the school community 

• Foster the success of each student by facilitating the development, 

communication, implementation, and evaluation of a shared vision of teaching 

and learning that leads to student academic progress and SGhool improvement 
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• Actively engage the community to create a shared responsibility for student 

academic performance and successful personal development (pp.1-2). 
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With the combination of components outlined by Kirtman (2013) and the measures 

highlighted by the NASSP (2013), it becomes clear that principals are charged with a heroic task 

when they take on the role of a building principal. The rigorous demands of the role of a 

principal combined with responsibilities such as attaining highly effective status through high 

rates of student growth and achievement, ongoing staff professional recruitment, development 

and retention, serving as the lead learner, managing the operations of the school building and 

effectively engaging in the community it is understandable the level of accountability and 

responsibility that presents as daunting for some principals (Fullan, 2014; Kotter, l 990; 

Leithwood et al., 2008; Miller, 2013; Pamela Mendels, 2012; Scherer, 2003; Shafer, 2018; 

Zellner et al., 2002). In addition to the demands of the job, research has highlighted 

dysfunctional factors such as: workplace conditions, politics, work load,,saJary, increased 

accountability, restructured roles, professional identity, isolation and impacts on personal lives as 

negative impacts on principal retention (Bauer & Brazer, 2013; Browne-Ferrigno, 2003; 

Buckingham, 2004; "School Leaders Netv,mrk," 2014; Davis et al., 2014; Fuller, 2012; Taie & 

Goldring, 2019; Washington-Bass, 2013; Whaley, 2002; Zellner et al., 2002). 

In addition to the work of Kirtman and the NASSP, the Wallace Foundation (2012) 

published a study that articulated five practices found to be consistent with effective school 

leadership: 

I. Vision of academic success for all 

2, Safe and creative climate hospitable for learning 
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3. Cultivation ofleadership among the members 

4. Provide optimal teaching so learners have optimal learning opportunities 

5. Management of all aspects geared to a goal of improvement (Mendels, 

2012). 
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The work of the Wallace Foundation, Kirkman and the National Association of 

Secondary School Principals (NASSP), highlights high accountability for the introduction and 

implementation of systems that will improve student outcomes (2013 ). Kirkman (2013) shared 

his model of seven competencies for successful school leadership to include: challenging the 

status quo, use- of communication to build trust and maintain clarity, development of a shared 

plan, a team focus over an individual perspective, movement with a sense of urgency for needed 

,change, a commitment to ongoing improvement efforts and the ability to build and maintain 

external relationships. 

Overall, principals are responsible for demonstrating student growth, creating 

opportunities for teacher development, maintaining a safe learning environment and instilling a 

positive school culture and climate ("A Shared Vision/ n.d., Buckingham, 2004; Deal & 

Peterson, 1999; Fullan, 2014; Davis et al., 2014; Deal & Peterson, 1999; Leithw.ood et al., 2008; 

Marzano, 2003~ Marzano et al., 2005; Miller, 2013; Muhammad, 2009; Roney et al., 2008; 

Scherer., 2003; Shafer, 2018; Zellner et al., 2002). "While research has shmvn the demands and 

responsibilities placed upon principals, few studies have sought to investigate the combined 

variables of gender, grade level, task overload and isolation on principal retention. In addition, 

there is a void of research in the area of the cumulative effects and relationships between the 
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variables of gender, grade level, isolation and task overload on principal retention nationally and 

locally in the state of New Hampshire (NH). 

Gender 

While current retention rates are enough to cause alarm, the addition of gender in the 

equation should raise the call for action. While the data representing females in building and 

district leadership is improving, the gains are slight with a notable gap compared to male rates of 

achieving building and district leadership roles (Maranto,, Carroll, Cheng, & Teodoro, 2018). 

Maranto et al. (2018) reported the path for women in educational leadership saw highs in the 

nineteenth century, yet met a steady decline during the twentieth century. The role of gender in 

principal retention is a valuable core-variable of research across school levels (Goldring & Taie, 

2018; Goldring et al., 2014). In a research brief by Rand (2004), a gender gap between female 

administrators at the elementaiy versus high school level was reported and is reflected in 

Goldring and Taie (2018) report as displayed in Table 22. The Rand brief found that while 

representation of female principals is on the rise, their rate still significantly lags behind their 

male peers (Bro'Wll, 2011). 

A study by Weber, Feldman, & Poling (1981) illustrated that in 1928 females accounted 

for 55% of principal leadership roles compared to 20% in 1973. In the 2011-12 School Staffing 

Survey, it was reported that 90% of elementary teachers are women while 66% are at the 

secondary level, 63% are teachers and 48% are principals (NCES, 2011). This data set was 

followed by the work ofTaie and Goldring (2019) who reported that 54% of public school 

principals were female with the breakouts of 68% at the elementary level, 40% at the middle 

level and 33% at the high school level. The data,sets from 2011-12 to 2017-18 show a positive 
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increase in the rate for female leaders at the secondary, however, the rate of increase is still quite 

low (Goldring & Taie, 2018; Goldring et al., 2014). 

The data for the state of NH from 2010-2020, as displayed in Table 1.1, showed a rate of 

decline as 61 female principals and 49 male principals exceeded five years of service at the same 

school. Table 1.1 further displays that only16 female and 26 male principals are still in service 

at their school at the nine-year mark (Principal Retention, 2010-2020). The retention decline for 

females displayed in Table I .I is followed by Table 1.2, which displayed the NH mean of 3.6 

years for retention of all principals supports the need for this study to explore the relationships at 

play which negatively impact retention rates in the state of NH (Principal Retention, 2010-2020). 

While the variable of gender is one aspect of both national and New Hampshire data sets, 

there is an equal value in the exploration of the interrelationships of grade level, isolation and 

task overload. Research from Bauer and Brazer (2013) related to the impact of isolation on 

principal job satisfaction of principals combined with the work of Buckingham (2004) and 

Maslow (1954, 1962) note the role of reaching self-efficacy and the impacts of stress and 

isolation on this actualization. These guiding studies provided a framework for this study to 

explore the relationship of gender, grade level, isolation and task overload on NH public school 

principal retention, 

Isolation 

The role of the principal, as reported by some principals, can present as isolating or 

lacking collegial support and formative supervision (Bauer & Brazer, 2013; Gale & Bishop, 

2014; Levin & Bradley, 2019). This daunting perspective of the role can be further pel])etuated 
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by the data and demands placed upon a principal by the varied stakeholders such as school board 

members, connnunity partners, parents/guard,ians, staff and students (Browne-Ferrigno, 2003; 

Deal & Peterson, 1999; Muhammad, 2009). Principals have reported feelings of feeling ill 

prepared, isolated and frustrated as they alone make choices at the end of the day between 

personal commitments, family obligations and getting their work completed (Buckingham, 2004; 

Chapman, 2005; Pullan 2001; Levin & Bradley, 2019). The work of the principal can cause 

professional isolation as a great amount of the-task must also be maintained in a confidential 

marnier (Bauer & Brazer. 2013). School principals are required to navigate a myriad of roles and 

responsibilities in an environment that might not take into account their need to nurture their own 

drive to collaborate, feel mentored, supported or engaged in their own professional development 

(Whaley, 2002). 

Isolation has been a variable that has negatively impacted principal retention for decades 

(Stephenson & Bauer, 2010). The perception of isolation can be tied to a principal's level of 

feeling they are alone to manage the demands of the role, which can dramatically impact a 

feeling of efficacy in the position, which is reflected in ,Maslow' s work which articulated the 

need for belonging (Buckingham, 2004; Maslow, 1943,1954,1962 & 1970a). A common theme 

of collaboration and cohort models is found in studies that sought to uncover solutions to the 

impacts of isolation in the role ofa principal (Washington-Bass, 2013). In addition to 

collaboration opportunities and cohort models or the initial socialization of a principal was 

explored by Browne-Ferrigno (2003). The Browne-Ferrigno (2003) study found initial attempts 

to integrate and connect the principal to social networks within a district had positive effects on 

the principal' s sense of efficacy. 
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Task Overload 

The principal serves as the cornerstone of setting, maintaining and showcasing a 

·developmentally responsive environment devoted to student growth (National Middle School 

Association [NMSA], 2010). The professional life of a principal is a balancing act that demands 

educated actions to support and promote a positive and formative learning environment 

(Buckingham, 2004; Chapman, 2005; Davis.et al., 2014; Deal & Peterson, 1999; Fullan, 2014; 

Gale & Bishop, 2014; Hall, Salamone, & Standley, 2009; Hargreaves & Fink, 2004; Hoyle & 

Torres, 2008; Kearney et aL, 2012; Leithwood et al., 2004; Marzano et al., 2005; Miller, 2013; 

Stephenson & Bauer, 2010). Principals juggle topics such as adolescent grmvth and 

development, staff supervision and evaluation, budgets, physical plant, school safety, community 

relations, board relations and culture and climate for the entire school community ("School 

Leaders Network," 2014). These competing demands can lead to overload and stress upon a 

principal who is expected to be innovative, creative and decisive as they lead the growth of the 

organization (Roney, Anfara, & Brown, 2008). 

Principals take on a great deal of responsibility as they are charged with the need to 

illustrate the growth of their students while also managing the events and daily interactions 

within their school community. Fullan (2001) shared his study completed in 1997, where he 

discussed the negative outcome of task overload on principals in the early 1990's. Fullan's 

description of overload included a perceived inability on the part of the principal to successfully 

accomplish the daily and long~term tasks within the role, otherwise known as task overload, 

While Full an described the overload of nearly fifteen years ago, the demands have continued to 
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rise and the challenges have grown in complexity (Bmwne-Fen-igno, 2003; Kotter, 1990; 

Hargreaves & Fink, 2004; 11 School Leaders Network," 2014). 
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The role of a principal has grown in complexity and scope as educational leaders attempt 

to adapt and effectively manage competing demands, accountability measures, and maintaining a 

focus on student grov,,rth (Buckingham, 2004). In addition to the demands of the position, the 

quality of the principal's preparation for the role coupled with the supervision and support 

provided by district leadership can further hinder their ability to be successful (Browne-Ferrigno, 

2003; Chapman, 2005; Fuller, 2012; Maryland State Department of Education, 2006). The role 

complexity and lack of preparation and support combined with isolation that can stern from 

serving as a lone building level leader can lead to higher rates of stress1 frustration and burnout 

("School Leaders Network," 2014). Given the intense-and competing demands placed on a 

principal, this can become overwhelming and can ultimately talce a personal toll on the 

individual and their career (Davis, Ikemoto, Taliaferro, & Fenton, 2014). 

Data from Relevant Stakeholders 

Principals are an integral aspect of school level student achievement, teacher 

effectiveness, teacher retention and establishing and maintaining positive school culture and 

climate (Leithwood, Seashore Louis, Anderson, Wahlstrom, 2004; Miller, 2013). Research in 

states such as Texas and North Carolina demonstrated the negative relationship between 

principal turnover and reduced rates of student growth or achievement (Kearney, Valdez, & 

Garcia, 2012; Miller, 2013). While research from states such as Texas and California outline 

the negative impacts such as reduced teacher retention in the year following a principal turnover 

(Daloisio, 2017, Hanselman et al., 2016; Scherer; 2003). The work of Deal & Peterson (1999) 
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and Muhammad (2009) related to student growth measures and teacher retention studies allowed 

for a deeper investigation into the disruptions of momentum, school traditions, community trust 

and staff motivation that negatively impact school culture and climate following the departure of 

a principal. 

Extant Data from the Organization 

In order to document and characterize the national and state data and concerns related to 

principal retention this researcher compiled a review of National data from National Teacher and 

Principal Surveys (NTPS), state data from the New Hampshire Department of Education (NH 

DOE) and the New Hampshire School Leader Survey (NHSLS; Goldring & Taie, 2018; 

Goldring et al., 2014; Foster, 2018; Principal Retention, 2010-2020; Taie & Goldring, 2019). 

National Statistics on Principal Retention 

Nationally, in 2018, the rate of principal turnover of 4.6 years fell below the five-year 

rate to implement change (Fullan, 2015; Goldring & Taie, 2018). These data points have been 

shown to be replicated in state studies from Missouri, Texas, North Carolina, Pennsylvania, 

Delaware, South Carolina, California, Illinois, Utah, New York and Wisconsin (Baker et al., 

201 0; Branch et al., 2009; Clotfelter et al., 2006; Farley-Ripple et al., 2012; Hanselman et al., 

2016; Oberman, 1996; Ni et al., 2015; Papa et al., 2002; Tran, 2017; Tran & Buckman, 2017 & 

Weinstein et al., 2009). In 2014, the School Leaders Network (SLN) shared their study titled 

"Churn" which further delved into the ramifications and complications nationally of the rate of 

principal turnover. This study shared the complexity of the impacts to students,,staff, families 

and the community in addition to the costs of false starts, onboarding and ongoing professional 
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development costs for districts (Daloisio, 2017; "School Leaders Network," 2014 and 

Washington-Bass, 2013). 
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As a means to explore national data related to the demographics and working conditions 

of public school principals in the United States, the National Teacher and Principal Survey 

(NTPS) from the National Center for Educational Statistics (NC-ES) provided data related to 

principal retention. The NTPS is a national sample ofK-12 schoolteachers and principals (Taie 

and Goldring, 2019). This survey collects demographic data and feedback on topics such as 

principal demographics, preparation and school characteristics. The data was collected by using 

mailed questionnaires and Internet tools in addition to in-person and telephone interviews 

(2019). 

The 2019, NTPS provided a national view of the demographics and working conditions 

of public school principals. At the completion of the data collection 10,600 school principals 

across the U.S. had participated in the survey opportunity to share their input on their 

demographic and working conditions (Taie & Goldring, 2019). The results of the 2019 NTPS 

are displayed in Table 2.2. 
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Table 2.2 

Results from the 2017-2018 National Teacher and Principal Survey (NTPS) 

Characteristics of Elementary and Secondary School 
Principals in the United States: 2017-2018 (NTPS, 2019) 

School type and selected 
school characteristic 

All Schools 

All public schools 
School Classification 

Traditional public 

Charter school 
Community type 

City 

Suburban 

Town 

Rural 
School level 

Primary 

Middle 

High 

Combined 
Student enrollment 

Less than 100 

Average total of 
years of 
experience 

7.4 

6.8 

6.8 

6.5 

6.4 

6.8 

7.1 

7.0 

6.9 

6.3 

6.8 

6.9 

6.4 

Average 
years at 
current 
school 

4.8 

4.2 

4.2 

4.1 

3.9 

4.1 

4.5 

4.5 

4.3 

4.0 

4.1 

4.3 

4.1 

Percent of principals by 
reported years of experience at 

current school 
Less than 3-9 10 or 
3 years years more 

years 

44.3 40.5 15.2 

45.9 42.1 12.0 

45.6 42.4 11.9 

49.5 38.0 12.5 

48.7 41.0 10.3 

44.1 45.3 10.6 

46.3 38.5 15.2 

45.0 41.1 13.0 

44.2 43.7 12.0 

48.5 40.7 10.8 

47.8 40.6 11.6 

47.8 38.0 14.3 

52.4 34.4 13.3 
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100-199 6.7 4.3 49.4 34.7 15.9 

200-499 7.0 4.4 44.2 42.9 12.9 

500-749 6.5 4.0 46.8 42.3 10.9 

750-999 6.8 4.0 44.6 45.9 9.4 

1,000 or more 6.9 4.1 44.6 45.6 9.8 

Percent ofK-12 students 
who were approved for 
free or reduced-price 
lunches 

7.3 4.5 43.0 43.8 13.2 
0-34 

6.8 4.4 44.2 41.6 14.2 
35-49 

6.9 4.3 43.2 44.2 12.5 
50-74 

6.3 3.8 50.8 39.6 9.6 
75 or more 

Note: The average-years of service at the current school is shown to be 4.2 years nationally. 

The data point most resounding from this study showed the average years at the current 

school for public school principals stands at 4.2 years with even lower retention rates for charter, 

city, suburban middle and high school populations (Taie & Goldring, 2019). This data point falls 

short of the five years needed to embed change as outlined by Fullan (2012). Given this low 

retention rate at a national level a call for attention related to the working conditions for public 

school principals should be answered by national and local stakeholders. 

