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Abstract 

The role of the school principal has become increasingly stressful and the problem is that 

school principals in a large school district in Maryland experience multiple job stressors 

that are contributing to low job satisfaction. The purpose of this basic qualitative study 

was to explore high school principals’ perspectives of stressors that affect their job 

satisfaction as well as what support systems they believe are necessary to increase their 

job satisfaction. An additional purpose was to identify methods that could be used to 

reduce such stress. Herzberg’s theory of motivation, which outlines how job factors 

motivate workgroups, was used to guide this research. Data were collected from eight 

high school principals in a large school district in Maryland who have one or more years 

of experience as a school principal in the district. A generic data analysis was conducted 

based on Creswell’s six steps of the generic analysis process to identify four themes 

associated with the participants’ experiences associated with stress and the school 

principal role: stress is derived from expectations, need for coping and well-being, 

satisfaction amidst challenges, and desire for institutional educational change. 

Recommendations for future research include extending the scope of participants, 

incorporating mixed methods of research, and collecting more specific data related to 

stressors via survey. As a result of this research, district leaders may have the data 

necessary to further support school administrators in their efforts to meet district level 

expectations, thereby improving their overall job satisfaction. Increasing the level of job 

satisfaction will hopefully improve morale, thereby causing positive social change for 

educational leaders.  
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Chapter 1: Introduction to the Study 

This study involved a large school district in Maryland that recently introduced 

required changes to ways school administrators can respond to student discipline 

infractions. Many administrators in the district expressed that they are feeling stressed 

about responding to student behaviors, and as a result, are experiencing a decrease in job 

satisfaction. While school principals are expected to implement district-level policies and 

procedures, this expectation often contributes to an increase in stress which in turn 

influences their overall job satisfaction (Mahfouz, 2020).  

This study needed to be conducted as not enough is known about how these 

changes have affected high school principals’ job satisfaction and stressors in responding 

to student behaviors or implementing district-level policies and procedures. The purpose 

of this basic qualitative study was to explore high school principals’ perspectives of job 

stressors that influence job satisfaction. The data collected could be used to identify these 

effects to support professional development practices implemented by district leadership. 

Furthermore, the data could be used to enhance the overall work environment for high 

school principals. Learning about the participants’ job stressors could benefit the overall 

academic experience of both students and staff in the district where the study took place. 

Sener and Boydak (2017) investigated the job satisfaction of school 

administrators. The researchers discussed the concept that job satisfaction is based on 

personal and organizational factors and found that job satisfaction levels were influenced 

by stress that administrators experience in their role as a school leader. They noted that 

further research should be conducted to determine which stress factors influence job 
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stress levels of school administrators. 

In this chapter, I review the background, problem statement and purpose of the 

study. Furthermore, I identify the conceptual framework, nature and scope of the study, 

and limitations. The significance is also discussed highlighting the gap in knowledge. 

Background 

There is a gap in knowledge about school principals and their perspectives on job 

stressors. While there have been studies on stress and school principals (Denecker, 2019; 

Mahfouz, 2020), the results of this study can help fill a gap in knowledge in the discipline 

because the data collected can be used to improve the working conditions and support for 

high school principals. This improvement could lead to increased academic achievement 

and overall school performance. In addition, gaining understanding of perceived job 

stress and satisfaction can also help to retain school principals as there is limited research 

on stress and job satisfaction among school principals as well as strategies for reducing 

stress among school principals. 

Denecker (2019) noted the factors that contribute to stress for school 

principals. He found that there has been an increase in the stress that school principals 

experience, which is causing a decline in administrator morale, physical health, and 

overall job satisfaction. Furthermore, he found that school administrators are 

experiencing stress due to an increasing workload, time spent in meetings, and minimal 

additional support to implement district-level expectations (Denecker, 2019).  

Other research shows that there is a connection between job satisfaction and 

stress. For example, Hussey et al. (2019) evaluated job satisfaction levels of 
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administrators and found that there was an increase in administrator job satisfaction when 

they received support to meet job expectations. Furthermore, the researchers found 

increases in job satisfaction when supervisors allowed them to use their expertise to 

increase student success and overall school improvement.  

Another factor that contributes to school administrator stress is the lack of support 

from central office supervisors. Mahfouz and Richardson (2021) discussed the idea that 

administrators are expected not only to ensure that students are receiving a free and 

appropriate education but also to develop systems and structures that will ensure a safe 

and orderly environment along with several daily duties that have little to do with 

classroom instruction. The researchers found that school administrators need additional 

support to meet these expectations outlined by district leadership and further discussed 

that without this additional support, administrator morale and overall job satisfaction 

could be influenced. Mahfouz (2020) further suggested that school administrators believe 

that their stress levels are influenced by the various changes in the organization of 

systems and structures in their buildings outlined by central office supervisors. These 

changes include workload, environment, and policy and could potentially influence their 

morale.  

Problem Statement 

The problem that was studied was that high school principals in a large Maryland 

school district experienced multiple job stressors contributing to their low job 

satisfaction. In this section I show the gap, both from the literature as well as evidence 

from stakeholders at the local research site. These stressors include changes in district-
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level expectations, limited resources, and organizational structure (Mahfouz, 2020; 

Serner & Boydak 2017; Wells & Klocker 2018). High school principals’ demands are 

increasingly becoming more difficult as the administrators are expected to respond to 

various stakeholders and adapt to changes more frequently, thus increasing job stressors 

they may experience (Mahfouz, 2020). Mahfouz (2020) found that a major example of 

stress was the need for principals to respond to the needs of students, staff, and 

community more often than was previously needed. This is often expected without them 

being provided with resources and support. Wells and Klocko (2018) found that school 

principals are expected to implement district policies and procedures many times without 

viable support and or resources to do so. Serner and Boydak (2017) found that the level 

of school administrators’ job satisfaction is connected to rising stress levels that may 

develop because of such organizational structures. 