New Hampshire Statistics on Principal Retention 

According to the NH Department of Education (NH DOE) (20.18) tl1ere are 

approximately 252 public elementary, 92 public middle and 76 public high schools in the state of 
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NH. There are approximately 4 3 different grade combinations for each school in the state that 

range from single grades to multiple grade combinations as illustrated in Table 2.3 (NH 

Department of Education, n.d.). These grade configur_ations consist of combinations of grades 

combined to create a school. Typical configuration breakouts are elementary, consisting of 

grades between kindergarten through grade six, and secondary consisting of grades seven 

through twelve (Go1dring & Taie, 2018; Gold.ring et al., 2014; National Middle School 

Association [NMSA], 2010; Principal Retention, 2010-2020 & U.S. Department of Education, 

n.d.). 

Table 2.3 

New Hampshire School Grade Counts and Grade Configurations 

Grades 

123 4 
I 2 3 4 5 

12345678 
123456789I01112 
2345 
2345678 
345 
3456 
456 
45678 
56 
5678 
56789I01112 
678 
6789101112 
78 
9101112 
K 
KI 2 3 

42 

4 
12 
' 0 

3 
9 
1 

12 
4 
7 

13 
9 

61 
9 

130 
6 

37 
309 

1 
I 
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Kl234 
K12345 
K123456 
K12345678 
Kl23456789101112 
KRI2345 
PK 
PK! 
PK 12 
PK 123 
PK1234 
PK1234 
PK12345 
PK123456 
PK12345678 
PK123456789101112 
PKRI 
PKR123 
PKR1234 
PKR12345 
PKR123456 
PKR12345678 
Prek 
Rl2345678 
Grand Total 

Note: The data in Table 2.3 contains duplicative counts as schools may be counted in two or 
more data sets. 
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In addition to the school configuration counts outlined in Table 2.3 from the NH DOE 

(2018) Table 1.2 displayed a deeper description of the longevity of NH public school principals 

at all levels and grade configurations. In Table 1.2, the average years of service for all principals 

is reported to be 3.6 years, which falls short of the national average of 4.2 years (NH Department 

of Education, n.d.; Taie & Goldring, 2019). A comparison of male and female principals at the 

elementary and secondary levels as displayed in Table 2.4 and Table 2.5 yields the mean for 

male principals, from preschool to grade six, is four years while the female mean is 3.59 years, at 

57 
163 

51 
65 

1 
I 

11 
2 

21 
12 
59 
2 

92 
38 
62 
16 
2 
3 

13 

4 
3 
3 

1 
2 

1315 
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the secondary level the male mean, for grades six through twelve, is 3.59 years while the female 

mean is 3.09 (Principal Retention, 2010-2020). While male principals are showing higher years 

of service than females, all of the data represents a flaw as neither group is successfully reaching 

a mean of greater than five years necessary to fully embed school change (Fullan, 2001, 2014 & 

2015). 

National Concerns with Principal Turnover 

Given it can take five years to fully embed initiatives to promote school change, a 

principal's commitment to the school emerges through their tenure (Pullan, 2001; Marzano, 

Waters, & McNulty, 2005). In addition to Fullan's (2001) work, Malcolm Gladwell (2008) 

introduced a theory of 10,000 hours to reach mastery of a skill. If Gladwell' s theory was applied 

to the field of education1 specifically the principal, the mindset could shift to promoting hours of 

preparation practice_ on the part of the principal to reach mastery. With this mindset an 

opportunity exists to support and develop principals so they can succeed and sustain within their 

school role (Browne-Ferrigno, 2003; Davis et al., 2014; Washington-Bass, 2013). 

Stability, actualized through tenure, can allow for consistency across the school 

community. Marzano (2005) argued that a highly effective principal positively impacts the 

growth of the student body. It could then be applied that retention of a highly effective principal 

can positively impact student achievement (Marzano, 2003). In essence; a consistent highly 

effective principal can be the lynchpin for school transformation and ultimately student growth 

(nA Shared Vision," n.d.). Unfortunately, national studies such as the work from School Leaders 

Network (2014) are showing the typical principal remains in their role for an average of 4.2 

years (Taie & Goldring, 2019). 
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In one study, from the state ofTexa:s, the average high school principal will not witness 

their freshman class graduate high school (Fuller, 2012). This bleak reality demonstrates the rate 

of leadership change taking place in school communities across the nation. 'While changes in 

leadership can be powerful and prompt positive systems change, the shift does also create a 

pause in momentum at the building level which can impact areas such as teacher retention, 

student achievement, dips in positive school culture and climate lapses in consistency of 

management and leadership at the building level (Baker et al., 2010; Branch et al., 2009; "School 

Leaders Network," 2014; Deal & Peterson, 1999; Hall, Salamone, & Standley, 2009; Hanselman 

et al., 2016; Hoyle & Torres, 2008; Kearney et al., 2012; Leithwood et al., 2004; Miller, 2013; 

National Association of Secondary School Principals [NASSP], 2019; Ni et al., 2015; Scherer, 

2003; "The Wallace Foundation," 2013; Tran & Bqckman, 2017; Urick, 2012; Whaley, 2002). 

Current research has outlined the negative impacts of principal turnover, which can be 

observed at all school levels from elementary to secondary (Goldring et aL, 2014). These 

impacts as illustrated by Full an' s (2001) data illustrated a link between high principal turnover 

rates and lower student test scores, decreased teacher retention rates and faltering school culture 

and climate. Levin and Bradley (2019) have shown that student assessment scores are negatively 

impacted in the year directly following principal turnover. In conjunction with negative impacts 

on students, teacher retention rates have shown increased turnover following periods of principal 

turnover (Scherer, 2003). These combined factors can contribute to a negative school culture 

and climate following leadership turnover (Muhammad, 2009). 

The role of culture and dimate in a school can be compared to the personality of a human 

being (Roney, Anfara, & Brown, 2008). If the principal of the school changes, then the 
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personality of the school changes. In these periods of change, the students and staff can become 

confused or disillusioned by false starts or altered plans or expectations (Deal & Peterson1 1999). 

In these transitions the school community can face uncertainty, which can have a direct tie to 

decreased growth of the students. Principal turnover can be viewed as cyclical as the turnover 

impacts teacher retention rates, which can lead to decreased quality instruction in the classroom 

ultimately resulting in decreased student gruwth (Scherer, 2003). The negative impacts of 

principal turnover can become a major barrier to the-work and consistency required to become a 

highly effective school leader (Gale & Bishop, 2014). The dynamic and vital role of the 

principal has been clearly researched and documented however a broader understanding of the 

tolls of the task overload and isolating nature of the role combined with gender has yet to be 

explored. 

The vast list of responsibilities placed upon a principal can cause task overload for some, 

which can result in turnover (Fullan, 2014). When a school principal leaves, the change can_ 

cause a disruption for the school community (Urick, 2012). This disruption is further 

compounded when the principal does not stay in the role for greater than five years. The five

year mark is reported as the time period when true change or new initiatives can start to take hold 

\\rithin the school community (Fullan, 2015). In an environment that demands metrics to 

illustrate student growth, positive school culture and ongoing staff development it is clear the 

demands are great for these school leaders (Hoyle & Torres, 2008; Kearney et al., 2012; 

Lunenburg, 2011; Miller, 2013; Muhammad, 2009). Given the vast and demanding nature of the 

role and responsibilities placed upon a principal compared to high turnover rates, it is clear 

public schools nationally are falling short of maintaining effective principals in their school roles 

for greater than five years (MarZljno et al., 2005). 
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In addition to these shifts in vision, the systems for school operations and management 

may look different for the school community under new leadership (Davis et al., 2014; 

Hargreaves & Fink, 2004; Kotter, 1990; Washington-Bass, 2013). The ramifications of 

leadership turnover can be felt by the incoming principal, students, staff and community 

following a principal's departure (Davis, Ikemoto, Taliaferro, & Fenton, 2014). With our Current 

rates of turnover and the demand to replace departing principals, school districts are seeking 

incoming principals to serve their schools. The current turnover rate is placing our current 

system at a breaking point of placing higher and higher demands on a lean pool of educational 

leaders (Hanover Research, 2014). We are reaching a time where we can no longer dig into a 

pool of experienced applicants as the pool is nearing empty (Hall et aL, 2009). 

While data from Goldring and Taie (2018) has documented the rate of public school 

principal turnover in the 2016-2017, school year, there exists an opportunity to explore the 

profile of thriving principals and the variables of gender, isolation and task overload in these 

stayers. 

New Hampshire Concerns with Principal Turnover 

While it is known that it can take at least five years for a principal to embed a change or 

vision within a school community, the current national rate of principal turnover is of concern 

(Pullan, 2001). The state of New Hampshire Department of Education (NH DOE) data does not 

represent a better rate for principal retention as the mean for all principals is 3.6 years which is 

less than the national average of 4.2 years of service nationally (NH Department of Education, 

n.d.; Principal Retention, 2010-2020 & Taie & Goldring, 2018). 
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When the NH data is further broken down by gender as shown in Table 2.4 for male 

public school principals ill NH and Table 2.5 for female public school principals in NH, it 

becomes clear that females at the secondary level have a lower length of consecutive service than 

their male counterparts. The mean for male principals at the elementary level (including all 

counts for grade configurations from Pre-Kindergarten to grade six) is 4 years while the mean for 

females for this same grade configuration is 3.59 years (Principal Retention, 2010-2020). The 

mean for male principals at the secondary level (including all counts for grade configurations 

from grade five to grade eight) is 4.02 years while the mean for females for this same grade 

configuration is 3.5 years (Principal Retention, 2010-2020). The mean for male principals _at the 

secondary level (including al1 counts for grade configurations from grades nine through grade 

twelve) is 3.59 years while the mean for females for this same grade configuration is 2. 7 years 

(Principal Retention, 2010-2020). A deeper review of the NH principal retention data (2010-

2020) shows a decline in retention at the secondary level to 3.59 for male high school principals 

and 2. 7 years for female high school principals as outlined in Table 2.4 and Table 2.5. 

Table 2.4 

Male Public School Principal Retention Data.for the,State of NH 

Grade Count Mean Median Mode. SD Range 
Confi uration 

P-4 307 3.97 3 10 2.69 1-10 
P-6 426 4 3 ' 2.67 1-10 0 

P-12 634 3.87 3 3 2.59 1-10 
5-8 374 4.02 3 3 2.62 1-10 
6-8 250 4.05 3 4 2,65 1-10 

6-12 440 3.84 3 3 2.56 1-10 
9-12 194 3.59 3 3 2.41 1-10 

Note: The data in Table 2.4 contains duplicative counts as a principal may be counted in tv-m or 
more of the data sets. 
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Table 2.5 

Femalepublic school principal retention/or the state of NH 

Grade Count Mean Median Mode SD Range 
Conti ation 

P-4 427 3.63 3 5 2.43 1-10 
P-6 504 3.59 3 5 2.41 1-10 

P-12 624 3.4 ' ' 2.35 1-10 0 0 

5-8 402 3.5 3 3 2.35 1-10 
6-8 233 3.29 3 3 2.2 1-10 

6-12 336 3.09 3 3 2.15 1-10 
9-12 110 2.7 2 4 2.04 1-10 

Note: The data in Table 2.5 contains duplicative counts as a principal may be counted in two or 
more of the data sets. 

The data from Table 2.4 and Table 2.5 is concerning not only for school communities but 

also for guiding organizations such as the NH Department of Education (NH DOE), the NH 

School Board Association (NHSBA), NH School Administrators Association (NHSAA), NH 

Secondary Administrator's Association (NHSAA), NH Educators Association (NEA), NH 

Principal Union organizations and Parent Teacher Organizations as the data shows that both 

male and female public school principals in the state of NH fall under the minimum of five years 

of consecutive years of service to embed a change in their school {Pullan, 2001 ~ Marzano et al., 

2005; "School Leaders Network"). 

'While studies, such as those outlined in Table 2.1, have shown a low rate ofprincipal 

turnover at a national level, few studies have highlightecj_ the nuances present at the state level 

("Principal Turnover," 2010). The NH Department of Education (NH DOE) data does not stray 

from the national rates in that retention of principals is an area for continued exploration as the 

retention rates are low across all levels. The New Hampshire Leaming Initiative (NHLI) 

conducted the New Hampshire School Leaders Survey (NHSLS) in 2018. The goal of this 



GENDER, GRADE LEVEL, ISOLATION AND TASK OVERLOAD so 

survey was to collect data to better understand the context surrounding principal stayers and 

leavers in public school settings in the state of NH (Foster, 2008). The purpose of this study is 

to further understand public school principal retention and the interplay of gender, grade level, 

isolation and task overload in the state of NH. 
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Chapter3 

Methods and Design for Action 

This study was designed to explore NH public school principal retention and the 

relationship(s) of gender, grade level, isolation and task overload. Since this study used a 

secondary data set and did not involve any aspect of manipulation of the variables or direct 

involvement of human subjects, Institutional Review Board approval from Plymouth state 

University was not required. This chapter will present the study purpose and design, participants 

and data sources, data collection and practices, data collection-steps, data analysis and 

evaluation, targets and timelines, limitations and summary. 

Study Purpose and Design 

This study was designed to explore possible relationships and interrelationships of 

gender, grade level, isolation and task overload on NH public school principal retention at all 

grade levels. The research questions, developed after a review of the NH data and a 

comprehensive literature review, allowed for both individual relationships and interrelationships 

of the independent variables on public school principal retention in NH (Cohen, Manion, & 

Morison, 2000; Kerlinger, 1986). While understanding the current working context for NH 

principals is of value, this study was designed to be an exploration of the individual and 

combined findings of the relationships between the variables as a path to provide a framework 

for further exploration and to prompt a movement toward action to improve the working context 

for principals within the state, Given the current national principal retention rate is 4.2 years and 

the NH average is 3.6 years the time is now to identify supports to disrupt the pattern of low 
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principal retention in NH (Goldring & Taie, 2018; Principal Retention, 2010-2020). The 

findings from this study should provide suggestions for further research and discussion across 

stakeholders in the state to improve principal retention rates as improvements in retention can be 

linked to positive impact on student growth, teacher retention and school culture and climate 

(Hanover Research, 2014; Hanselman et al., 2016; Hoyle & Torres, 2008; Kearney et al., 2012; 

Leithwood et al., 2008; Miller, 2013; Scherer, 2003; Shafer, 2018; Tran, 2017; Zellner et al., 

2002), 

This study was designed using a quantitative methodology approach (Bloomberg & 

Volpe, 2019; Kerlinger, 1986). The nature of this study utilized an ex post facto comparative 

study that allowed this researcher to investigate the phenomena of principal retention, as it 

existed naturally without the introduction of an experimental method (Baxter & Jack, 2008; 

Leavy, 2014). The choice to use an ex post facto design as described by Bloomberg and Volpe 

(2019) allowed this researcher to view the variables in as close to a real life situation without 

manipulating the variables in a cost effective and timely manner. The decision to view the 

variables in real life was due to the fact it would be unethical and impractical to attempt to 

manipulate factors such as gender, grade le\'el, isolation and task overload for NH principals 

(Cohen, Manion, & Morison, 2000; Kerlinger, 1986). The method of using a secondary data set 

allowed for a study 'from what is done afterward' (Dillman, Smyth, & Christian, 2014; 

Kerlinger, 1986). It is important to note that the New Hampshire School Leader Survey 

(NHSLS) was not designed with any knowledge or purpose designed for this study or research 

questions. 
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For the purpose of this study the dependent variable is public school principal retention in 

the state ofNH and the independent variables are gender, grade level, isolation and task 

overload. The use of an ex post facto design was important as the data from the National 

Teacher and Principal Survey (NTPS) and the New Hampshire School Leaders Survey (2018) 

provided an opportunity for a deep review of the existing data related to the current 

demographic, working conditions and individual principal perception reports without any 

manipulation of the variables of gender, grade level, isolation or task overload (James & Slater, 

2014; Kerlinger, 1986; Taie & Goldring, 2019). 

Participants and Data Sources 

The participants in this study initially consisted of 949 principals in the state of New 

Hampshire (NH) which was subsequently reduced to include only 428 respondents or 45% of the 

original 949 partidpants (Foster, 2018). This sample was selected as the respondents selected the 

designation of current principal in the 2018 NH School Leader Sun1ey (NHSLS). The current 

principal participants for the study ranged from school levels designated as elementary to high 

school in 43 combinations of grade level configurations as displayed in Table 2.3 (NH Department 

of Education, n.d. ). The respondent group was balanced for participant gender as reflected in 

Table IO for the current principal cohort. 