The lack of flexibility in district discipline policies is a major job stressor. For 

example, school principals are limited in their power to suspend or expel students who 

demonstrate inappropriate behavior (Denecker, 2019). Riddle and Sinclair (2019) noted 

that the district where the study took take place ranked in the top 10 large school districts 

for out of school disciplinary response to student behavior. The authors further noted that 

to decrease the achievement gap between disadvantaged groups of students and others 

there must be a decrease in the disciplinary gap as well.  

In addition to research findings, at the local level, the school district leader 

announced that there would be significant changes to the school discipline policy to 

ensure that the district was meeting the needs of all students and finding less strict 
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discipline response and more strategies that involve intervention to student behaviors. 

This announcement led to significant changes in the Student Rights and Responsibilities 

Handbook related to out of school suspensions decreasing the infractions that students 

may receive an out of school suspension. For example, at the start of the 2018-2019 

school year, in the district where the study occurred, a revised Student Rights and 

Responsibilities Handbook was unveiled in which a significant number of previously 

suspendable infractions were removed. At the beginning of the 2019-2020 school year, 

the handbook was adjusted even further, and most suspendable infractions were further 

eliminated. As a result, local administrators are no longer able to suspend students for 

many offenses that disrupt the learning environment, yet they are expected to maintain a 

safe and orderly space for students to learn. This has led to low job satisfaction among 

administrators (Assistant principal, personal communication, December 12, 2019). Wang 

(2020) discussed the notion that high school principals have been experiencing stress 

related to their roles and responsibilities and that this was influencing their job 

satisfaction. Further evidence for the existence of the problem of low job satisfaction can 

be seen through conversations at school and district-level administrative meetings. 

Principals and other administrators (e.g., assistant principals and wing coordinators) have 

indicated low job satisfaction and high stress levels during administrator meetings and 

how administrators are less likely to involve themselves in additional school activities 

because of said stress and job satisfaction (Wing coordinator, personal communication, 

November 15, 2019).  

A principal in the school district where the research took take place noted that 
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administrators’ inability to maintain a safe and orderly environment due to the above-

noted changes in school discipline policies and has asked for central office supervisors 

for ideas on how to ameliorate this problem (Principal, personal communication, 

February 3, 2020). High school principals noted that their inability to support teachers by 

removing unruly students from their classes, due to the new discipline policy, is a major 

cause of job stress (High school principal, personal communication, January 10, 2020). 

Teachers may ask for assistance with an unruly student and call for their removal from 

class; however, administrators in the district noted that they have lost some authority to 

remove students who disrupt the learning environment. Principals and assistant principals 

at all levels, as noted during administrators’ meetings, expressed a decrease in their job 

satisfaction. Furthermore, as noted by high school administrators’ weekly and quarterly 

systemic meeting notes, administrators’ inability to remove students from the school 

building for ongoing disruptive behavior has had a negative influence on administrator 

job satisfaction as they do not believe that they are able to support a safe and orderly 

learning environment due to the systemic changes. The problem is particularly evident in 

cases where classroom teachers have requested the support of student removal from the 

classroom environment. I hoped to address this gap in practice with the results of my 

study.  

Purpose of the Study 

 The purpose of this basic qualitative study was to explore high school principals’ 

perspectives of job stressors that influence job satisfaction. To address this gap in 

knowledge, I invited all 21 high school principals in the district, with the intent of 
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securing at least 10-15 to participate in the study. I gained an understanding of the topic 

through a constructivist research paradigm analyzing the perspectives of the participants.  

As stress among administrators continues to intensify, morale decreases causing a 

negative effect on job satisfaction (Lim, 2019). Lim (2019) discussed the idea that job 

satisfaction is closely connected to morale in that when administrators are motivated, 

there is an increase in overall well-being leading to an increase in job satisfaction. 

Furthermore, Van der Vyer et al. (2022) noted that motivation is a factor in the increase 

or decrease of job satisfaction (Lim 2019; Van der Vyer, 2022). The researchers 

identified a limited number of strategies school leaders could employ to decrease stress 

levels and increase morale and thereby job increasing satisfaction. By identifying 

additional factors that contribute to school administrators’ stress and job satisfaction, the 

results of this study could be used by the school district to support the professional 

development needs of school administrators. 

Research Questions  

The following question drove this study: What are high school principals’ 

perspectives of job stressors that influence job satisfaction?  

Theoretical Framework 

Herzberg’s theory of motivation (1959) was the framework that I used to guide 

this research. Herzberg’s two-factor theory explains how job factors can affect overall job 

satisfaction. The two factors are those that cause job satisfaction (motivational factors), 

and those that cause job dissatisfaction (hygiene factors). Herzberg identified five 

motivational factors that determine job satisfaction: achievement, recognition, the work 
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itself, responsibility, and advancement. The aforementioned factors are necessary to 

increase job satisfaction. The two factors, achievement and recognition, which entail 

professional growth and praise, are necessary for there to be an increase in job 

satisfaction (Herzberg, 1959). Herzberg also spelled out additional hygiene factors that 

contribute to a decrease in job satisfaction: company policies, supervision, relationships, 

work conditions, remuneration, salary, and security (Raymond, 2018). I focused the study 

on motivational factors. 

Herzberg’s framework has been used in previous educational studies (Khanna, 

2017; Nafe &Alizadeh, 2022; Park & Johnson, 2019). The researchers discussed 

Herzberg’s theory of job satisfaction and found that while there is intrinsic motivation in 

school leaders, there are also external factors that contribute to motivation and overall job 

satisfaction. During my research, I hoped to identify both intrinsic and external stressors 

that contribute high school principals’ overall job satisfaction. Further explanation about 

this framework is provided in Chapter 2.  

The research question I attempted to answer incorporated two of Herzberg’s 

motivational factors: achievement and recognition. By asking participants to share 

perspectives of job stressors that influence job satisfaction, I aimed to identify strategies 

that will better support their ability to do the job. Furthermore, I collected data that could 

be used by district leaders to create an enhanced work environment for school principals. 

This could in turn, influence principal job satisfaction and commitment to the work. 

Nature of the Study 

In this study, I conducted interviews to explore high school principals’ 
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perspectives on job stressors and how they influence job satisfaction. The methodology I 

used to conduct this research was a basic qualitative design, or generic qualitative 

inquiry. Qualitative researchers aim to learn more about participants’ perspectives at a 

particular point in time (Merriam, 2020; Yin, 2015). To learn more about current 

principal perspectives, I used the qualitative approach. The steps of inductive data 

analysis were used to analyze for ideas collected from interviews with the participants 

(Creswell, 2003; Merriam & Tisdell, 2015). The interviews were transcribed verbatim, 

and it was organized into clusters of meaning (see Creswell, 2013). I read over all the 

data to gain a general understanding of general ideas found in the participants’ responses 

as well as common words. These data were organized into a Microsoft Word document 

with charts to begin thematic analysis. 

Kambouri-Danos and Pieridou (2020) found that qualitative research is effective 

for analyzing the educational setting particularly as it relates to analyzing participants’ 

perspectives. I analyzed the raw data captured in the interviews to identify themes that 

could be used to support district policy change and to develop professional learning plans 

within the school district to provide support to school administrators so that they are 

better able to meet expectations.  

Definitions 

For this specific study, the following operational term were used. This is an 

operational term; therefore, it does not require citations. 

Administrator—principal, assistant principal, not district curriculum directors or 

content area supervisors 
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Assumptions 

I assumed that all principals would be forthcoming regarding their perceptions 

when they participate in my interviews. I am aware that multiple realities exist for each of 

the participants. I assumed that all the participants have had similar experiences related to 

the problem.  

Scope and Delimitations 

The scope of the research is focused on high school principals in a large school 

district in Maryland to explore High school principals’ perspectives of job stressors and 

influence on job satisfaction. I interviewed high school administrators in one school 

district in Maryland over the course of 2 weeks. The topic of job satisfaction is critical as 

the results may help to reduce principal attrition. I believe the results of this research 

could be applicable to other school settings and that further research could be conducted 

in other grade levels and locations.  

I selected Herzberg's (1959) theory of motivation to guide the study. Herzberg’s 

two factor theory describes how job satisfaction is influenced by motivating factors that 

include achievement and recognition; both are described as factors that influence job 

satisfaction. Initially, I considered Burn’s (1978) transformational leadership theory to 

guide this research. Burns’ theory explains how leaders can motivate work groups to 

execute change. Burns’ framework has been used in previous educational studies to 

determine how this leadership style affects school climate and culture (Gulmez & Negiz, 

2020). The researchers found that when leaders employ the characteristics of 

transformational leadership, they can revision problems and consider way to ameliorate 
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them which assists in decreasing the feeling of stress. While this theory could have been 

used to conduct the research, I believe Herzberg’s theory is in better alignment with my 

study and research question. 

Limitations 

One limitation to the study is that I only focused on high school administrators’ 

perspectives. The number of high school administrators is significantly less than the 

number of middle and elementary school administrators. This may influence 

transferability of the study as the findings may not be applicable to other grade level 

school principals. In addition, I only conducted interviews to collect data for analysis. 

This is a limitation as I am a novice researcher and must employ the skills necessary to 

remain unbiased. Furthermore, conducting interviews only provides a limited perspective 

on topic being studied (Merriam & Tisdell, 2015). 

As an administrator in the district where I conducted the study, I have experienced 

some of the stressors that the principals may describe which could have created some bias 

as I analyzed the data. Although I have not worked in all the high school buildings where 

the research was conducted, I have developed collegial relationships with many other 

administrators which could have led to unintended bias as I am familiar with most of our 

high school settings. Shah (2019) noted that researcher bias often exists in qualitative 

research and that qualitative researchers must actively work to decrease bias by regularly 

reviewing the data collected and ensuring that questions that are collected are asked in a 

way that could lead the participant. I aimed to prevent bias from occurring by recording 

the interviews and asking structured questions to collect the data and taking notes in a 



12 

 

journal for reflection. 

Limiting the data collected to interviews may have impacted transferability. The 

research findings may not be applied to other sites making it difficult to expand the 

conclusions. In addition, the participants may not have accurately reported their 

experience or provide objective data. To decrease the potential for bias, I asked open-

ended questions that allow the participant to freely answer the questions. 

Significance 

This study is significant because these findings may benefit high school principals 

in the district where the study occurred as there may be district supervisor adjustments 

that could decrease the stress level of school principals and increase their job satisfaction. 

An additional benefit, if the district applies the findings of this study, is an increase in job 

satisfaction which may decrease attrition. The study could help district leaders to identify 

contributing factors to stress and low job satisfaction. 

The results of this study may help to fill a gap in knowledge among central office 

administrative teams and their support for principals with their perspectives on job 

stressors and the overall educational environment. This is also an example of positive 

social change, as the results of the study may enhance administrators’ ability to respond 

to student discipline infractions.  

Summary 

The purpose of this basic qualitative study was to explore high school principals’ 

perspectives of job stressors that influence job satisfaction. This study may fill a gap in 

knowledge among central office administrative teams and their support for principals in 
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the educational environment. My study addressed this gap in practice by exploring 

strategies to inform future policies developed by central office staff related to discipline 

policy and procedure. In addition, it may inform ways to reduce stressors among high 

school principals. 

In Chapter 1 of my study, I discussed that the scope of my study and its 

limitations. I identified my conceptual framework as Herzberg’s (1959) theory of 

motivation which has grounded the development of my questions and supported the 

analysis of my data. In Chapter 2, I review current literature regarding the selected 

conceptual framework—Herzberg’s theory of motivation . In addition, I discuss research 

related to stress, principal roles and responsibilities, and job satisfaction.  
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Chapter 2: Literature Review 

The problem is that high school principals in a large Maryland school district 

experience multiple job stressors contributing to their low job satisfaction. The purpose 

of this basic qualitative study was to explore high school principals’ perspectives of job 

stressors that influence job satisfaction. In this literature review I highlight administrator 

roles, stress related to administrator positions, and strategies for decreasing stress in 

administrative positions. In addition, I identify the literature search strategy and current 

literature that identifies key factors related to the problem, purpose, and significance of 

the study. 