This study also deployed the use of the National Center for Education Statistics (NCES) 

(2018) Public School Principal Status Data to provide comparative data points to the NH DOE 

and NHSLS data. The NCES is a nationally representative sample survey of all states and their 

K-12 schools. The sample size for the NCES (2018) survey included approximately 5,700 public 

school principal responses collected in the preceding school year from September 2017 and 
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concluded in August 2018 (Goldring & Taie, 2018). The NTPS data was collected by the use of 

post-mailed questionnaires, Internet survey tools, telephone calls and in-person interviews 

(Dillman, Smyth, & Christian, 2014). 

Data Collection and Specific Practices 

The use ofa secondary data set, the NH School Leader Survey (2018), was utilized in 

order to complete this study (Bloomberg & Volpe, 2019; Dillman et al., 2014). This data was 

compared against the national data set from the NTPS survey results when available to illustrate 

how NH principal data compares to National retention rates in the areas of gender, grade level 

and working conditions such as isolation and task overload (Taie & Goldring, 2019). 

Data collection Steps 

• The data file for the NH School Leader survey was obtained in 2018, following a 

meeting with NHLI and NH DOE representatives. 

• The survey data was maintained in a secure manner at all times. The data file was 

stored on a password protected jump drive that was stored in a locked filing cabinet 

in order to provide two locked measures of security. The filing cabinet is located 

in the home office of this researcher. 

Data Analysis and Evaluation 

Data was analyzed using the IBM Statistical Package for the Social Science (SPSS) 

software to obtain descriptive statistics and to provide context for the findings of the study. The 

data was first filtered to select only those principals who self-reported themselves as current 
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principals (Cohen et al., 2000). The data was then further filtered to determine gender, 

employment status, grade level served, student enrollment of their school, years of experience, 

urbanicity,_ salary and age of the respondents within the current principal population (Creswell, 

2014; Kerlinger, 1986). These demographic files were prepared as frequencies of the variables as 

found in Table 4.1 through Table 4. 9 within Chapter 4. These descriptive statistics provide 

background knowledge and information to further describe the current principal sample. 

The data sets were run through various tests based on the participant response number and 

number of variables to be tested. This study utilized cross-tabulations, Pearson chi-squares and 

ANOV A to fully explore and reference findings. The cross-tabulations and chi-squares were used 

for research questions one through five and are displayed in Tables 4.10 through Table 4.34. The 

cross-tabulations and chi-squares results are displayed in these tables to show the relationship 

between two categorical variables such as nominal (gender) or ordinal (ranking). 

The A VOV A test was run to show the relationship between one categorical variable (grade 

level) and one interval variable (scale). One benefit of the use of an ANOVA for the research 

question for this study was the ANOV A allowed for replication to fully explore the relationships 

between the variables. The ANOV A test for significance was used to further explore the question 

related to balance satisfaction as displayed in Table 4.23 and Table 4.24. 

The research questions used for this study are: 

1. Is there- a relationship between. gender level served and principal tenure in the 

state ofNH public schools? 
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2. Is there a relationship between grade level served and principal tenure in the state 

of NH public schools? 

3. Is there a relationship between isolation and principal tenure in the state of NH 

public schools? 

4. Is there a relationship bet\veen task overload and principals' tenure in the state of 

NH public schools? 

5. Is there an interrelationship between gender, isolation and task overload on a 

principal tenure in the state of NH public schools? 

The design alignment for this study is displayed in Table 3.1, which articulates the 

problem and purpose of the study, research questions, data collection tools, data points, data 

sources and the anticipated data analysis. 

Table3.1 

Design Alignment Tool (Kanyongo, 2017) 

Study Problem 
and Purpose 

Current research has 
shown a high rate of 
principal turnover 
across 

the nation. Given 
principals serve as 
the lead learners in a 
school community it 
is vital to explore 
variables that may 
impact a principal' s 
job satisfaction and 
subsequent tenure in 

Research 
Questions 

RQI andRQ2: 

Quantitative 

Is there a 
relationship 
between gender or 
gender/grade level 
and principal 
tenure? 

Data 
Collection 

Tools 

NCES Survey 
(2019) 

NH School 
Leaders 
Working 
Conditions 
Survey (2018) 

Data 
Points 

Yielded 

List specific 
questions from 
each survey 
related to 
gender and 
retention 
greater than 5 
years. 

NHSLWC 
Survey 
Questions: 
Q29, Q27 

Data 
Source 

Principals 
who 
complete 
d the 
2019 
NCES 
Survey 

Principals 
who 
complete 
d the 
20!8NH 
School 
Leaders 
Surve 

Data 
Analysis 

Pearson 
Chi-Square 
to 
determine 
if the 
variable is 
significant 



GENDER, GRADE LEVEL, ISOLATION AND TASK OVERLOAD 57 

the ·state of New RQ3: NCES Survey List specific Principals Pearson 
Hampshire. Quantitative (2019) questions form who Chi-

Is there a each survey completed Square to 
relationship NH School related to the 2019 determine 
between isolation Leaders isolation and NCES if the 
and principal Working retention Survey variable is 

The New Hampshire tenure? Conditions greater than 5 significant 
(NH) Principal Survey (2018) years. Principals 
retention data as who 
tracked by the NH NHSLWC completed 
Department of Survey the 2018 
Education (NH DOE) Questions: NH 
Educator Information Q12, Q127, School 
System (EIS) for the Q27 Leaders 
time period of2019- Surve 
2009, shows the 
following descriptive RQ4: 

data in the area of Quantitative NCES Survey List specific Principals Pearson 
principal retention for Is there a (2019) questions from who Chi-
all public school relationship each survey completed Square to 
principals, grades between task NH School related to task the 2019 determine 
Pre-k-12, in the state overload and Leaders overload and NCES if the 
ofNH: principals' tenure? Working retention Survey variable is 

Conditions greater than 5 significant 
• Mean-3.6years Survey (2018) years. Principals 
• Median - 3 years who 
• Mode-1 year NHSLWC completed 

• Standard Survey the 2018 
Deviation- 2.48 Questions: Ql, NH 
The purpose of Q2, Q6, Qll, School 

this study is to gain a Ql3, Ql4, Q27 Leaders 
deeper understanding Surve 
of the NH Principal RQ5: NCES Survey List specific Principals One-way 
retention data in (2019) questions from who ANOVA 
comparison to Quantitative each survey completed analysis to 
national data with a NHS.chool related to the2019 determine 
focus on the variables Is there an Leaders gender, NCES if there is 
of gender, isolation interrelationship Working isolation task Survey significan 
and task overload on between gender, Conditions overload and ce of 
retention of greater isolation and task Survey (2018) retention Principals gender, 
than 5 years. In overload on a .greater than 5 who isolation 
addition, the study principal tenure? years. completed and task 
will seek to identify the 2018 overload 
patterns, which could NH as a 
present as NHSLWC School predictive 
opportunities to -Survey Leaders factor for 
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disrupt and positively 
impact principal 
retention rates in NH. 

Questions: Ql; Survey 
Q2, Q6, Qll, 
Q13, QJ4, 
Q16, Q27, Q29 
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retention. 

Note: The five research questions arid analysis steps outlined to include survey questions 
identified. 

Targets and Timelines 

The following is a brief overview of the tirneline ~d action item related to this research study: 

• Review and analyze the NH Principal Survey data - June through July 2020 

Limitations (researcher bias and anticipated barriers) 

The primary limitation of this study was the design format of an ex post facto design as it 

diminished the researcher's inability to control the Survey construction or sample assignment 

yielding no random assignments which limited generalization of the study findings to 

suggestions or recommendations for further study (Cohen et al., 2000; Kerlinger, 1986). V&.ile 

an ex post facto study presented limitations, the use of a secondary data set allowed the 

researcher to study the variables in a real life fonnat without any manipulation or randomization 

of the survey sample participants (Creswell, 2014). In addition, the manipulation of the variables 

of gender, grade level, isolation, task overload and principal tenure would have been unethical 

(Leavy,2017). A secondary limitation of the study was the use of a survey as the respondents 

may have approached the questions with a bias, lapse in memory or lack of clarity as to the 

nature of a question (Dillman et al., 2014). 

A third limitation for the study was researcher assumption of an interrelationship between 

the variables outlined for the study (Creswell, 2014; Kerlinger, 1986). This assumption was 
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based in part to the national principal retention rate of 4.2 years and the NH average of3.6 years 

combined with the guiding theories of Synergistic Leadership Theory (SLT) and motivation 

theory suggested there is a relationship between the variables (Brown, Irby & Duffy, 2003; 

Principal Retention, 2010-2020; Taie & Goldring, 2019; Maslow, 1943). While this researcher 

held this assumption, measures such as multiple statistical test formats were used to maintain a 

neutral position while allowing the study to prove or disprove the assumption that the variables 

have relationships that could negatively impact principal retention (Leavy, 2017). 

An additional limitation of this study included the fact that little information or follow up 

could be had with those principals in NH who opted not to participate in the New Hampshire 

School Leader Survey (NHSLS) (Cohen et al., 2000; Creswell, 2014). While the NHSLS 

response rate reflected 47% of the NH full principal population as displayed in Table 8, the 

limitation of missing the full population presents as a limitation of thi_s study as the population 

was limited to only those principals who opted to participate in the NHSLS. This limitation was 

considered and in relation to the proposed research questions this researcher decided to use the 

available cunent principal sample as this data set represented greater than ten percent of the 

population and close to half of the 519 principals employed during 2018 in the state of NH 

(Principal Retention, 2010-2020). This study design and the use of the current principal sample 

could be used to show the significance of findings of the role of gender, grade level, isolation 

and task overload on principal retention in public schools within NH (Leavy, 2017). Due to 

these limitations, the use of national dat;i from the Principal Attrition and Mobility Survey was 

used as a comparable factor when available and comparable to provide comparative statistics 

(Goldring & Taie, 2018). 
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Summary (desired improvement as a result of the study) 

The current rate ofNH public school principal turnover is alarming. In 2018 the mean for 

NH principal retention was 3.6 years, which falls under the national mean of 4.2 years (Foster, 

2018; Taie & Goldring, 2019). Given it takes a minimum of five years to embed an educational 

change the NH average falls short of this benchmark (Fullan, 2001; Kirkman, 2013, Miller 2012). 

The rate of NH turnover when compared to the aging nature ofNH principals as displayed in Table 

16 shows NH is sitting at the threshold of a crisis as 48.5% of principals are 51 years or older 

(Foster, 2018). If the current rate of NH principal turnover and nature of an aging principal 

population continues to collide in this manner, NH schools districts will face a clear barrier to full 

implementation of educational changes that may have long term positive impacts on student 

achievement, teacher effectiveness and teacher retention across schools within the state. 

This study provided an opportunity to gain a deeper understanding of the relationships 

between gender, grade level isolation -and task overload on NH public school principal retention. 

The study outcomes may provide new or innovative measures to improve the working conditions 

of these building level leaders which in tum could positively impact student achievement as 

illustrated by improved assessment data, graduation, attendance rates, teacher retention rates, 

teacher effectiveness practices and improved culture and climate in NH school communities. 

Upon completion of the study, the findings and suggestions will be shared with the 

following stakeholders within the state of NH as a means to continue a dialogue with the goal of 

improving principal retention in the state. 
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1. Higher education colleges and universities that provide programs for educational 

leadership and/or principal certification 

2. NH Department of Education (NH DOE) 

3. NH Association of School Principals (NHASP) 

4. NH School Administrators Association (NHSAA) 

5. NH School Board Association (NHSBA) 

6, NH Education Association (NEA) 

The findings of this study will be shared in a manner to increase awareness of the role of 

gender, grade level, isolation and task overload on NH principals. Along with increased 

awareness, sharing the outcomes of this study will allow for collective identification and 

development of opportunities to improve the current working conditions for NH public school 

principals. 

Upon completion of this study, expanded themes for continued research may include an 

expansion of this study to surrounding New England states to further expand the :findings from 

New Hampshire. In addition, further study could explore the connection to principal preparation 

programs and previous work experience prior to entering into a principalship. 
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Chapter 4 

Data Analysis and Recommended Actions 

Chapter four contains a review of the relevant data analysis, discussion and conclusions 

related to this focused study of public school principal retention in the state of New Hampshire 

(NH) and the interrelationship of gender, grade level, isolation and task overload. The data 

analysis and subsequent findings related to each research question is presented and discussed 

culminating \vith implications for future research, limitations of this study and a conclusion. 

The, purpose of this study was to-investigate NH public school principal retention and the 

relationships between gender, grade level, isolation and task overload on tenure. On a national 

level Goldring and Taie (2019) illustrated the national rate of principal retention to be 4.2 years. 

In NH the current mean of 3.6 years supports the need for further exploration as the rate of 

retention for these educational leaders falls below of the national mean and the five year mark to 

impact eclucational change. The current NH rate of 4 years for elementary principal males and 

3.5 years for females compared to the rate of 3.59 years for secondary male principals and 2.7 

years for females at the secondary level supported the continued investigation of the following 

research questions (Principal Retention, 2010-2020). 

1. Is there a relationship between gender and principal tenure in the state of NH 

public schools? 

2. Is there a relationship between grade level served and principal tenure in the state 

of NH public schools? 

3. Is there a relationship between isolation and principal tenure in the state ofNH 

public schools? 
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4. Is there a relationship between task overload and principal tenure in the state of 

NH public schools? 
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5. Is there ari interrelationship between gender, isolation, task overload and principal 

tenure in the state ofNH public schools? 

The scope of this study was constructed to explore the relationships of gender, grade 

level, isolation and task overload on NH public school principal retention. Current research by 

Fullan (2001, 2015) and Miller (2012) outline the importance of principal tenure as the typical 

change process takes at least five years. The work ofFullan and Miller along with the 2018 

principal retention data from the NH Department of Education was explored and compared to 

national principal retention rates as displayed in Table 2.2. Given the current National and NH 

data, there was expectation that there would be significant findings of relationships and 

interrelationships of gender, grade level, isolation and task overload on NH public school 

principal retention (Fullan, 2001; Principal Retention, 2010-2020). 

The participants for this study included 949 educators who started the NH School Leader 

Survey. Within this participant group there were three categories: current principals, former 

principals and those trained but who never entered the profession (Foster, 2018). Fot the 

purpose of this study only those principals who selected the category of current principal were 

included in the sample, yielding 428 participants or 45% of the available participant pool. Of the 

428 current NH principals who started the survey 243 completed the full survey resulting in a 

completion rate of 66%. The completion rate of 66% or 243 participants represents 

approximately 47% of the available 519 NH principals for the time period of 2018 as reflected in 

Table 4.1. 
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The descriptive statistics related to the sample, found in Table 4.1 through Table 4.9, 

displays information in frequency rates and percentages of employment status, gender, grade 

level, student enrollment, years of experience, urbanicity, salary and age (Creswell, 2014; Foster, 

2018). 

Table 4.1 displays the reported employment status for each NH principal who 

participated in the 2018 New Hampshire School Leader Survey (NHSLS). The demographic 

questions represented in Table 4.1 include: gender (NHSLS question 29) and grade level 

(NHSLS question 16) (Foster, 2018). 

Table 4.1 

Reported Employment Data for all Participating NH Public School Principals for the 2018 
School Year 

Grade Level Female Male Null Total 

Other 12 IO 0 22 

Elementary 185 126 1 312 

Middle 25 50 0 75 

High 33 72 0 105 

Total 258 260 1 519 

Note: N-519 

The current principal sample was also balanced for the number of female and male 

respondents as reflected in Table 4.3. The participants for this study represented all grade level 

school configurations in place in the state of New Hampshire (NH). 
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A further breakdown of the demographic statistics for the study participants as shown in 

Table 4.2, and includes the participants' report of their employment status as full or part time m 

response to question 15 from the 2018 NHSLS as found in Appendix A (Foster, 2018). 

Table 4.2 

New Hampshire Principal Reported Employment Status (QI 5) 

Frequency Percent Valid Percent 

Full time 237 97.5 97.9 

Part time 5 2.1 2.1 

Total 242 99.6 100.0 

Missing 1 .4 

Note: N~243 

Table 4.3 displays only the reported gender for each survey respondent to the NHSLS 

survey (Foster, 2018). 