Literature Search Strategy 

An expansive search via the Walden electronic library was conducted to find 

articles for this review. I used the database filter to collect scholarly, peer-reviewed 

articles. This search strategy provided scholarly articles from Eric, SAGE, and ProQuest. 

In addition, Google Scholar was used to find articles that were not available for full view 

in the Walden Library. Support was also provided by the professional learning library in 

the district where the research was conducted to solicit additional articles for review. 

Both strategies assisted me with identifying approximately 60 articles related to the topic.  

The following key words and phrases were used to identify appropriate peer-

reviewed articles and I reviewed the articles’ abstract to determine potential connection to 

my study: Herzberg’s theory of motivation, school discipline, school suspension, school 

principal perception, reduce job satisfaction, increase job satisfaction, school 

administrator roles, school administrator responsibilities, stress and the school 
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administrator, strategies to decrease, educator motivation, and school administrator job 

satisfaction. Finally, previous dissertation reference lists as well as current article 

reference lists were carefully reviewed to ensure that articles within the last 5 years 

would guide this review and to add additional articles for review in support for each 

topic. 

Theoretical Framework 

Herzberg’s (1959) theory of motivation (1959) guided this research and the 

analysis of the data gathered and further aided the coding for this basic qualitative study. 

Herzberg’s two-factor theory explains how job factors can affect overall job satisfaction. 

The two factors are those that cause job satisfaction (motivational factors), and those that 

cause job dissatisfaction (hygiene factors). Herzberg identified five motivational factors 

that determine job satisfaction: achievement, recognition, the work itself, responsibility, 

and advancement. The aforementioned factors are necessary to increase job satisfaction. 

The two factors, achievement and recognition, which entail professional growth and 

praise, are necessary for there to be an increase in job satisfaction (Herzberg, 1959). 

Herzberg asked employees to explain in detail work related events that left them feeling 

satisfied or dissatisfied. He determined that job satisfaction derives from the right 

combination of these motivators and that influences satisfaction among employees 

(Herzberg, 1974). Herzberg’s theory explains how job factors motivate work groups. 

Herzberg found that there are five factors that determine job satisfaction: achievement, 

recognition, the work itself, responsibility, and advancement (Gawel,1996). These themes 

were considered to support the development of the interview questions and to organize 
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the various themes that were developed because of the data gathered from the research. 

Judge et al. (2017) further attested that Herzberg’s framework has been used in 

previous studies to explore job attitudes and factors that influence them. The researchers 

discussed Herzberg’s theory of job satisfaction and “dissatisfiers” and they found that 

while there is intrinsic motivation in employees, there are external factors that contribute 

to motivation and thereby job satisfaction. These external dissatisfiers: company policy, 

supervision, salary, interpersonal relationships, and working conditions are noted as 

hygiene factors that may cause a decrease in motivation and low job satisfaction (Kanfer 

et al., 2017). The researchers note that the inability to control these hygiene factors 

contribute job dissatisfaction. Pratson et al. (2021) called attention to the idea that 

practices of a company were most important at promoting job satisfaction due the 

assertion that company policies may often cause the employee to lose motivation 

influencing job satisfaction as ineffective or inefficient to support their goals.  

My rationale for using Herzberg’s theory was that it is appropriate for a study 

regarding satisfaction and factors that contribute to their satisfaction. I conducted 

interviews that ask participants to describe their perception of factors that feel both 

satisfying to them and that would motivate them to continue doing the work they do. 

However, Burns’ (1978) transformational leadership theory was considered to 

guide this research. Burns’ theory explains how leaders can motivate work groups to 

execute change. This framework has been used in previous educational studies to 

determine how this leadership style affects school climate (Gulmez & Negis, 2020). The 

researchers found that when leaders employ the characteristics of transformational 
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leadership, they can envision problems and consider ways to ameliorate them which 

assists in decreasing the feeling of stress. While this theory could have been used to 

conduct the research, I determined that Herzberg is in better alignment with the problem 

and purpose of the study. 

Literature Review Related to Key Variables and Concepts 

School Administrator Roles and Responsibilities 

 School principals are expected to maintain a safe and orderly environment, and 

over the last several decades the response to discipline infractions that disrupt the 

environment has changed significantly causing a decrease in job satisfaction and increase 

in overall stress for school principals (Chan et al. 2019). Chan et al. (2019) explained that 

the focus of the school principal in the United States is largely based on two components: 

student achievement and school safety. While student achievement has always been an 

important element of the school principal role, school safety is increasingly becoming 

more important. Chan et al. and Fergus (2018) further noted that based on their findings, 

there must be a strong correlation between policy and procedure and the demands that are 

placed on school administrators and that when school administrators are able to meet 

these expectations there is a decrease and job satisfaction and motivation as well as in 

increase in stress. 

Perceived job stressors of administrators may come because of their roles and 

responsibilities. Effective school leaders are expected to engage in myriad leadership 

practices to facilitate school improvement (Brown et al., 2018, LeChasseur, et al., 2017;). 

The responsibilities of the school principal are becoming more strenuous, (Hancock et al., 



18 

 

2019). One of the most important aspects of a principal's role is to support teachers in 

their development of professional practice and enhancing the teacher self-efficacy 

(LeChasseur et al., 2017; Neumerski et al., 2018; Nordick et al., 2019). The expectation 

is that school administrators regularly visit classrooms and provide feedback to teachers 

regarding their instructional practices. This can be challenging as the practice for 

evaluating teachers changes over time with expectations consistently evolving and is 

noted to contribute to the deterioration of relationship between administrators and 

teachers (Neumerski et al., 2018; Stein & Donaldson, 2016; Youngs & Grissom, 2016). 

 Thessin and Louis (2020) discussed the idea that the role of the principal 

continues to evolve and that in addition to become well versed in curriculum and 

instructional practices, there is a growing expectation that school administrators will also 

manage operations of the school building. The researchers further note that administrators 

must also ensure that their building is safe and orderly for both students and staff. 

Additionally, principals must conduct ongoing evaluation of building level policies and 

structure to ensure that the school building is safe (Thessin & Louis, 2020; Youngs & 

Grissom, 2016). 

 The school principal also plays an important role in the development of the school 

culture (Brown et al., 2018; Chan et al., 2019). The collective efforts of the staff, 

particularly the teaching staff, is driven by the principals’ ability to encourage 

collaboration between staff and teachers (Brown et al., 2018; Hammonds, 2017). Brown 

et al., (2018) explained how the principal’s use of professional learning 

communities(PLCs) are critical to the development of a school culture whereby there is a 
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focus on community development and interaction to develop strategies for increasing 

student achievement. The researchers further noted that the principal must both identify 

appropriate professional development that effectively builds the capacity of teachers as 

well as helps teachers believe that the professional development is worth their time. 

School administrators must identify the best way to meet the needs of the school, 

while also ensuring that human capital is appropriately used (Kalkan et al., 2020). Kalkan 

et al. (2020) gave cognizance to the importance of school administrators identifying 

strategies that include ways to ameliorate the ways in which teachers must deal with 

student behaviors by providing support through the addition of school personnel can be 

challenging. They further stated that this contributes to the ways in school culture is 

developed at the school and that many times school principals are expected to completely 

redirect the school culture without having the fiscal resources to do so. Furthermore, the 

school administrator must demonstrate the ability to collaborate with stakeholders to 

access community resources that may be beneficial to the school building thereby 

improving the culture (Nordick et al., 2019; Prado & Spillane, 2019). Nordick et al. 

(2019) further discussed that a principal's role in facilitating leadership--clear 

communication, common goals, teacher voice--is critical to the success of students and 

teachers and has a positive effect on student achievement and school culture. Yildirim 

and Sait (2019) also found that managing the expectations of multiple stakeholders 

contribute to stress, particularly because oftentimes administrators may be expected to 

engage in activities that they do not believe to be meaningful as it relates to the overall 

goals of the school. 
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Stress Associated with School Administrators 

 School administrators engage in a highly stressful position which demands a great 

responsibility for students to achieve high academic results (Collie et al., 2020; Klock & 

Wells, 2015). Many recent studies support the contention that stress is increasingly 

becoming a more serious problem for school administrators and contributing to a 

decrease in overall job satisfaction (Mahfouz, 2020; Wells & Klocko, 2018). The 

expectations for the school principal continue to increase from building managers to 

instructional agents of change that must meet very particular expectations without 

sufficient authority to make decisions related to their specific building culture; this stress 

coupled with the notion that school leaders cannot express their feeling only increases 

feelings of stress (Drago-Severson 2012; Hancock et al., 2019; Mahfouz 2020:).  

Robinson (2018) found that 20% of school principals are overwhelmed by the 

expectations of the workplace and the researcher further notes that some of this stress is 

due to both threats and involvement of violence at work. Robinson also found that in 

addition to those stressful situations, principals worked anywhere from 56-65 hours per 

week to meet the demands of the position because they may spend a greater part of the 

instructional day handling issues related to student behavior. This issue was also further 

validated by Yildirim and Sait (2019) as the results of their research continued to show 

that school principals experienced a great amount of burnout due to workload and 

obscurity in the role of the position. Moreover, Hancock et al.’s (2019) research findings 

in dicated that school leader tasks, individually, do not necessarily cause stress, but that 

finding the time to complete these tasks contributes to stress. 
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 The continuous changes in the role of the school administrator and ongoing 

school reform have also caused a tremendous amount of stress for the school leader 

(Diotaiuti et al., 2020; Mitani, 2018). Mitani (2018) assert that the implementation of the 

previously mandated No Child Left Behind Act (NCLB) requirement that all schools 

make yearly academic progress or face the consequences of losing federal funding. This 

has created a stressful environment for school principals in that they are expected to 

create an environment that develops student achievement often without being given the 

support and resources necessary. Mitani found that NCLB sanctions contributed to stress, 

burnout, and overall turnover of school principals. Furthermore, the researcher suggested 

that with the implementation of the Every Student Succeeds Act (ESSA), educational 

policy makers should reconsider support strategies for school principals. 

Strategies to Decrease School Administrator Stress 

According to Kaufman (2019), school leaders employ multiple coping strategies 

to maintain mental health: problem, emotion, and maladaptive coping strategies. 

Problem-focused strategies involve positive and growth, use of humor and planning, 

while emotion and maladaptive coping strategies involve denial and a focus on venting 

(Kaufman 2019). School leaders employ all these strategies at some point in their 

decision making in response to various situations. However, the most prominent coping 

strategy used by school leaders in Kaufman’s study is problem-focused coping which was 

described as the most optimal way to respond to situations that may cause 

stress. Participants in her study noted that when they focused on a strategy to resolve a 

situation rather than all the issues that contribute to the problem, they were less likely to 
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feel stress as a response. 

Significant research notes that a poor work environment contributes to a negative 

influence on commitment to work and overall job satisfaction (Ahmad, 2018; Buonomo 

& Firoilli, 2020; Maforah & Schulze, 2012;). One of the most consistently noted concepts 

that contributes to job satisfaction is salary. Maforah and Schulze (2012) found that 

school administrators believe that their salary does not equate to the daily workload. 

While the participants suggested that this low salary range was not enough to cause them 

to leave the profession, they did assert that this should be reviewed and salary 

adjustments or other forms of compensation like merit increases or subsidies should be 

considered (Maforah & Schulze, 2012). 

School principals continue to manage a high level of stress related to the 

expectations of their job; however, researchers find that principals are looking for ways to 

decrease stress (Van, 2018; Wells & Klocko, 2018). Wells and Klocko (2018) discussrf 

the primary, secondary, and related interventions that must be considered concerning 

potential strategies for responding to stress: restructuring work, decreasing stress before 

serious medical interventions, and support for mental health. Van (2018) noted 

that stressors include responding to conflict, making high stakes decisions, building 

interpersonal relationships, and managing the budget and further discusses that secondary 

school administrators deal with a higher level of stress. Moreover, Wells stated that 

principals at both high and low performing schools struggle with the same amount of 

stress. However, administrators at high performing schools have identified strategies to 

deal with stress allowing them to perform their duties at a higher level while 
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administrators at low preforming schools struggle to identify them. 