Table 4.3 

New Hampshire Principal Reported Gender for the Study Sample (Q29) 

Female 

Male 

Total 

Note: N~243 

Frequency 

121 

122 

243 

Percent 

49.8 

50.2 

100 

Table 4.4 displays the respondent report of the grade level their school serves for the 

2018 NHLS survey response to question 16 (Foster, 2018). The full NHSLS is available in 

Appendix A. 
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Table 4.4 

New Hampshire Principal Reported Grade Level(s) /Or the Study Sample (Qi 6) 

Frequency Percent Valid Percent 

Elementary 103 42.4 42.6 

Middle 44 18.1 18.2 

Elementary and Middle School (K-8) 61 25.1 25.2 

High 34 14.0 14.0 

Total 242 99.6 100.0 

Missing 1 0.4 

Note: N~242 

Table 4.5 displays the results of the reported student enrollment in response to question 

17 from the 2018 NHSLS (Foster, 2018). The full survey can be found in Appendix A. 

Table 4.5 

New Hampshire Principal Reported Student Enrollment for the Study Sample (Ql7) 

Frequency Percent Valid Percent Cumulative Percent 

200 or Less 52 21.4 21.8 21.8 

Between 20 I and 500 115 47.3 48.3 70.2 

Between 501 and I 000 56 23.0 23.5 93.7 

More than I 000 15 6.2 6.3 100.0 

Total 238 97.9 100.0 

Missing 5 2.1 
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Note: (N=238) 76.5 Survey respondents are employed at schools with greater than 200 students 
enrolled. 
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Table 4.6 displays the principals reported years of experience as a school principal in 

response to question 19 from the 2018 NHSLS (Foster, 2018). The full survey can be found in 

Appendix A. 

Table 4.6 

New Hampshire Principal Reported Years o,f Experience.for the Study Sample (Ql9) 

Frequency Percent Valid Percent 

1 to 3 years 54 22.2 22.5 

4 lo 6 years 70 28.8 29.2 

7 to 9 years 28 11.5 11.7 

10 to 12 years 27 1 I.I 11.3 

13 to 15 years 19 7.8 7.9 

16to 19years 24 9.9 10.0 

20+ years 18 7.5 7.5 

Total 240 98.8 100.0 

Missing 3 1.2 

Note: (N= 240) 51 % Reported 1-6 years of Service. 

Table 4.7 displays the principal report of their geographic descriptor for their school 

location in response to question 21 in the 2018 NHSLS (Foster, 2018). The full NHSLS can be 

found in Appendix A. 
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Table 4.7 

New Hampshire Principal Reported Geographic Region of Their School (Q2]) 

Frequency Percent Valid Percent 

North Country 24 9.9 I 0.1 

Lakes 31 12.8 13.0 

Southwest 52 21.4 21.8 

South Central 69 28.4 29.0 

Southeast 62 25.5 26.1 

Total 238 97.9 100.0 

Missing 5 2.1 

Note: (N=238) The highest reported Geographic area reported for the sample was the Southeast 

region. 

Table 4,8 displays the principals' report of their salary in response to question 26 from 

the 2018 NHSLS (Foster, 2018). The full survey cau be found in Appendix A. 

Table 4.8 

New Hampshire Principal Reported Salary for the Survey Sample (Q26) 

Frequency Percent Valid Percent 

Under60K 2 .8 .8 

60-70K 15 6.2 6.2 

71-80K 30 12.3 12.4 

81-90K 62 25.5 25.7 

91-l00K 64 .26.3 26.6 

Greater than 1 00K 68 28.0 28.2 

Total 241 99.2 100.0 
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M_issing 2 .8 

Note: (N-241) Over 54% of the sample reported a salary $91,000 or greater. 

Table 4.9 displays the principal report of age in response to question 30 of the 2018 

NHSLS (Foster, 2018). The full NHSLS can be fonnd in Appendix A 

Table 4.9 

New Hampshire Principal Reported Age.for the Survey Sample (QJO) 

Frequertcy Percent Valid Percent 

Under 30 years 0 0 0 

31-40 years 41 16.9 16.9 

41-50 years 83 34.2 34.3 

51-60 years 90 37.0 37.2 

Greater than 60 years- 28 11.5 11.6 

Total 242 99.6 100.0 

Missing 1 0.4 

Note: (N-242) 71.2% Reported their age falls between 41-60 years of age. 

II. Discussion of the Findings 
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The following section will provide the findings from the data analysis of the 2018 New 

Hampshire School Leader Survey data related to gender, grade level, isolation, task overload and 

principal tenure. 

Gender, Grade Level and Retention 

This section will show the findings related to gender and principal retention. The survey 

question (Q) related to gender from the New Hampshire School Leader Survey (NHSLS) (2018) 



GENDER, GRADE LEVEL, ISOLATION AND TASK OVERLOAD 

was: Q29 and drew from the demographics outlined in Table 4.3, gender. The question related 

to grade level was Q16. These NHSLS questions, as displayed in Table 4.10, were run against 

the prindpal response for their likelihood of choosing school leadership again as outlined in 

Q27. The full NHS LS can be found in Appendix A. 
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Table 4.10 

New Hampshire School Leader Survey Question 29 - Gender and Question 16 - Grade Level 

Gender 

Q29 - \Vhat is your gender? 

• Female (I) 

• Male (2) 

• Non-binary/third gender (3) 

• Prefer to self-describe (4) 

• Prefer not to say (5) 

QI6 (I) - (I 88) -What grade level of students does your school serve? 

• Elementary (!) 

• Middle (2) 

• Elementary and Middle School (K-8) (4) 

• High (3) 

Q27- Which of the following best describes your immediate professional plans? 

• Continue as a principal at my cuU"ent school (1) 
• Continue as a principal in this district but leave this school (2) 
• Continue as a principal in this state but leave this district (3) 
• Leave the principalship for another administrative position (4) 
• Leave the principalship for a teaching position (8) 
• Leave the principalship for personal reasons (e.g., health, family, etc.) (5) 
• Retire from the principalship (6) 
• Leave the priilcipalship for another reason (please explain why) (7) 

Note: Adapted from the 2018 New Hampshire School Leader Survey 

The Research Question (RQl) used to investigate the variable of gender was: 

RQl: Is there a relationship between gender and principal retention in NH public 

schools? 
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In review of the data related to gender and likelihood of choosing school leadership agai_n 

the Pearson chi-square Asymptomatic Significance (2-sided) yielded a score of .867, therefore 

the finding was not significant. There was however a significant finding related to gender and 

grade level on tenure. This finding suggests female middle and high school principals are more 

likely not to choose to be a principal again than female elementary principals or male principals 

at all levels as displayed in Table 4.10 and Table 4.11. 

A chi-square test of interdependence was performed to examine the relation between 

gender, grade level and the likelihood of choosing choose leadership in the future (tenure)as 

reflected in Table 4.11 and Table 4.12. The relation between these variables was significant, 

X2(6, N-sample 238)-14.474', p-.025. 

Table4.11 

Gender and Grade Level on Tenure Cross tabulation 

Likelihood of Choosing School 
Leadership Again 

Grade and Not Likely Somewhat Very Total 
Gender Likely Likely 

Female Count 9 32 44 85 
Elementary 

% Within 10.6% 37.6 51.8 100.0% 
Grade and 
Gender 

Female Count 10 4 20 34 
Middle/High 

% 'Within 29.4% 11.8% 58.8% 100.0% 
Grade and 
Gender 

Male Count 9 9 31 49 
Elementary 
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% Within 18.4% 18.4% 63.3% 100.0% 
Grade and 
Gender 

Male Count 12 23 35 70 
Middle/High 

% Within 17.1% 32.9% 50.0% 100.0% 
Grade and 
Gender 

Total 40 68 130 238 

Note: Female middle and high school principals reported they were 29.4% not likely to choose 
school leadership in the future. 

Table 4.12 displays the Pearson chi-square for gender by school level. 

Table 4.12 

Chi-Square Tests.for Gender by School Level 

Value 

Pearson Chi-Square 14.474' 

Likelihood Ratio 15.137 

Linear-by-linear .189 
Association 

N of Valid Cases 238 

df 

6 

6 

1 

Asymptomatic 
Significance (2-

Sided) 

.025 

.019 

.663 

Note: a. 0 cells (0.0%) have expected count less than 5. The minimum expected count is 5.71. 
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This finding suggests that in the state of New Hampshire female middle and high school 

principals are 29.4% not likely to choose a career in school leadership again. This percentage is 

higher than the national rate of approximately 25% for principal turnover (Goldring et al., 2014). 

The average years of service for a NH female secondary principal is 3 .09 years as displayed in 
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Table 2.5. This finding suggests secondary female principals in the state of NH have lower 

average retention and a higher likelihood of choosing not to be a principal again in the future. 

Isolation 

This section will show the findings related to isolation and principal retention. The 

survey questions (Q) related to this variable from the New Hampshire School Leader Survey 

(NHSLS) (2018) were: Q12 and Ql27 as displayed in Table 4.12. The full NHSLS survey is 

found in Appendix A. 

Table 4.13 
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New Hampshire School Leader Survey Questions Related to Isolation 

QI2 - How often does your leadership (from district or central office) or your supervisor meet 
with you? 

• Once a week or more often (1) 

• Twice a month (2) 

• Once a month (3) 

• About every few months (4) 
Q127 - How adequate is the support-you receive from your district administrative leadership 
for carrying out your professional responsibilities? 

• Much worse support than schools at a similar grade level (1) 

• Somewhat worse support than schools at a similar grade level (2) 

• About the same support than schools at a similar grade level (3) 

• Somewhat better support than schools at a similar grade level ( 4) 

• Much better support than schools at a similar grade level (5) 

• Don't know 6 
Note: Adapted from the 2018 New Hampshire School Leader Survey 

The Research Question (RQ2) designed to investigate the variable of isolation was: 
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RQ2 Is there a relationship between isolation and principal retention in NH public 

schools? 
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In review of the findings related to isolation and likelihood of choosing school leadership 

the variable of principal participation in district leadership meetings and likelihood of choosing 

school leadership again was tested using a Pearson chi-square Asymptomatic Significance (2-

sided) which yielded a score of .388, therefore the finding was not significant. There was 

however a subsequent ·significant finding related to principal feelings of support and their 

likelihood of choosing school leadership again with a P Value of .002 as displayed in Table 4.14 

and Table 4.15 (Bauer & Brazer, 2013). 

A chi-square test of interdependence was performed to examine the relation between 

reported feelings of support (isolation) and the likelihood of choosing school leadership in the 

future (tenure) as reflected in Table 20 (Kirtman, 2013). The relation between these variables 

was significant as X2(2, N-224)-12.953', p-.002. 

Table 4.14 

Support and Tenure Cross-tabulation 

Level of 

Support 

from 

Leadership 

Worse Count 

% within 

Level of 

Support 

Likelihood of Choosing School 

Leadership Again 

Not Likely Somewhat 

Likely 

15 9 

35.7% 21.4% 

Very 
Likely 

18 

42.9% 

Total 

42 

100.0% 
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Total 

Same or 
Better 

from 

Leadership 

Count 

% within 
Level of 

Support 

from 
Leadership 

Count 

23 

12.6% 

38 

76 

57 102 182 

31.3% 56.0% 100.0% 

66 120 224 

% within 
Level of 

Support 

from 

Leadership 

17.0% 29.5% 53.6% 100.0%% 

Note: 53.6% of Principals reporting same or better support were very likely to choose school 
leadership in the future. 

Table 4.15 displays the Pearson chi-square for Support and Tenure. 

Table 4.15 

Chi-Square Tests for Support and Tenure 

Pearson Chi-Square 

Likelihood Ratio 

Linear-by-linear 
Association 

N of Valid Cases 

Value 

12.953' 

11.186 

7.819 

224 

df 

2 

2 

1 

Asymptomatic 
Significance (2-

Sided) 

.002 

.004 

.005 

Note: a. 0 cells (0.0%) have expected count less than 5. The minimum expected count is 7.13. 
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This finding as displayed in Table 4.14, related to isolation suggests that principals who 

reported having worse than average support at 35.7% are the most likely not to choose a career in 

School leadership again. This rate of possible turnover is higher than the national average of 25% 

turnover (Goldring et al., 2014). This finding suggests the level of support provided by district 

leadership for principals may be related to a reduced feeling of isolation on the part of the 

principal (Bauer & Brazer, 2013; Kirtman, 2013). 

Fallowing the significant finding for levels of support from district level leadership a chi

square test of interdependence was perfonned to examine the relationship between the rate of 

meetings with district leadership and the principal feeling of being supported. The relation 

between these variables was not significant. X2{1, N=228) =.3388, p=.561. Principals reported 

the rate of meetings did not significantly relate to a feeling of being supported as displayed in 

Table 4.16 and Table 4.17 (Chapman, 2005; Bauer & Brazer, 2013). 

Table 4.16 

Rate of Leadership Meetings and Support Cross-tabulation 

Leadership Meetings Level of Support from 
Leadership 

Much Worse Same or Total 
Better 

Once a Week or Count 14 69 83 
More 

% within Leadership 16.9% 83.1% 100.0% 
Meetings 

Less than Once a Count 29 116 145 
Week 

% within Leadership 20.0% 80.0% 100.0% 
Meetings 

Total Count 43 185 228 
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% within Leadership 
Meetings 

18.9% 81.1% 

Note: The frequency of meeting showed little difference in the feeling of support. 

100.0% 

Table 4.17 displays the Pearson chi-square for the rate of district leadership meetings. 

Table 4.17 

Chi-Square Tests for Leadership Meetings and Support 
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-------------- ----------·--··---·--.. -·,---,.---·-··-------
Value df 

- ----------- -- ------ ---- ------------- ---· -----------------
Pearson Chi- .338' I 
Square 

Continuity .165 I 
Correction 

Likelihood .343 I 
Ratio 

Fisher's Exact 
Test 

Linear-by-linear .337 I 
Association 

N of Valid 228 
Cases 

Asymptornatic 
Significance (2-

Sided) 

.561 

.685 

.558 

.562 

Exact Sig. 
(2-Sided) 

Exact Sig. 
(I-Sided) 

.602 .346 

----------------- -------·- - ------------ - ·-·----·-----·--·--
Note: a. 0 cells (0.0%) have expected count less than 5. The minimum expected cou_nt is 15.65. 

b. Computed only for a 2X2 table. 

The findings, while not significant, suggest the rate of district leadership meetings with 

the principal are not indicative of the principal feeling supported. 

In review of the findings related to isolation -on tenure there was one significant finding 

related to a feeling of support. This finding showed a positive relationship between a principal 

feeling supported by district level administration and tenure. According to the finding, when a 
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principal repo1ted their level of support was worse or much worse in comparison to schools at a 

similar g1:ade level, they were 35.7% more likely not to choose to be a principal again. A 

secondary finding, which was not significant but contributed to this research was the finding that 

the rate of leadership meetings did not relate to a principal feeling supported. These findings 

suggest further exploration to detennine how a district level focus on quality over quantity of 

leadership meetings with principals could positively impact tenure rBauer & Brazer, 2013; 

Chapman, 2005; Stephenson & Bauer, 2010; Washington-Bass, 2013). 

Task Overload 

This section will show the findings related to task overload and principal retention. The 

survey questions (Q) related to task overload selected from the New Hampshire School Leader 

Survey (2018) were: Ql, Q2, Q6, Qll, Q13, and Q14 as documented in Appendix A. 

Table 4.18 

New Hampshire School Leader Survey Questions Related to Task Overload 

Q 1- How frequently do you participate in town's school board meetings? 

More than once a month ( 1) 

Once a month (7) 

About every few months (2) 

Once a year (3) 

Less often (4) 

Never (5) 

Don't know (6) 

Q2- How frequently do you participate in school community events (e.g.~ sporting events, 
fairs, etc.)? 

Once a week or more often (1) 
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Once a month (2) 

About every few months (3) 

Once a year (4) 

Never (5) 

Don't know (6) 

Q6- Please provide us with information about how often you engaged in various leadership 
activities in your school last year. 

How often are you involved with professional learning communities (i.e., PLC's) in your 
schools? 
How often are you involved with activities that foster teacher leaders in your school? 
How often are you involved with activities to mentor new teachers? 
How often are you involved with the selection of new teachers in your school? 
How much do you use well-defined protocols to help improve the functioning of your 
school? 
How often are you involved with removing teachers/teacher transfer in your school? 
How often do you use data to help make teachers in your school more effective? 
How often are you involved with establishing the schedule in your school? 
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How much influence do you have in setting systems in place that help your school become 
more effective? 