One strategy identified by De Jong et al. (2017) to decrease job stress and 

increase job satisfaction is mindfulness, which means to stay focused and present in the 

moment. The researcherd further noted that the implementation of mindfulness 

meditation has had a positive influence in many notable professions, like physicians, 

coaches, and others including school principals. Their ability to tolerate stress in the 

workplace thereby improving their psychological response to stressful situations has been 

supported by the implementation of mindfulness and meditation strategies. This strategy 

has been successful when workers are effectively trained in its use and when the workers 

are able to reflect on its effectiveness (Vonderlin et al., 2020; Wells & Klocko, 

2018). This is a legitimate aspect of the effectiveness and support the notion that there 

must be an intentional use of the strategy. 

Another strategy identified by recent research is the importance of the 

implementation of self-care through physical activity like exercise (biking, weightlifting 

and other sport related exercise on a regular basis; Hancock et al., 2019; Kaufman, 2019; 

Superville, 2018; Verma et al., 2020). Hancock et al. (2019) noted that the increase of 

endorphins created after working out contributes to the feeling of happiness and 

decreases thoughts of depression and stress. In addition, working out helps to improve 

overall physical condition of those that participate. Respondents in Hancock et al.’s 

(2019) research also noted that self-care included listening to music, reading the bible, 

and maintaining a sense of humor to take care of themselves. These findings further 

imply that when people can find humor in a situation, they are able to deal the negative 
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effects in a more positive way.  

An additional strategy identified by Verma et al. (2020) is that residential yoga in 

school can promote improvement in the stress that occurs in school principals. This 

activity builds on mindfulness by adding organized physical exercises. Other research 

about the strategy was conducted by Superville (2018), in which the researcher discusses 

the idea that maintaining a work life balance through exercise, yoga and meditation, are 

critical to a school leader’s ability to complete daily tasks that may cause a high level of 

stress over time. All of the aforementioned researchers' findings suggest that school 

leaders must take control of their needs by intentionally planning for these self-care 

activities. 

Wells (2016) found that when principals did not receive support, in the form of 

targeted professional development, there is a good chance that the level of stress will 

increase, which might lead to low job satisfaction. In addition, Hussey et al. (2019) found 

that when school administrators received support from internal stakeholders there was an 

increase in job satisfaction among administrators. The data collected through this 

research may be used to benefit district leaders and their approach to the planning of  

professional development for high school principals.  

Additional researchers found that when school leaders  are provided with 

opportunities to collaborate there is a reduction in stress (Liou & Daly, 2018). Liou and 

Daly (2018) discussed the idea that school administrators can provide more support to 

each other though horizontal collaboration. If given the opportunity to collaborate with 

one another and share ideas and resources this could increase morale and overall job 
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satisfaction. The data obtained from this research may allow high school administrators 

to review strategies suggested by colleagues and employ them. This initiative could 

improve the administrator job satisfaction leading to positive social change. 

School Principals and Job Satisfaction 

The concept of school administrator job satisfaction is largely connected to school 

administrators’ well-being and without a commitment to finding ways to adapt to 

continued job expectations administrators will no longer flourish in the work 

environment (Cherkowski et al., 2020; Lim & Pollock, 2019). While well-being and 

flourishing hold different meanings for various groups, Cherkowski et al. (2020) found 

that both concepts are fundamental for school administrators in order for them to 

experience job satisfaction. They further found that school administrators felt a sense of 

job satisfaction when they can assist teachers with increasing their job satisfaction. One 

way to achieve this is through Positive School Leadership (PSL), which has been recently 

discussed by Murphy and Louis (2018). The concept is that school leaders can develop 

school teams through the implementation of work strategies that evoke positive ethical 

work relationships which adds to all well being of all community members.  

Lack of autonomy was noted by Postma and Babo (2019) as another cause for a 

decrease in job satisfaction. This is particularly true when school leaders believe that the 

policies created leave them feeling discouraged and unable to do what they believe are 

important job tasks like maintaining a safe and order environment or supporting teachers 

(Ahmad, 2018; Postma and Babo 2019). Said policies that do not address the inherent 

issues related to student behavior or attendance contribute to this lack of job satisfaction. 
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Wang et al. (2018) called attention to the notion that work intensification 

influences job commitment and overall job satisfaction. Continued increases in 

expectations and the bureaucracy associated with daily paperwork and the increasingly 

ambiguousness of school principals have also had a negative influence on job 

satisfaction; although other research indicates that feelings of low job satisfaction could 

be alleviated by the level of school leader experience (Dicke et al. 2018; Wang et al., 

2018). 

Other studies have shown that school principal job satisfaction is also connected 

to the geographical location of the school (Chan et al. 2019; Liu & Bellibas, 2018; Wang 

et al., 2018). Wang et al. (2018) found that school principals in urban neighborhoods, 

where attendance and academic performance may be lower, and perceive a lack of 

autonomy to address these concerns in a way they believe is best suited for their building 

have contributed to low job satisfaction. The researchers further discuss that this 

component is more prevalent in secondary schools. 

Strategies to Improve Job Satisfaction 

When school administrators have established a positive relationship with staff 

there is an increase in job satisfaction and commitment to the organization (Collie et al., 

2020; Lui & Bellibas, 2018). Lui and Bellibas (2018) examined the correlation between 

interpersonal relationships with staff and they found that respondents overwhelmingly 

attested to the importance of building relationships with staff and its influences on their 

feelings of job satisfaction. This concept indicates that overall positive relationships are 

connected to a positive school climate and that they can be developed by creating 
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opportunities for relationship building and getting to know staff members (Lui & 

Bellibas, 2018).  

School administrators who noted they have a high level of self-efficacy related to 

their roles as a school principal (teacher retention, decision making, safe and orderly 

environment etc.), also noted they are the most satisfied in their jobs (Dicke et al., 2020; 

Postma & Babo, 2018; Reid 2021). Postma and Babo (2018) further noted that autonomy 

and the school leaders’ ability to make effective decisions for their school building as 

demonstrated by positive response from various stakeholders builds their self-efficacy in 

that those results provide satisfaction of effective decision making. The researchers found 

that there is a significant relationship between the way a school administrator feels about 

the work he/she can do and job satisfaction. They noted that school principals that are 

given the autonomy to make building level decisions that result in a quality school 

environment help to increase job satisfaction. Collie et al. (2020) also noted that the 

varying rate of professional learning that principals engage in could contribute to higher 

rates of self-efficacy; meaning when school principals engage in learning about strategies 

for addressing student behavior, teacher concerns, and community issues they have a 

higher belief in themselves and their ability to perform their job. The researchers asserted 

that school administrators would like to participate in professional learning; however the 

demands of the job often prevent them from being able to do so. 

Summary and Conclusions 

The literature review focused on the following major themes: school administrator 

roles and responsibilities, school administrator stress, strategies to decrease school 
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administrator stress, principal job satisfaction, and factors to increase job satisfaction. 

Cherkowski et al. (2020) found that principal well-being is an integral part of principal 

job satisfaction. Moreover, what is known is that well-being is affected by stress that 

administrators experience at work. While there are options available to school principals 

that could reduce stress, Wells and Klocko (2018) and Collie et al. (2020) asserted that 

more data is needed regarding what principals are doing to alleviate stress associated with 

their roles and responsibilities as well as ways to increase job satisfaction. This 

information could inform district level practices for supporting school principals with 

decreasing their perceived stress levels and increasing job satisfaction. 

In Chapter 3, the methodology and study design are characterized. As well as how 

participants were selected, data analysis, trustworthiness maintained, a description of 

instrumentation and interview protocol refinement is described. 
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Chapter 3: Research Method 

The purpose of this basic qualitative study was to explore high school principals’ 

perspectives of job stressors that influence job satisfaction. Mahfouz (2020) noted that 

the increasing demands of school administrators may have a negative influence on their 

stress levels and in turn overall job satisfaction. In this chapter, procedures used to 

analyze the data collected in the study, and procedures used to discuss the trustworthiness 

of the study are presented. In addition, I share the research design as well as methods 

used to collect data. 

Research Design and Rationale 

A basic qualitative design was used to interpret the perspectives of school 

administrator participants guided by the following question: What are high school 

principals’ perspectives of job stressors that influence job satisfaction? Creswell (2013) 

noted that generic qualitative inquiry guides the researcher’s reflective approach to 

analyzing the data and that this method for data collection is useful when there is a need 

to study perception of school personnel. For this basic qualitative study, I used 

Herzberg’s (1959) theory of motivation  to guide the study in which school 

administrators’ responses to questions regarding their perspectives were analyzed.  

Qualitative studies have often been used throughout educational research as an 

effective means for analyzing data collected in school settings (Merriam & Tisdell, 

2015). Additional researchers have noted that qualitative research allows for a greater 

understanding of what is happening in the education field in greater context through 

interviews and focus groups (Creswell & Miller, 2000; Kozleski, 2017). To that end, I 
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conducted semistructured interviews to collect data. The rationale for selecting the basic 

qualitative research design for this study is that the methods outlined in this type of study 

align with analyzing perspectives of participants and gaining a deeper understanding of 

the topic. The basic qualitative design focuses on gaining a deeper understanding of the 

experiences of the participants involved in the study; analysis of themes, and 

semistructured data collection (Merriam & Tisdell 2015). These concepts guided my 

collection and analysis of data. This design is appropriate for my study as I aimed to 

glean an in depth understanding of school principals’ perspectives. 

Qualitative studies have often been used throughout educational research as an 

effective means for analyzing phenomenon in school settings and gaining a greater 

understanding of what is happening in the field of education through interviews and focus 

groups (Creswell & Miller, 2000; Kozleski, 2017; Merriam & Tisdale, 2015). The basic 

qualitative design of my study involved exploratory work to understand the experiences 

of school principals that contribute to their perspectives on job stressors and low job 

satisfaction. A basic qualitative design is an approach often employed to examine 

individuals' shared experiences. This approach aligns with my purpose because it focuses 

on the basic understanding of the participants’ experience.  

Merriam and Grenier (2019) wrote about the use of generic qualitative data 

collection in a school setting and described three types of systematic analyses: inductive, 

theoretical, and thematic. I used inductive analysis of the data. There are 12 steps to 

conducting inductive analysis: (a) reviewing participant data, (b) review highlighted data, 

(c) eliminate highlighted data, (d) code, (e) cluster items, (f) identify patterns of data, (g) 
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identify themes of patterns, (h) arrange themes in a matrix, i) write abstract for each 

theme, (j) complete abstract for each participant’s data, (k) combine data for all 

participants, and (l) synthesize themes (Percy et al., 2015)  

Role of the Researcher  

In my role as the researcher, I conducted eight interviews with principals in the 

district where I also serve as a school principal. While I do have collegial relationships 

with other principals, I do not work in a supervisor role to the other principals and I have 

no power over the participants of the study. Over the course of the interview process, I 

worked to ensure that participants felt comfortable asking questions and seeking clarity. 

To prevent the possibility of imparting my bias as a current school principal, I asked 

general questions before asking more specific questions and I continually reviewed and 

evaluated the data collected throughout the process. Greenbank (2003) noted that the 

researcher must be freely open to information that is counter to personal biases and 

assumptions. The researcher's goal is to understand one's beliefs and preferences, 

expectations, and experiences that may preclude one's ability to conduct the research 

(Greenbank, 2003). Since the researcher is coding the thematic experiences of school 

principals, it is vital to engage in the research topic to set aside preconceived notions 

about the participant, biases, and one's own subjective experiences (Roulston & Choi, 

2018). In doing so, the researcher may better understand the factors that contribute to 

stress and low job satisfaction in a way that may inform future research and policies. 

I was the sole researcher to conduct interviews and analyze the data. I did not 

conduct research in my own work environment, and I did not serve in a supervisory role 
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for the participants. I did not offer any incentives or rewards to the participants.  

Methodology 

The form of this research was a basic qualitative study. In the next few sections I 

review the participant selection, instrumentation, and procedures for recruitment, 

participation, and data collection. 