Once a year or more (I) 
Once a month (2)About every few months (3) 
Once a year (4) 
Less often (5) 
Never (6) 
Don't know (7) 

QI I-On average, how many horn's a week does your job as a principal require of you? 

Less than 40 hours (I) 

41-50 hours (2) 

51-60 hours (3) 

61-70 hours (4) 

Greater than 70 hours (5) 

QI3- (184)- How satisfied are _you that the balance of your time as a principal is spent on key 
responsibilities versus what you are directed to do? 

• Not at all satisfied (1) 

• Slightly satisfied (2) 
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• Moderately satisfied (3) 

• Very satisfied (4) 

• Extremely satisfied ( 5) 

Ql 4- On average, how frequently do you engage with activities associated with the items 
below? 

1. Instructional planning with teachers 
2. School wide programming 
3. Parent/community outreach 
4. Statutory requirements 
5. Typical administrative tasks (e.g., e-mail, phone calls, etc.) 
6. Managing student behavior needs 
7. Conducting classroom observations 
8. Using data to inform practices in your school 

o Every day(!) 
o Most days (2) 
o Once a week (3) 
o Once a month (4) 
o A few times a month (5) 
o Less often 6 

Note: Adapted from the 2018 New Hampshire School Leader Survey 

The Research Question (RQ3) to investigate the variable of task overload was: 

RQ3: Is there a relationship between task overload and principal retention in NH public 

schools? 
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The first test to explore task overload was the hours worked in a week and the likelihood 

of choosing school leadership again. This relationship was tested using a Pearson chi-square 

Asymptomatic Significance (2-sided) that yielded a score of ,627, therefore the finding was not 

significant (Creswell, 2014; Kerlinger, 1986). The findings are displayed in Table 4.19 and 

Table 4.20. 
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A chi-square test of interdependence was performed to examine the relation between the 

hours worked in a week and the likelihood of choosing to be a school leader again. The relation 

between these variables was not significant. X2(4, N=239)=2.600a, p=.627. The finding shows 

the· reported hours worked in a week do not have a relationship to the likelihood of choosing to 

be a building level leader again (Buckingham, 2004; Chapman, 2005; Daloisio, 2017). 

Table 4.19 

Hours Worked in a Week and Tenure - Cross tabulation 

Likelihood of Choosing School Leadership Again 

Number of Not Likely Somewhat Very Total 
Hours per Likely Likely 

Week 

50 or Less Count 5 7 22 34 
Hours 

% within 14.7% 20.6% 64.7% 100.0% 
Number of 
Hours per 

Week 

51-60 Count 19 35 66 120 
Hours 

%within 15.8% 29.2% 55.0% 100.0% 
Number of 

Hours per 

Week 

More than Count 17 26 42 85 
60 Hours 

% within 20.0% 30.6% 49.4% 100.0% 
Number of 

Hours per 
Week 

Total Count 41 68 130 239 
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% within 

Number of 
Hours per 

Week 

17.2% 28.5% 54.4% 100.0% 

Note: 64.7% Reported working 50 hours or less also reported they are very likely to choose 
school leadership again. 

Table 4.20 displays the Pearson chi-square for principal hours worked in a week and 

tenure. 

Table 4.20 

Chi-Square Tests/or Hours Worked in a Week and Tenure 

Pearson Chi-Square 

Likelihood Ratio 

Linear-by-linear 

Association 

N of Valid Cases 

Value 

2,600' 

2.638 

1.929 

239 

df 

4 

4 

I 

Asymptomatic 
Significance (2-

Sided) 

.627 

.620 

.165 

Note: a. 0 cells (0.0%) have expected countless than 5. The minimum expected count is 5.83. 
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The findings related to hours worked as displayed in Table 4.19 and Table 4.20, showed 

the hours worked in a week does not have a significant relationship to the likelihood of choosing 

a career in school leadership again (Buckingham, 2004; Chapman, 2005; Daloisio, 2017). While 

the finding was not significant the data does contribute to this aspect of task overload or working 

conditions of NH principals. 

A second aspect of task overload, attendance at board meetings, was tested using a chi

square test. This test was run on the relationship between attendance at school board meetings 
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and the likelihood of choosing school leadership in the future (tenure). In this chi-square test the 

relation was not significant. X 2(2, N=237) =1.302<\, p=.522. This finding reflects that 

participation in school board meetings was not a significant relation to the likelihood of choosing 

to be a school leader again and shown in Table 4.20 (Buckingham. 2004). 

Table 4.21 

School Board Meeting Attendance and Tenure - Cross tabulation 

Likelihood of Choosing School 

Leadership Again 

School Not Likely Somewhat Very Total 
Board Likely Likely 

Meetings 

Once a Count 23 45 78 146 
Month or 
More % within 15.8% 30.8% 53.4% 100.0% 

School 
Board 
Meetings 

Less Than Count 17 22 52 91 
Once 
Month 

% within 18.7% 24.2% 57.1% 100.0% 
School 
Board 

Meetings 

Total Count 40 67 130 237 

% within 16.9% 28.3% 54.9% 100.0% 
School 

Board 

Meetings 

Note: 15.8% of those reporting they attend once a month a less are not likely to choose school 
leadership again. 



GENDER, GRADE LEVEL, ISOLATION AND TASK OVERLOAD 

Table 4.22 displays the Pearson chi-square for school board meeting attendance and 

tenure. 

Table 4.22 

Chi-Square Tests 

Pearson Chi-Square 

Likelihood Ratio 

Linear-by-linear 
Association 

N of Valid Cases 

Value 

1.302' 

1.316 

.006 

237 

df 

2 

2 

Asymptomatic 
Significance (2-

Sided) 

.522 

.518 

.938 
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Note: a. 0 cells (0.0%) have expected count less than 5. The minimum expected count is 15.36. 

The findings related to the relationship between rate of attendance at school board 

meetings and tenure was not significant. This aspect of task overload did not in isolation have an 

impact on principal likelihood of choosing school leadership in the future (Buckingham, 2004). 

Following the tests on principal attendance at school board meetings and tenure a chi

square test was run on participation in school community events (task overload) and tenure, 

which yielded an almost significant result. X2(2, N~237) ~ 5.353', p~.069. This finding further 

illustrated that 54.4 % of principals who reported they attended school cornmtmity events less 

t_han one time per week were very likely to choose school leadership again while those who 

attended these events once a week or more were 45.6% somewhat or not likely to choose school 

leadership again (Buckingham, 2004_; Deal & Peterson, 1999). 



GENDER, GRADE LEVEL, ISOLATION AND TASK OVERLOAD 86 

After the almost significant finding for attending to school activities and tenure, a follow-

up test was conducted to explore balance satisfaction and tenure. This test yielded a significant 

finding related to balance satisfaction and likelihood of choosing school leadership again as 

displayed in Table 4.23 and Table 4.24. A chi-square test of interdependence was performed to 

examine the feeling of being satisfied with balance of job responsibilities versus tasks they are 

directed to complete and principal retention (Cohen et al., 2000; Creswell, 2014; Kerlinger, 

1986). The relation between these varfables was significant. X2(2, N=238)=33.373a, p=<.001. 

The findings show principals who reported they were the least satisfied with their balance of job 

responsibilities were more likely not to choose to be a principal again (Baker et al., 2010; 

Buckingham, 2004; Graham, 2019). 

Table 4.23 

Balance Satisfaction and Tenure Cross-tabulation 

Likelihood of Choosing School Leadership Again 

Balance Not Likely Somewhat Very Total 
Satisfaction Likely Likely 

Not Count 15 8 5 28 
Satisfied 

% within 53.6% 28.6% 17.9% 100.0% 
Balance 

Satisfaction 

Satisfied Count 25 60 125 210 

% within 11.9% 28.6% 59.5% 100.0% 
Balance 

Satisfaction 

Total Count 40 68 130 238 
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% within 

Balance 
Satisfaction 

16.8% 28.6% 54.6% 100.0% 

Note: 53% reported they were not likely to choose school leadership again when they were not 
satisfied with their balance. In contrast, 59.5% who were likely to choose school leadership 

reported they were satisfied with their balance. 
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Table 4.24 displays the Pearson chi-square for principal balance satisfaction and tenure, 

Table 4.24 

Chi-Square TestsfOr Bahmce Satfafaction and Tenure 

Pearson Chi-Square 

Likelihood Ratio 

Linear-by-linear 

Association 

N of Valid Cases 

Value 

33.373' 

27.840 

29.906 

238 

df 

2 

2 

I 

Asymptomatic 
Significance (2-

Sided) 

.000 

.000 

.000 

Note: a. 0 cells (0.0%) have expected count less than 5. The minimum expected count is 4.71. 

This finding showed that balance satisfaction has a positive relationship to the likelihood 

of choosing school leadership again. Principals with a low balance satisfaction report they are 

more likely not to choose school leadership compared to principals who reported they were 

balance satisfied are very likely to choose to be a school leader again (Browne..:ferrigno, 2003; 

Buckingham, 2004; Gosetti & Rusch, 1995). 

An ANOV A was then run on the variables of activities engagement and balance 

satisfaction to determine if there was a relationship between these independent variables. The 

ANOVA, as displayed in Table 4.25 and Table 4.26, shows a significant relationship between 

activities engagement and balance satisfaction. 
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Table 4.25 

Activities Engagement and Balance Satisfaction - Cross-tabulation 

95% Confidence 
Interval for Mean 

N Mean Std. Std. Lower Upper Minimum Maximum 
Deviation Error Bound Bound 

Not 29 2.80172 .797959 .148177 2.49820 3.10525 1.625 4.875 
satisfied 

Satisfied 213 2.53462 .600747 .041163 2.45348 2.61576 1.125 4.500 

Total 242 2.56663 .631668 .040605 2.48665 2.64662 1.125 4.875 

Note: Mean for those reporting they are not satisfied was 2.80172 

Table 4.26 displays the results from the ANOV A test run to detem1ine significance for 

the relationship between activities engagement and principal balance satisfaction. 

Table 4.26 

AN OVA Activities Engagement and Balance Satisfaction 

Sum of df Mean Square F Sig. 
Squares 

Between 1.821 I 1.821 4.633 .032 
Groups 

Within 94.339 240 .393 
Groups 

Total 96.160 241 

Note: The significance score between groups was .032. 

The findings related to activities engagement and balance satisfaction illustrates a 

significant relationship between balance satisfaction and the rate at which the principal engages 
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in school activities. The more a principal is satisfied with their balance the more they participate 

in school activities. When the findings of hours worked, as displayed in Table 4.19 and Table 

4.20,, noted there was not a significant relationship with tenure is compared to activities 

engagement and balance satisfaction it may suggest that principals appear to show a willingness 

to work long hours when they feel they have satisfaction with their balance (Buckingham, 2004; 

Daloisio, 2017; Hargreaves & Fink, 2004). 

The findings related to task overload suggest New Hampshire (NH) principals are more 

likely to engage in more activities such as instructional and school wide planning, parent and 

community outreach, statutory requirements, administrative tasks, managing student behavior, 

teacher observations and data driven practices when they feel they are able to focus on key 

responsibilities rather than what they are directed to complete (Foster, 2018). 

Gender, Grade Level, Isolation and Task Overload 

This section will show the findings related to task overload and principal retention. The 

survey questions (Q) related to this question from the New Hampshire School Leader Survey 

(2018) were: QI, Q2, Q6, Ql 1, Q13, and Q14, Q27 and Q29 as fully documented in Appendix 

A. 

Table 4.27 

Ne·w Hampshire School Leader Survey Questions Related to Gende,~ Grade Level, Isolation and 
Task Overload 

Ql- How frequently do you participate in town's school board meetings? 

• More than once a month (1) 

• Once a month (7) 

• About every few months (2) 
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• Once a year (3) 

• Less often ( 4) 

• Never (5) 

• Don't know ( 6) 

Q2- How frequently do you participate in school community events (e.g., sporting events, 
fairs, etc.)? 

• Once a week or more often (1) 

• Once a month (2) 

• About every few months (J) 

• Once a year (4) 

• Never (5) 

• Don't know (6) 

Q6- Please provide us with information about how often you engaged in various leadership 
activities in your school last year. 

1. How often are you involved with professional learning communities (i.e., PLC's) in 
your schools? 

2. How often are you involved with activities that foster teacher leaders in your school? 
3. How often are you involved with activities to mentor new teachers? 
4. How often are you involved with the selection of new teachers in your school? 
5. How much do you use well-defined protocols to help improve the functioning of your 

school? 
6. How often are you involved with removing teachers/teacher transfer in your school? 
7. How often do you use data to help make teachers in your school more effective? 
8. How often are you involved with establishing the schedule in your school? 
9. How much influence do you have in setting systems in place that help your school 

become more effective? 
o Once a year or more (1) 
o Once a month (2)About every few months (3) 
o Once a year ( 4) 
o Less often (5) 
o Never (6) 
o Don't know (7) 

Ql I-On average, how many hours a week does your job as a principal require of you? 

• Less than 40 hours (1) 

90 
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• 41-50 hours (2) 

• 51-60 hours (3) 

• 61-70 hours (4) 

• Greater than 70 hours (5) 

Q13-(184)- How satisfied are you that the balance of your time as a-principal is spent on key 
responsibilities versus what you are directed to do? 

• Not at all satisfied (1) 

• Slightly satisfied (2) 

• Moderately satisfied (3) 

• Very satisfied (4) 

• Extremely satisfied (5) 

Q14- On average, how frequently do you engage with activities associated with the items 
below? 

9. Instructional planning with teachers 
10. School wide progrartuning 
11. Parent/community outreach 
12. Statutory requirements 
13. Typical administrative tasks (e.g., e-mail, phone calls, etc.) 
14. Managing student behavior needs 
15. Conducting classroom observations 
16. Using data to inform practices in your school 

o Every day (]) 
o Most days (2) 
o Once a week (3) 
o Once a month (4) 
o A few times a month ( 5) 
o Less often ( 6) 

Q27- W-hich of the following best describes your immediate professional plans? 

• Continue as a principal at my current school (1) 
• Continue as a principal in this district but leave this school (2) 
• Continue as a principal in this state but leave this district (3) 
• Leave the principalship for another administrative position ( 4) 
• Leave the principalship for a teaching position (8) 
• Leave the principalship for personal reasons (e.g., health, family, etc.) (5) 
• Retire from the principalship ( 6) 
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• Leave the principalship for another reason (please explain why) (7) 

Q29- What is your gender 

• Female (1) 

• Male (2) 

• Non-binary/third gender (3) 

• Prefer to self-describe ( 4) 

• Prefer not to say (5) 

Note: Adapted from the 2018 New Hampshire School Leader Survey 

A series of tests were run to explore the relationships between and among gender, grade 

level, isolation and task overload. 

The first chi-square test of interdependence for this set of variables was performed to 

examine the relation between feeling supported by district administration and principal retention. 

The relationship between these variables was significant. X2(3 N=228)=10.530, p=<.015. This 

finding related to previous findings on isolation as the finding shows female principals reported 

they are more likely to meet with their leadership less frequently than their male peers. TI1e 

findings also showed male principals are three times more likely to receive support from their 

leadership (Bauer & Brazer, 2013; Whaley, 2002). 

Table 4.28 

Gender, Grade Level and Level of District Administration Support - Cross tabulation 

Grade and Gender 

Female Elementary Count 

Level of Support from 
Leadership 

Worse 

10 

Sarne or 
Better 

71 

Total 

81 
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% within 12.3% 87.7% 100.0% 
Grade and 
Gender 

Fern.ale Count 10 22 32 
Middle/High 

% \Vithin 31.3% 68.8% 100.0% 
Grade and 
Gender 

Male Elementary Count 14 33 47 

% within 29.8% 70.2% 100.0% 
Grade and 
Gender 

Male Middle High Count 9 59 68 

% within 13.2% 86.8% 100.0% 
Grade and 
Gender 

Total Count 43 185 228 

% within 18.9% 81.1% 100.0% 
Grade and 
Gender 

Note: Female elementary at 12.3% compared to female secondary at 31.3% who reported worse 

than average support from district leadership. 

Table 4.29 displays the Pearson chi-square for principal gender, grade level and support 

for district leadership. 

Table 4,29 

Chi-Square Tests 

Pearson Chi-Square 

Likelihood Ratio 

Value 

10.530' 

10.084 

df 

3 

3 

Asymptomatic 
Significance (2-

Sided) 

.015 

.018 
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Linear-by-linear 
Association 

N of Valid Cases 

.140 

228 

1 .708 

Note: a. 0 cells (0.0%) have expected count less than 5. TI1e minimum expected count is 6.04. 

The findings suggest a link between female principals receiving lower levels of support 

compared to their male colleagues who reported they received three times more support than 

their female colleagues (Brown & Irby, 2003; Irby et al., 1999; Maranto, Carroll, Cheng, & 

Teodoro, 2018; O'Reilly, 2015; Weber et al., 1981). 

94 

A follow-up chi-square test of interdependence was then performed to examine the 

relationship between gender, grade level and the principal rate of meeting with their district 

leadership as reflected in Table 4.30 and Table 4.31. The relationship between these variables 

was significant X2(3, N-242)-21.129", p-<.001. The findings suggest female middle and high 

school principals and male elementary principals reporting having worse than average support 

from district office are more likely not to choose to be a principal again (Baker et al., 2010; 

Levin & Bradley, 2019; Whaley, 2002; Zellner et al., 2002). 

Table4.30 

Grade, Gender, Leadership Afeetings Cross tabulation 

Grade and Gender Leadership Meetings 

Female Elementary Count 

% within Grade and 
Gender 

Count 

Once a Week 
or More 

15 

17.4% 

16 

Less than 
Once a week 

71 

82.6% 

18 

Total 

86 

100.0% 

34 
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Female % within Grade and 47.1% 56.9% 100.0% 
Middle/High Gender 

Male Elementary Count 22 29 51 

% within Grade and 43.1% 56.9% 100.0% 
Gender 

Male Middle High Count 35 36 71 

% within Grade and 49.3% 50.7% 100.0% 
Gender 

Count 88 154 242 

% within Grade and 36.4% 63.6% 100.0% 
Gender 

Note: Female middle and high principals reported 56.9% and female elementary principals 
reported 82.6% met with district leadexship les_s than one time per week. 

Table 4.31 displays the Pearson chi-square for gender, grade level and district leadership 

support and tenure. 

Table 4.31 

CM-Square Tests.for Grade, Gender, Leadership Meetings 

Value 

Pearson Chi-Square 21.129' 

Likelihood Ratio 22.481 

Linear-by-linear 16.709 
Association 

N of Valid Cases 242 

df 

' J 

3 

I 

Asymptomatic 
Significance (2-

Sided) 

.000 

.000 

.000 

Note: a. 0 cells (0.0%) have expected count less than 5. The minimum expected count is 12.36. 

The findings suggest female middle and high school principals and male elementary 

principals receive less than average support and a higher likelihood qf not choosing to be a 

school leader again in the future (Bauer & Brazer, 2013; Gosetti & Rusch, 1995). 
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Another chi-square test of interdependence was performed to examine the relationship 

between principal gender and attendance at school community events. The relation between 

these variables was very significant. X2(3, N=241) =29.202\ p=<.001. The findings show female 

middle and high school principals participated more frequently than male middle and high school 

principals while male elementary principals participate more frequently than female elementary 

school principals as displayed in Table 4.32 and Table 4.33 (Buckingham, 2004; Deal & 

Peterson, 1999; Muhammad, 2009). 

Table 4.32 

Gender and Community Events Cross-tabulation 

Grade and Gender 

Female Elementary Count 

Female 

Middle/High 

Male Elementary 

% within Grade and 
Gender 

Count 

% within Grade and 

Gender 

Count 

% within Grade and 
Gender 

Male Middle High Count 

Total 

% within Grade and 

Gender 

Count 

School Community events 

Once a Week 
or More 

33 

38.4% 

27 

79.4% 

25 

50.0% 

53 

74.6% 

138 

Less than 
Once a Week 

53 

61.6% 

7 

20.6% 

25 

50% 

18 

25.4% 

103 

Total 

86 

100.0% 

34 

100.0% 

50 

100.0% 

71 

100.0% 

241 
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% within Grade and 

Gender 
57.3% 42.7% 100.0% 

Note: 79.4% of female middle and high principals reported they attended school community 
events one time a week or more. 

Table 4.33 displays the Pearson chi-square for principal gender and participation at 
schdol community events. 

Table 4.33 

Chi-Square Tests for Gender and Community Events 

Pearson Chi-Square 

Likelihood Ratio 

Linear-by-linear 

Association 

N of Valid Cases 

Value 

29.202' 

30.183 

15.165 

241 

df 

3 

3 

1 

Asymptomatic 
Significance (2-

Sided) 

.000 

.000 

.000 

97 

Note: a. 0 cells (0.0%) have expected count less than 5. The minimum expected count is 14.53. 

The finding of this test was significant. Female middle and high school principals 

participate in school community events the most frequehtly followed by male middle and high 

school principals (Deal & Peterson, 1999; Shafer, 2018). On the contrary male elementary 

principals participate more frequently than female elementary principals (L1menburg, 2011; 

Muhammad, 2009). 

A follow-up chi-square test of interdependence was performed to further examine aspects 

of task overload. This test examined principal gender and their attendance at town and sc_hool 

board meetings. The relation between these variables was significant. X2(3, N=241) =8.500, 

p= .03 7. The findings show female and male elementary principals reported they were more 
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likely to attend school board meetings more frequently as displayed in Table 4.34 and Table 4.35 

(Buckingham, 2004), 

Table 4.34 

Grade and Gender - School Board }vfeetings - Cross-tabulation 

Grade and Gender 

Female Elementary Count 

Female 

Middle/High 

Male Elementary 

Male Middle High 

Total 

Note: 

% within Grade and 
Gender 

Count 

% within Grade and 
Gender 

Count 

% within Grade and 

Gender 

Count 

% within Grade and 

Gender 

Count 

% within Grade and 

Gender 

School Board Meetings 

Worse 

55 

64.0% 

17 

50.0% 

39 

76.5% 

38 

54.3% 

149 

61.8% 

Sarne or 
Better 

31 

36.0% 

17 

50.0% 

12 

23.5% 

32 

45.7% 

92 

38.2% 

Total 

86 

100.0% 

34 

100.0% 

51 

100.0% 

70 

100.0% 

241 

100.0% 

Table 4.35 displays the Pearson-chi-square test for gender and participation in town and 

school board meetings. 
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Table 4.35 

Chi-Square Tests 

Pearson Chi-Square 

Likelihood Ratio 

Linear-by-linear 

Association 

N ofV alid Cases 

Value 

8.500' 

8.743 

.275 

241 

df 

3 

3 

I 

Asymptomatic 
Significance (2-

Sided) 

.037 

.033 

.600 

99 

Note: a. 0 cells (0.0%) have expected count less than 5. The minimum expected count is 12.98. 

The findings for gender, grade level and attendance at school board meetings was 

significant as female and male principals reported a higher rate of attendance at town and school 

board meetings than their middle and high -school counterparts. 

The findings for the independent variables of gender, grade level and task overload 

yielded significant findings for support for female middle and high school principals as their 

reports showed they receive approximately three times less district leadership support which has 

a negative result on their likelihood of choosing school leadership again (Bauer & Brazer, 2013; 

Kirtman, 2013; Brown & Irby, 2003). 

Contributions to the Field of Educational Leadership 

The national, State and local impacts of principal turnover can be felt at all school levels 

and most profoundly for the principal (Fuller, 2010). In the state of New Hampshire (NH) an 

opportunity exists following the discovery of the relationship of gender, grade level, isolation 

and task overload on principal retention. The findings of this study suggest NH principals are 
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willing to put in the hours, as displayed in Table 4.19 and Table 4.20, provide a presence at 

school board meetings, as shown in Table 4.21 and Table 4.22, and engage in leadership 

meetings in the pursuit of achieving balance satisfaction and tenure, as shown in Table 4.23 and 

Table 4.24 and engage at a higher frequency in school activities when balance is satisfactory as 

shown in Table 4.25 and Table 4.26 (Baker et al., 2010; Bro-wne-Ferrigno, 2003; Gosetti & 

Rusch, 1995). 

Despite the suggestions that NH principals are willing to put in hours beyond a 40 hour 

work week and take on the task load the current rate of retention remains low. The current 

reality in the state shows principals are facing reduced balance satisfaction, as shown in Table 

4.22 and Table 4.23, and a disconnect between the rate of meeting with district leadership and 

feeling supported, as displayed in Table 4.11 and Table 4.12 (Bauer & Brazer, 2013). The 

collective findings related to NH principals is further concerning when the variables of gender 

and grade level are considered. NH female middle and high school principals are showing a 

mean years of service of3.29 years and 2.7 years respectively as documented in Table 2.5. The 

findings from this study provide opportunities for continued discussion with :state leaders who 

are committed to positively impacting the rate of principal retention in the state of New 

Hampshire (Principal Retention, 20 I 0-2020). The key findings from this study should be used 

as a catalyst for state and local leaders to recognize both the current data related to principal 

retention and the related areas of specific attention. 

1. The national average for principal retention is 4.2 years. The state of NH has an 

average principal average across all genders of3.6 years (Goldring & Taie, 2018; 

Principal Retention 2010-2020). 
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2. National rates for Female secondary principal retention is 4.0 years. The NH state 

rate is 3.29 for female middle and 2. 7 years for female high school principals 

followed by a male secondary rate of 3.59 years and female,elementary rate of 4 

years (Goldring & Taie, 2018; Principal Retention 2010-2020). NH female 

middle and high school principals reported they were less likely to choose school 

leadership again. 

3. An opportunity exists for a focus on quality over quantity when principals are 

asked to engage in meetings with district leadership as NH principal reports 

showed a relationship between rate of district leadership meetings and a feeling of 

support. The findings of this study highlighted the rate of meetings is not 

indicative of a principals feeling supported. 

4. An ongoing focus on establishing a positive work balance satisfaction for NH 

principals. This focus follows the findings that suggest ptincipals engage in an 

increased level of meetings and events when they have positive balance. 

5. In the area of district level support, female middle and high school principals and 

male elementary principals report worse than average support from district 

leadership. This discrepancy suggests an area for further research to determine 

the gap and the nature of current district leadership support, 

6. The fmdings again highlighted the female middle and high school principal 

subgroup as they reported they are less likely to meet with district leadership than 

their male peers while males reported they are three times more likely to meet 

with district leadership. This imbalance suggests further review and study is 
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required to uncover the nature of the gap and to seek opportunities to provide the 

level of support that meets the needs of each principal. 

Recommendations and Implications for Educational Leadership and Social Justice 

This study was an initial exploration of the role of gender, grade level, isolation and task 

overload on principal retention in the state of NH. Many of the findings from this study are 

significant and should be a prompt for further research and systems development with the goal of 

improving the- working conditions for NH principals. This opportunity is of value as research 

has shown the role of the principal is an integral aspect of st:udent achievement, teachetretention 

and positive school culture (Aud et al., 2012; Browne.Ferrigno, 2003; Davis et al., 20'14; Fullan, 

2014; Hargreaves & Fink, 2004; Kearney et al., 2012; Leithwood et al., 2008; Marzano et al.. 

2005; Mendels, 2012; Miller. 2013; Scherer, 2003; Urick, 2012). 

The implications of this study are relevant for state and local organizations from the NH 

Department of Education (NH DOE) to individual districts. Initial sharing of the study findings 

and discussions around areas for improvement for NH principals with the following stakeholders 

will allow an opportunity to continue conversations with the following organizations: 

I. NH Higher education~ to explore principal certification programs with links to 

mentorships, internship hours and established links to Professional Learning 

Communities (PLC). 

2. NH Department of Education (NH DOE) - to review areas such as: policy, 

training, certification and ongoing professional development, rnentorships, 

Professional Leaming Communities (PLC), ongoing data review and reflection. 
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3. NH Association of School Principals (NHASP) - to discuss systems and supports 

to assist principals with work life balance, continuing education programs, 

internships, mentorships, certification, ongoing awareness and support from 

district leaders and broad advocacy for the role of a principal . 

4. NH School Administrators Association (NHSAA) - to discuss policy and systems 

of support to improve the working conditions for NH principals coupled with 

growing an awareness and understanding of the current context of principals. 

5. NH School Board Association (NHSBA)- to discuss opportunities to educate and 

support NH school districts in order to improve retention for their school 

principals given retention will provide an avenue for improved student 

achievement, teacher retention and positive culture. 

Limitations 

Although this study answers the research questions, it presents innate limitations. The 

limitations of this study included the use of an ex post facto method which limited the ability for 

this researcher to randomize the sample groups and to control any construction of the 

development of the secondary data set used for the study (Cohe_n et al., 2000; Kerlinger, 1986). 

A secondary limitation of the study was possible respondent bias, lapse in memory or uncertainty 

as to the nature of a survey question (Leavy, 2017). In addition to the design and use of a 

survey, this study was limited to the state of NH (Creswell, 2014; Dillman et al., 2014). 

Implications for Future Research 

The purpose of this study was to explore and understand the rates of retention of New 

Hampshire public school principals and the relationships of gender, grade level, isolation and 
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task overload on tenure. This initial study of this nature for the state ofNH serves as a 

benchmark exploration of public school principal retention and the relationships of gender, grade 

level, isolation and task overload. In order tn further explore and investigate the 

interrelationships impacting principal retention in the state, future research in the following areas 

should be considered: 

1. Expanded question sets for statistical analysis to include urbanity, salary, preparation, age 

and years of experience. 

2. Modify the design of the study to a mixed methods study, which would allow for 

qualitative data to illustrate the lived experiences of NH principals. 

3. Explore the nuances between the role of the principal and the responsibilities across the 

grade level configurations. 

4. Study the relationship of a pandemic on principal retention and possible interrelationships 

of gender, grade level, isolation and task overload. 

5. Refine and explore the role of having an assistant principal on principal retention. 

Implications for Leadership Agenda and Growth 

The role of a public school principal is a complex and vital aspect of the schools across 

the nation and specifically to the state of New Hampshire. The purpose of this study was to 

examine the role of gender, grade level, isolation and task overload on NH public school 

principals. The findings of the study yielded significant findings for gender, grade level, 

isolation and task overload on NH principals' tenure or their likelihood to choose to be a school 

leader again in the future. 

The key findings from the study suggest the stakeholders in the state of NH have a 

dynamic opportunity to further investigate and research the context of the professional 
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experiences of their school principals. The study findings in the area of NH principal retention 

data shows the state average of3.6 years falls below the national average of 4.2 years (Goldring 

& Taie, 2018; Principal Retention, 201 0R2020). This data is further compelling due to the rate of 

female middle and high school principals reporting they are less likely to choose school 

leadership in the future. The impacts on NH school districts from this rate of turnover or 

migration from the field of education leadership suggests the state educational system is facing a 

crisis in maintaining school leadership. 

The study further yielded significant findings that highlighted the value of district 

leadership meetings from the perspective of NH school principals. These findings showed a 

discrepancy between female middle and high school principals reporting they received less 

district leadership support in the form of meetings. The finding further suggested NH principals 

reported the rate of meetings was not indicative of the level of support received from these 

meetings. This finding suggests a focus is of quality of district level meetings over quantity of 

district lead meetings. 

The final significant finding from this study suggested a desire on behalf of NH 

principals to establish balance in their work activities. This finding suggests principals are 

motivated to focus on activities that are key to the forward progress of their school over a focus 

on tasks or activities they are directed to do by district leadership. This finding can be further 

supported by the finding that NH principals reported they are willing to put in hours exceeding 

the 40 hour work week when they are able to focus on the key components for their school. 
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The findings of this study coupled with National and state data suggests the time is now 

to take action to positively re-frame and create systems to positively support and grow current and 

aspiring principals seeking to serve in NH public schools across the state. 
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Appendix A 

New Hampshire School Leader Working Conditions Survey 

Entry question to determine data inclusion for the purpose of this study. 

78 - Which of the following best describes you? 

o Current school principal ( 1) 
o Former school principal (2) 
o Received principal training but never became a principal (3) 
o None of the above (4) 
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New Hampshire School Leader Working Conditions Survey 

Survey Flow 

Standard: Introduction (2 Questions) 

Branch: New Branch 
If 

119 

If Which of the following best describes you? Received principal training but never 
became a principal Is Selected 

Standard: Received principal training but never became a principal questions (11 
Questions) 

End Surycy: 

Branch: New Branch 
If 

If Which of the following best describes you? Current school principal Is Selected 

Block: Current Principal Questions (45 Questions) 

End Survey: 

Branch: New Branch 
If 

If Which of the following best describes you? Former school principal Is Selected 

Standard: Past Principal Questions (40 Questions) 

End Survey: 

Branch: New Branch 
If 

If Which of the following best describes you? None of the above Is Selected 

Block: End of Survey Prompt for those Not Applicable (1 Question) 

End Survey: 
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Q76 Thank you for taking our New Hampshire School Leader Working Conditions Survey. This 
survey is sponsored by the New Hampshire Department of Education and the New Hampshire 
Learning Initiative, and is being administered by the Education Development Center. Your 
responses will provide us with critical information to be used in improving the working 
conditions of school leaders in New Hampshire, with the hopes of ultimately improving the 
retention of principals/school leaders in the workforce. Furthermore, we hope to make policy 
recommendations to impact the interest of individuals in school leadership by addressing key 
working conditions. All responses are confidential and cannot be tracked to individuals. 

We expect that it will take you roughly fifteen minutes to complete this survey. We thank you for 
your time and thoughtful feedback. 
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Q78 Which of the following best describes you? 

Current school principal (1) 

Former school principal (2) 

Received principal training but never became a principal (3) 

None of the above (4) 

121 
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End of Block: Introduction 

Start of Block: Received principal training but never became a principal questions 

Page Break 

122 
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Ql 19 We'd like to understand why, after receiving the required training, individuals are not 
pursuing jobs as principals. As such, we'd like to understand the kinds of concerns individuals 
might have had that prevented them from pursuing the principalship after training. 
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Ql 12 Please indicates the level of concern you had, if any, with each item below. 
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How much 
ofa 
concern 
were the 
demands of 
the 
profession 
in your 
decision 
not to 
pursue a 
career as a 
principal? 
(I) 

Howrnuch 
ofa 
concern 
was job 
security in 
your 
decision 
not to 
pursue a 
career as a 
principal? 
{2) 

Not at all a A slight 
concern concern 

(2) 

Somewhat 
ofa 
concern (3) 

A 
moderate 
concern (4) 

Extremely 
concerning 
(5) 

125 

Don't 
know (6) 
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How much 
ofa 
concern did 
you have 
about 
rece1vmg 
adequate 
supports 
from a 
central 
office in 
carrymg 
out the 
duties of a 
principal? 
(3) 

Howmuch 
ofa 
concern did 
you have 
about 
receiving 
adequate ' ' •,j 

budgets to 
lead a 
school as a 
principal? 
(4) 
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How much 
ofa, 
concern did 
you have 
about the 
level of 
autonomy 
you1dhave 
m 
effectuating 
policies to 
lead a 
school 
effectively 
as a 
principal? 
(5) 

QI 13 If you pursued a job as a principal, how effective do you think you would have been? 

Not at all effective (I) 

Slightly effective (2) 

Somewhat effective (3) 

Moderately effective ( 4) 

Extremely effective (5) 

Don't know (6) 

127 
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Q 115 Before you pursued the courses required for becoming a principal, approximately how 
many years did you spend teaching in the, classroom? 

3 years (1) 

4 to 6 years (5) 

7to10years (6) 

11 to 15 years (7) 

15+ years (8) 

Other (specify) (9) __________________ _ 

Ql 16 At what age did you complete the courses required to become a principal? 

Ql 14 How much of a priority Was the salary increase in choosing to pursue the credentials of 
principalship? 

Not a priority (I) 

Low priority (2) 

· Somewhat of a priority (3) 

A moderate priority ( 4) 

An essential priority (5) 

Don't know ( 6) 
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Ql 17 Which of the following best describes why you did not pursue the job of principal after 
you had completed your coursework? 

The principal credentials helped me increase my base salary as a teacher. (1) 

Once I had the training_ and more exposure to the demands of the job, I did not think the 
job was for me. (2) 

I moved to another profession entirely. (3) 

Other personal reason (Please describe). (4) 

Q 114 What is your gender? 

Male (I) 

Female (2) 

Non-binary/Third Gender (3) 

Prefer to self-describe (4) ____________________ _ 

Prefer not to say (5) 
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Q115 Whatisyourage? 

Under 30 years (1) 

31-40 years (2) 

41-50 years (3) 

51-60 years (4) 

Greater than 60 years (5) 

130 

Q149 The goal of this survey is to collect information on why educators pursue pathways to 
school-level leadership (i.e., Principal, Assistant Principal, Teaching Principal, Dean, etc.). 
Specifically identifying what working conditions cause individuals to pursue the license but not 
the position. Given this goal what are the most important factors that caused you to pursue the 
license but not necessarily the position? 
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Thank you for taking the time to complete this survey. Please proceed to the next page to 
complete your submission. If you would like to change any of your responses, you may move to 
the previous page using the back arrow below. 

End of Block: Received principal training but never became a principal questions 

Start of Block: Current Principal Questions 

Please rate the adequacy o:fthe facilities and resources in your school compared to schools at a 
similar grade level in New Hampshire. 

Q128 How adequate are the instructional materials/resources provided by the district to meet 
the educational needs of your students? 

Much worse materials and resources than schools at a similar grade level (1) 

Somewhat worse materials and resources than schools at a similar grade level (2) 

() About the same materials and resources than schools at a similar grade level (3) 

Somewhat better materials and resources than schools at a similar grade level ( 4) 

Much better materials and resources than schools at a similar grade level (5) 

Don't know ( 6) 
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Q127 How adequate is the support you receive from your district administrative leadership for 
carrying out your professional responsibilities? 

Much worse support than schools at a similar grade level ( 1) 

Somewhat worse support than schools at a similar grade level (2) 

About the same support than schools at a similar grade level (3) 

Somewhat better support than schools at a similar grade level ( 4) 

Much better support than schools at a similar grade 'level (5) 

CJ Don't know ( 6) 

Q 121 How adequate are the professional learning opportunities provided to you for 
your professional skills? 

Much worse opportunities than schools at a similar grade level (1) 

Somewhat worse opportunities than schools at a similar grade level (2) 

About the same opportunities than schools at a similar grade level (3) 

Somewhat better opportunities than schools at a similar grade level ( 4) 

tJ Much better opportunities than schools at a similar grade level (5) 

Don't know ( 6) 

. . 
1mprovmg 
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Q129 How adequate is the school building you work in to meet the needs of your student 
body? 

Much worse than schools at a similar grade level (1) 

Somewhat worse than schools at a similar grade level (2) 

About the same than schools at a similar grade level (3) 

() Somewhat better than schools at a similar grade level (4) 

Much better thart schools at a similar grade level (5) 

Don't know (6) 

133 

Q131 How adequate are the wrap around- services (i.e., local community non-profits, churches, 
state support agencies, etc.) your community has access to in meeting the needs of students in 
your school? 

Much worse wrap around services than schools at a similar grade level (1) 

Less than adequate wrap around services than schools at a similar grade level (2) 

Adequate wrap around services than schools at a similar grade level (3) 

More than adequate -wrap around services than schools at a similar grade level ( 4) 

Much better wrap around services than schools at a similar grade level (5) 

Don't know (6) 
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QI30 How adequate are the supports (e.g., resources, personnel, etc.,) your district has in 
place to support student behavior? 

Not at all adequate supports than schools at a similar grade level (1) 

C) Less than adequate suppo1ts than schools at a similar grade level (2) 

Adequate supports than schools at a similar grade level (3) 

More than adequate supports than schools at a similar grade level (4) 

Much better supports than schools at a similar grade level (5) 

Don't know ( 6) 

Q132 In meeting the educational needs of your students, what percentage of teachers m your 
school are effective on the local supervision and evaluation system? 

0-25% (1) 

26%-50% (2) 

',._;: 51%-75% (3) 

76%-80% (4) 

81%-85% (6) 

86%-90% (7) 

91%-95% (8) 

, 96%-100% (9) 

Don't know ( 5) 
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Next, we'd like to understand how much support or opposition you receive in carrying out key 
leadership and managerial decisions in your Cl)rrent school. 
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QS Please rate how frequently you experience opposition in carrying out key leadership and 
managerial decisions in your current school. 

How much 
opposition do 
you typically 
receive from 
your school's 
staff in executing 
key decisions 
that affect the 
school? (1) 

How much 
opposition do 
you typically 
receive from 
parents/ guardians 
in implementing 
change in your 
school? (2) 

Howmuch 
opposition does 
the union 
contract create in 
enabling you to 
implement 
change in your 
school? (3) 

No 
opposition 
(I) 

Rarely 
receive 
oppbsitiori 
(2) 

Sometimes 
Quite Almost 
frequently always 

receive 
receive 

opposition 
receive 

(3) 
opposition opposition 
(4) (5) 
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Q4 Please rate the adequacy of your school supports and practices in supporting students' needs. 

How adequate 
are your school 
district practices 
in supporting 
students' needs? 
(I) 

How adequate 
are the supports 
(e.g., resources, 
personnel, etc.) 
your district has 
in place to 
support student 
behavior? (2) 

Not at all 
adequate (I) 

Less than 
adequate (2) 

Adequate (3) 
More than 
adequate (4) 
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Next, we'd like to ask you some qtiestions that will help us get a sense for how much time you 
spend on various activities associated v-rith your job as a principal. 

QI 1 On average, how many hours a week does your job as a principal require of you? 

Less than40 hours (]) 

() 41-50 hours (2) 

51-60 hours (3) 

61-70 hours ( 4) 

Greater than 70 hours ( 5) 
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Ql4 On average, how frequently do you engage Vvith activities associated with ihe items 
below? 

Instructional 
planning with 
teachers (1) 

School wide 
programming (2) 

Parent/community 
outreach (3) 

Statutory 
requirements (4) 

Typical 
administrative 
tasks (e.g., e-mail, 
phone calls, etc.) 
(5) 

Managing student 
behavior needs 
(6) 

Conducting 
classroom 
observations (7) 

Using data to 
inform practices 
in your school (8) 

Every day 
(I) 

Most 
days (2) 

Once a 
week (3) 

Once a 
month (4) 

A few 
times a 
month (5) 

Less 
often (6) 
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Q 13 How satisfied are you that the balance of your time as a prirtcipal is spent on key 
responsibilities versus what you are directed to do? 

Not at all satisfied (I) 

C) Slightly satisfied (2) 

Moderately satisfied (3) 

Very satisfied ( 4) 

Extremely satisfied (5) 

Ql2 How often does your leadership (from district or central office) or your supervisor meet 
with you? 

Once a week or more often (1) 

Twice a month (2) 

Once a month (3) 

About every few months (4) 
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Next, we'd like to understand about your needs for professional learning opportunities. 
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Q8 In which of the following areas, if any, do you need more professional learning opporttmities 
to lead your school more effectively? 
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Instructional 
leadership (I) 

Student assessment 
(2) 

Creating positive 
learning 
environments (3) 

School improvement 
planning ( 4) 

Budgeting (5) 

School scheduling ( 6) 

Staffing (hiring, etc.) 
(7) 

Teacher evaluation 
(8) 

Teacher remediation 
(9) 

Teacher coaching 
(10) 

Data-driven decision 
making (11) 

Working with parents 
and the community 
(12) 

Classroom 
observations (13) 

Yes (I) No (2) 
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Don't Know (13) 
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Q9 In the past year approximately how much professional development have you logged in any 
of the. following areas? 



GENDER, GRADE LEVEL, ISOLATION AND TASK OVERLOAD 

Instrnctional 
leadership ( 1) 

Student assessment 
(2) 

Creating positive 
learning 
environments (3) 

School improvement 
planning { 4) 

Budgeting (5) 

School scheduling 
(6) 

Staffing (7) 

Teacher evaluation 
(8) 

Teacher 
remediation/coaching 
(9) 

Data-driven decision 
making (10) 

Working with 
parents and the 
community (I 1) 

Classroom 
observations (12) 

Did not 
participate 
(1) 

Half day 
(2) 

Full day 
(3) 

Multiple 
days (4) 

Can't 
remember 
(5) 
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In this next set of questions, we1d like you to think about your involvement in various community 
activities related to your school from the previous school year. 

Ql How frequently do you participate in town1s school board meetings? 

More than once a month (1) 

Once a month (7) 

About every few months (2) 

Once a year (3) 

Less often (4) 

Never (5) 

Don't know ( 6) 
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Q2 How frequently do you participate in school community events ( e.g., sporting events, fairs, 
etc.)? 

Once a week or more often (1) 

Once a month (2) 

About every few months (3) 

Once a year (4) 

Never (5) 

r,D 'kn (6) '.,J ant ow 

Q3 How frequently do you encourage connections between teachers and parents/guardians? 

Never encourage (1) 

Once in a while encourage (2) 

Sometimes encourage (3) 

Quite frequently encourage (4) 

Almost always encourage (5) 

Don't know ( 6) 
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Q6 Please provide us with information about how often you engaged in various leadership 
activities in your school last year. 
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Once a 
About 

week or 
Once a every 

Once a Less Never 
Don't 

month few know 
more 

(2) months 
year (4) often (5) (6) 

(7) 
often (1) 

(3) 

How often are 
you involved 
with 
professional 
learning 
communities 
(i.e., PLCs) in 
your school? 
(1) 

How often are 
you involved 
·with activities 
that foster 
teacher leaders 
in your school? 
(2) 

How often are 
you involved 
with activities 
to mentor new 
teachers? (3) 

How often are 
you involved 
with the 
selection of 
new teachers in / '( 

',,J 

your school? 
(4) 
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How much do 
you use well
defined 
protocols to 
help improve 
the functioning 
of your school? 
(5) 

How often are 
you involved 
with removing 
teachers/teacher 
transfer in your 
school? (6) 

How often do 
you use data to 
help make 
teachers in your 
school more 
effective? (7) 

How often are 
you involved 
with 
establishing the 
schedule in 
your school? 
(8) 

How much 
influence do 
you have in 
setting systems 
in place that 
help your 
school become 
more effective? 
(9) 

(,) 
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Q7 
Please tell us how much influence you have in leading your current school. 
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Howmuch 
influence do 
you have in 
setting 
priorities for 
your 
school's 
professional 
development 
ftmd? (!) 

How much 
influence do 
you have in 
establishing 
your 
school's 
budget 
priorities? 
(2) 

How much 
influence do 
you have in 
establishing 
the school's 
mission and 
vision? (3) 

No 
influence 
(1) 

A little bit 
of 
influence 
(2) 

Some 
influence 
(3) 

-

Quite a bit 
of 
influence 
(4) 

Almost 
complete 
intluence 
(5) 
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Don't 
know (6) 
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Howmµch 
influence do 
you have on 
your 
district's 
decision 
making 
about 
educational 
issues that 
impact your 
school? (4) 
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QlO Next, we1d like to hear about your level of satisfaction with the level of positive school
wide culture in your school. 

How satisfied 
are you with 
the level of 
genuine care 
for others that 
students have 
myour 
school? (1) 

How satisfied 
are you with 
how 
collaborative 
students are 
with one 
another in 
your school? 
(2) 

How satisfied 
are you -with 
the level of 
safety in your 
school? (3) 

How satisfied 
are you with 
how teachers 
set the 
expectations 
for positive 
student 
behaviors in 
your school? 
(4) 

Not at all 
satisfied (I) 

Slightly 
satisfied (2) 

Moderately 
satisfied (3) 

(., . .' 

Very 
satisfied ( 4) 

Extremely 
satisfied (5) 
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In the next questions we'd like you to please provide us with some basic personal and school 
demographic infonnation. 

Q 15 How would you characterize your employment status? 

Full time (!) 

· Part time (2) 

Q16 What grade level of students does your school serve? 

Elementary (I) 

Middle (2) 

Elementary and Middle School (K-8) (4) 

• High (3) 

Q17 Approximately how many students are in your school? 
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QIS What is the average per student expenditure in your school? 

Q19 How many years of experience do you have as a principal? 

1 to 3 years (1) 

4 to 6 years (2) 

7 to 9 years (3) 

10 to 12 years (4) 

13 to 15 years (5) 

16to19years (6) 

20+ years (7) 
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Q20 Before you were a principal, approximately how many years did you spend teaching in a 
classroom? 

3 years (I) 

4 to 6 years (5) 

7to l0years (6) 

11 to 15 years (7) 

15+ y,;ars (8) 

Other (specify) (9) _________________ ~ 
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Q21 In what region is your school district located? 

'" North Country (I) 

Lakes (2) 

Southwest (3) 

South Central ( 4) 

() Southeast (5) 

Q22 What best describes the urbanicity of your district? 

Rural (!) 

Suburban (2) 

Urban (3) 

Q23 What best describes the enrollment pattern of students in your district? 

The same/stable (1) 

Increasing/growing (2) 

Decreasing/declining (3) 
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Q24 On average, what is the percent of students who-are classified as special needs in your 
school? 

Q25 On average, what is the percent of students who receive free or reduced lunch in your 
school? 

Q27 \Vhich of the following best describes your immediate professional plans? 

Continue as a principal at my current School (1) 

Continue as a principal in this district but leave this school (2) 

Continue as a principal in this state but leave this district (3) 

Leave the principalship for another administrative position ( 4) 

Leave the principalship for a teaching position (8) 

Leave the principalship for personal reasons (e.g., health, family, etc.) (5) 

Retire from the principalship ( 6) 

Leave the principalship for another reason (please explain why) (7) 
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Q28 If you were to choose careers all over again, how likely would you be to choose school 
leadership again? 

Not likely (1) 

Slightly likely (2) 

Moderately likely (3) 

Very likely (4) 

Extremely likely (5) 

Don't know ( 6) 

Q29 What is your gender? 

Female (]) 

Male (2) 

Non-binary/third gender (3) 

Prefer to self-describe (4) ___________________ _ 

Prefer not to say (5) 
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Q30 What is your age? 

() Under 30 years (1) 

31-40 years (2) 

41-50 years (3) 

51-60 years (4) 

Greater than 60 years ( 5) 

Q26 Approximately what is your current salary? 

Under 60K (I) 

60-70K (2) 

71-S0K (3) 

81-90K (5) 

91-l00K (6) 

Greater than 1 00K ( 4) 

QI 18 The goal of this survey is to collect infonnation on why educators pursue pathways to 
school-level leadership (i.e., Principal1 Assistant Principal, Teaching Principal, Dean, etc.), 
specifically identifying what working conditions cause individuals to stay or leave the 
position. Given this goal, what are the most important factors to attracting and keeping 
educators in the role of a school leader? 
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Q99 Thank you for taking the time to complete this survey. Please proceed to the next page to 
complete your submission. If you would like to change any of your responses, you may move to 
the previous page using the back arrow below. 

End of Block: Current Principal Questions 

Start of Block: Past Principal Questions 

Q152 Please rate the adequacy of the facilities and resources in the typical school you worked in 
compared to the average school of your grade-level in New Hampshire. 

Q153 How adequate were the instructional materials/resources provided by the district to meet 
the educational needs of your students? 

Much worse materials and resources compared to an average school of the same grade 
(1) 

Somewhat worse materials and resources compared to an average school of the same 
grade (2) 

About the same materials and resources compared to an average school of the same grade 
(3) 

Somewhat better materials and resources compared to an average school of the same 
grade (4) 

Much better materials and resources compared to an average school of the same grade 
(5) 

Don't know ( 6) 
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Ql 54 How adequate was the support you received from your district administrative leadership 
for carrying out your professional responsibilities? 

() Much worse support compared to an average school of the same grade (1) 

Somewhat worse support compared to an average school of the same grade (2) 

About the same support compared to an average school of the same grade (3) 

Somewhat better support compared to an average school of the same grade ( 4) 

Much better support compared to an average school of the same grade (5) 

Don't know ( 6) 

Q155 How adequate were the professional learning opportunities provided to you for 
improving your professional skills? 

Much worse opportunities compared to an average school of the same grade (1) 

Somewhat worse opportunities compared to an average school of the same grade (2) 

About the same opportunities compared to an average school of the same grade (3) 

Somewhat better opportunities compared to an average school of the same grade ( 4) 

Much better opportunities compared to an average school of the same grade (5) 

' Don't know (6) 
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Q156 How adequate was the school building you worked in to meet the needs of your student 
body? 

Much worse compared to an average school of the same grade (1) 

Somewhat worse compared to an average school of the same grade (2) 

About the same compared to an average school of the same grade (3) 

Somewhat better compared to an average school of the same grade (4) 

Much better compared to an average school of the same grade (5) 

Don't know (6) 

Q157 How adequate were the wrap around services (i.e., local community non-profits, 
churches, state, support agencies, etc.) your community had access to in meeting the needs of 
students in your school? 

Much worse wrap around services compared to an average school of the same grade (1) 

Less than adequate wrap around services compared to an average school of the same 
grade (2) 

Adequate wrap around services compared to an average school of the same grade (3) 

More than adequate wrap around services compared to an average school of the same 
grade (4) 

Much better wrap around services compared to an average school of the same grade (5) 

Don't know ( 6) 
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Q158 How adequate were the supports (e.g., resources, personnel, etc.,) your district had in 
place to support student behavior? 

Not at all adequate supports compared to an average school, of the same grade (1) 

Less than adequate supports compared to an average school of the same grade (2) 

Adequate supports compared to an average school of the same grade (3) 

More than adequate supports compared to an average school of the same grade ( 4 J 

Much better supports compared to an average school-of the same grade (5) 

Don't know ( 6) 

Ql59 In meeting the educational needs of your students, what percentage of teachers in your 
school were effective on the local supervision and evaluation system? 

0-25% (I) 

26%-50% (2) 

51%-75% (3) 

76%-80% (10) 

() 81%-85% (4) 

86%M90% (6) 

91%-95% (7) 

96%-100% (8) 

x Don't know (9) 
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Q174 
Next, we'd like to understand how much support or opposition you typically received,in carrying 
out key leadership and managerial decisions. 

How much 
opposition did 
you typically 
receive from 
your school's 
staff in executing 
key decisions 
that affected the 
school?(!) 

How much 
opposition did 
you typically 
receive from 
parents/guardians 
in 'implementing 
change in your 
school? (2) 

How much 
opposition did 
the union 
contract create in 
enabling you to 
implement 
change in your 
school? (3) 

No 
opposition 
(!) 

Rarely 
received 
opposition 
(2) 

Sometimes 
Quite Almost 

received frequently always 

opposition 
received received 

(3) 
opposition opposition 
(4) (5) 



GENDER, GRADE LEVEL, ISOLATION AND TASK OVERLOAD 

Ql73 
Please rate the adequacy, on average, of school supports and practices in supporting students1 

needs. 

How adequate 
were your 
school district 
practices in 
supporting 
students' needs? 
(1) 

How adequate 
were the 
supports (e.g., 
resources, 
personnel, etc.) 
your district had 
in place to 
support student 
behavior? (2) 

Not at all 
adequate (I) 

Less than 
adequate (2) 

Adequate (3) 
More than 
adequate ( 4) 
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Q181 Next, we'd like to ask you some questions that will help us get a sense for how much time 
you spent on various activities associated with your job as a principal in a typical school year. 

QI 82 On average, how many hours a week did your job as a principal require of you? 

Less than 40 hours (I) 

41-50 hours (2) 

51-60 hours (3) 

61-70 hours (4) 

C Greater than 70 hours (5) 
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Q185 How frequently did you engage in leadership activities associated with the items below? 

Instructional 
planning with 
teachers (I) 

School wide 
programming (2) 

Parent/community 
outreach (3) 

Statutory 
requirements ( 4) 

Typical 
administrative 
tasks (e.g., e-mail, 
phone calls, etc.) 
(5) 

Managing student 
behavior needs 
(6) 

Conducting 
classroom 
observations (7) 

Using data to 
infonn practices 
in your school (8) 

Every day 
(!) 

Most 
days (2) 

Once a 
week (3) 

Once a 
month (4) 

A few 
times a 
month (5) 

Less 
often (6) 



GENDER, GRADE LEVEL, ISOLATION AND TASK OVERLOAD 177 

Q 184 How satisfied were you that the balance of your time as a principal was spent on key 
responsibilities versus what you were directed to do? 

Not at all satisfied (I) 

Slightly satisfied (2) 

() Moderately satisfied (3) 

Very satisfied ( 4) 

Extremely satisfied ( 5) 

Ql 83 How often did your leadership (from district or central office) or your supervisor meet 
with you? 

Once a week or more often ( 1) 

Twice a month (2) 

Once a month (3) 

About every few months ( 4) 
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QI 78 In thinking of your career as a principal, in which areas did you frequently need more 
professional learning opportunities to lead a school more effectively? 
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Instructional 
leadership(!) 

Student assessment 
(2) 

Creating positive 
learning 
environments (3) 

School improvement 
planning ( 4) 

Budgeting (5) 

School scheduling ( 6) 

Staffing (hiring, etc.) 
(7) 

Teacher evaluation 
(8) 

Teacher remediation 
(9) 

Teacher coaching 
(10) 

Data-driven decision 
making (11) 

Working with parents 
and the community 
(12) 

Yes, I needed more 
opportunities (I) 

No, I did not need 
more opportunities 
(2) 
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Don't Know (13) 
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Classroom 
observations (13) 
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Ql79 
In the following areas, how frequently did you engage in professional learning opportunities to 
lead a school more eft'ectively in a typical school year? 
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Instructional 
leadership (l) 

Student assessment 
(2) 

Creating positive 
learning 
environments (3) 

School improvement 
planning (4) 

Budgeting (5) 

School scheduling 
(6) 

Staffing (7) 

Teacher evaluation 
(8) 

Always 
(I) 

Teacher 
remediation/coaching 
(9) ') 

Data-driven decision 
making (10) 

Working with 
parents and the 
connnunity (l l) 

Classroom 
observations (12) 

Often 
(2) 

Sometimes 
(3) 

Rarely 
(4) 

Never 
(5) 

Don't 
Know 
(6) 
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Q176 
Next, we'd like you to think of your experiences as a principal an.d tell us how much you engaged 
in various leadership activities in a typical school year. 
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How often 
were you 
involved with 
professional 
learning 
communities 
(i.e., PLCs) in 
your school? 
(1) 

How often 
were you 
involved with 
activities that 
fostered teacher 
leaders in your 
school? (2) 

How often 
were you 
involved with 
activities to 
mentor new 
teachers? (3) 

How often 
were you 
involved with 
the selection of 
new teachers in 
your school? 
(4) 

Once a 
week or 
more 
often (I) 

About 
Once a every 

Once a 
month few 
(2) months year (4) 

(3) 

( 
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Less Never 
Don't 
know 

often (5) (6) 
(7) 
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How often did 
you use well-
defined 
protocols to 
help improve 
the functioning 
of your school? 
(5) 

How often 
were you 
involved with 
removmg 
teachers/teacher 
transfer in your 
school? (6) 

How often did 
you use data to 
help make 
teachers in your 
school more 
effective? (7) 

How often 
were you 
involved with 
establishing the 
schedule in 
your school? 
(8) 

How much 
influence did 
you have in 
setting systems 
in place that 

/' \ helped your ··~--

schooJ become 
more effective? 
(9) 
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Q169 How frequently did you participate in town's school board meetings? 

Morethanonceamonth (1) 

Once a month (7) 

About every few months (2) 

Once a year (3) 

Less often ( 4) 

Never (5) 

Don't know ( 6) 
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Ql 70 How frequently did you participate in school community events (e.g., sporting events, 
fairs, etc.)? 

Once a week or more often (1) 

Once a month (2) 

About every few months (3) 

Once a year (4) 

() Never (5) 

() Don't know ( 6) 
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Q 171 How frequently did you encourage connections between teachers and 
parents/guardians? 

Never encouraged (I) 

Once in a while encouraged (2) 

Sometimes encouraged (3) 

Quite frequently encouraged ( 4) 

Almost always encouraged (5) 

Don't know ( 6) 
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Ql77 
Please tell us how much influence you typically had in leading schools. 
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How much 
influence 
did you have 
in setting 
priorities for 
your 
school's 
professional 
development 
fund?(!) 

How much 
influence 
did you have 
in 
establishing 
your 
school's 
budget 
priorities? 
(2) 

How much 
influence 
did you have 
m 
establishing 
the school1s 
mission and 
vision? (3) 

No 
influence 
(!) 

s 
'·-.. ~ 

A little bit 
of 
influence 
(2) 

Some 
influence 
(3) 

Quite a bit 
of 
influence 
(4) 
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Almost 
complete Don't 
influence know (6) 
(5) 



GENDER, GRADE LEVEL, ISOLATION AND TASK OVERLOAD 

How much 
influence 
did you have 
myour 
district's 
decision 
making 
about 
educational 
issues that 
impacted 
your school? 
(4) 
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Ql 80 Next, we'd like to hear about your level of satisfaction with the level of positive school
wide culture in the schools you worked in when you were a principal. 

How satisfied 
were you 
with the level 
of genuine 
care for 
others that 
students had 
myour 
school? (1) 

How satisfied 
were you 
with how 
collaborative 
students were 
with one 
another in 
your school? 
(2) 

How satisfied 
were you 
with the level 
of safety in 
your school? 
(3) 

How satisfied 
were you 
with how 
teachers set 
the 
expectations 
for positive 
student 
behaviors in 
your school? 
(4) 

Not at all 
satisfied (1) 

/"''\ 
\j 

Slightly 
satisfied (2) 

Moderately 
satisfied (3) 

Very 
satisfied ( 4) 

,'"' ' -' 

Extremely 
satisfied (5) 
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Ql87 In the next questions we'd like you to please provide us with some basic personal and 
school demographic information. 

QJ88 What grade level of students did your last school serve? 

Elementary ([) 

Middle (2) 

Elementary and Middle School (K-8) (4) 

High (3) 

Q 190 Approximately how many students were in your last school? 

Ql91 What was the average per student expenditure in your school? 
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Q192 How many years of experience did you have as a principal? 

1 to 3 years (1) 

4 to 6 years (2) 

7 to 9 years (3) 

!Oto 12years (4) 

13tol5years (5) 

16to 19years (6) 

20+ years (7) 
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Q 193 Before you were a principal, approximately how many years did you spend teaching in a 
classroom? 

3 years (1) 

4 to 6 years (2) 

7 to IO years (3) 

11 to 15 years (4) 

15+ years ( 5) 

( Other (specify) (6) _________________ ~ 
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Q194 In what region was the last school district you worked in as a principal? 

North Country (1) 

Lakes (2) 

Southwest (3) 

South Central ( 4) 

Southeast ( 5) 
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Q 195 What best describes the urbanicity of the district which contained the last school your 
worked in? 

Rural (1) 

Suburban (2) 

Urban (3) 

Q 196 What best describes the enrollment pattern of students in the last school district you 
worked in? 

The same/stable (1) 

Increasing/growing (2) 

Decreasing/declining (3) 
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Ql97 On average, what is the percent of students who were classified as special needs in the 
last school you worked? 

Ql98 On average, what was the percent of students who received free or reduced lunch your 
school? 

Q200 Which of the following best describes why you left the profession? 

I retired ( 1) 

I returned to another position within the school system (2) 

I moved to another profession entirely (3) 

Other personal reason (Please describe) (4) 

Q202 What is your gender? 

Male (1) 

Female (2) 

Non-binary/third gender (3) 

Prefer to self-describe ( 4) ----------------------

Prefer not to say (5) 
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Q203 What is your age? 

() Under 30 years (1) 

() 31-40 years (2) 

41-50 years (3) 

51-60years (4) 

Greater than 60 years (5) 

Q 199 Approximately what was your last salary 'as a principal? 

Under 60K (I) 

60-?0K (2) 

71-S0K (3) 

81-90K (6) 

91-l00K (5) 

Greater than IO0K ( 4) 

Q186 The goal of this survey is to collect information on why educators pursue pathways to 
school-level leadership (Principal, Assistant Principal, Teaching Principal, Dean, etc.), 
specifically identifying what working conditions cause individuals to stay or leave the 
position. Given this goal, what are the most important factors to attracting and keeping 
educators in the role of a school leader? 
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Ql00 Thank you for taking the time to complete this survey. Please proceed to the next page to 
complete your submission. If you would like to change any of your responses, you may move to 
the previous page using the back arrow below. 

Thank you for your interest in this survey. The target audiences for this survey are current and 
former school principals, and those who completed principal training but did not become a 
principal. If you are not among either of these three groups, the survey will come to an end. 
Please proceed to the next page to complete your submission. 