Participant Selection  

I selected principals from a large school district in Maryland. The principals must 

have had at least 1 year of experience. I identified the principals for selection based on 

the information that is provided via the high school websites. Using this public 

information, I sent emails, and made phone calls to the principals at the schools. As a 

current principal, I have direct knowledge of the other principals’ tenure, so I was able 

identify those principals at schools who have more than 1 year of experience as a school 

principal.  

Qualitative research is conducted with a small sample to garner data (Merriam, 

2002). Merriam (2002) stated that purposeful sampling within a study may be used to 

select participants who meet the selection criteria rather than random selection. Merriam 

and Tisdell (2016) noted that purposeful sampling is appropriate for basic qualitative 

studies. For my basic qualitative study, I used purposeful sampling because I needed to 

identify school principals in the district who have at least 1 year of experience as a school 

principal in the district. Creswell and Creswell (2018) noted that 10-15 participants are 

enough for a qualitative study. This number of participants has been widely accepted 

across studies (Vasileiou et al., 2018). Furthermore, researchers noted that in a qualitative 
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study where purposive sampling is used, a selection of six to 10 participants may provide 

adequate data for analysis (Blaikie 2018; Sim et al., 2016). My goal was to acquire 10-15 

participants for the study. However, I was only able to interview eight based on 

participant availability.  

Instrumentation 

Semistructured interviews were used as the single source for collecting data. I 

created open-ended questions (see Appendix A) that were used to collect detailed 

information regarding high school administrators’ perspectives of job stressors and job 

satisfaction. The questions were generated based on ideas presented in Drago-Severson’s 

(2012) study in which the researcher conducted a qualitative study about the ways in 

which school principals deal with stress and the types of professional support they 

believe would assist with stress. Furthermore, I developed the interview protocol to 

answer the research question using Herzberg’s (1959) theory of motivation.  

Brod et al. (2009) noted the importance of establishing content validity in a study 

to into increase generalization and to ensure that the data collected reflects participants’ 

perspective. The researchers further noted that content validity can be established by 

conducting a comprehensive literature review to determine concepts that should be 

included in the measurement tool. I have conducted a comprehensive literature review 

and have identified appropriate concepts to include in the measurement tool. 

Furthermore, I incorporated elements Yeong et al.’s (2018) interview protocol refinement 

(IPR) process which has demonstrated effectiveness in developing the reliability of the 

interview questions. 
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Agarwal (2019) discussed the significance of using qualitative interviews. He 

asserted that this is critical to gaining quality, reliable data for coding. Furthermore, 

researchers must develop a reliable interview protocol to collect pertinent interview data 

for analyzation (Yeong et al., 2018). Yeong et al. (2018) further noted that a reliable 

interview protocol allows for more effective use of the interview time while gaining 

information for coding and increases reliability. My instrument was sufficient as I used 

concise, open-ended interview questions that allowed me to garner a broader response 

from participants. In addition, the questions were clearly connected to the research 

question and key themes (see Creswell, 2013). Creswell (2014) also noted the importance 

of establishing validity in research to ensure that the study represents effectively what is 

being studied. I further established validity by quoting my participants verbatim.  

Procedures for Recruitment, Participation, and Data Collection 

Appropriate approval from both Walden University and the school district where 

the research took place were received prior to recruiting participants for my research. As 

such, once I received Walden approval (institutional review board approval [IRB] # 10-

19-23-1012314), I sent all possible participants, who meet the criteria described above, 

an email (Appendix B) to request their participation. In the email, I introduced myself 

and described the purpose of the study and interview procedures. I outlined the time 

commitment asking for 30-45 minutes for the interview and explained that their 

permission will be needed to record the interview. I also expressed my availability via 

phone or Zoom link for clarifying questions or concerns about participation in the study 

as needed. Once participants expressed interest in participating in the study, I asked the 
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participants to respond to the email and provide their signed permission form within 7 to 

10 business days after they receive the email. Once they confirmed in an email reply to 

my message, a consent form, and relevant log in information regarding the Zoom link 

was sent to the participants via email. I aimed for 10 participants. However, eight 

principals confirmed and signed permission forms. I developed and followed a participant 

agreed upon schedule to conduct interviews. Each participant was assigned an alpha code 

to maintain confidentiality. I recorded each interview for audio using Zoom (I did not 

record the video). As a backup, I used the “Voice Recorder” app on my phone. Each 

participant was interviewed one time.  

I began each session by confirming that the participant agrees with being 

recorded. I asked the same questions to each interviewee, not skipping or omitting any 

questions. I also added additional probing or clarifying questions as needed. In addition 

to the recording, I took written notes in a reflective journal to assist me in the analysis of 

potential themes. I informed participants that at any time during the collection process, 

participants may leave the interview without consequence. Once the interviews were 

conducted, I transcribed them verbatim. To maintain confidentiality, the transcribed 

interviews will be kept on a flash drive in a locked drawer at my personal residence for 5 

years beyond completion of my study.  

Data Analysis Plan 

Once I completed the semistructured interviews, I used thematic analysis to 

connect participants’ responses to the research question and provide insights into the 

question. Creswell (2013) noted that thematic analysis is used for identifying patterns in 
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qualitative data. Furthermore, I incorporated the six steps of qualitative data analysis to 

analyze data captured from participants (Creswell, 2003). I (a) prepared the data for 

analysis, (b) familiarized myself with the data, (c) generated initial codes, (d) created 

themes and descriptions from the coding, (e) explained how the themes were used, and (f) 

and interpreted the data in terms of personal observation and relation to previous 

literature (Creswell, 2003). After the interviews, I compared the audio to the transcript to 

correct any errors and to familiarize myself with the data. After familiarizing myself with 

the data, I used Microsoft Word to chart the raw data according to each question asked in 

the interview. I analyzed the data through two cycles of coding to determine categories 

and themes which allowed me to determine the meaning of the data collected (Creswell, 

2013; Saldaña, 2014, 2021). Once I finished identifying initial codes and themes, I 

interpreted the data and determined alignment between findings and previous literature. 

 Qualitative researchers assert that there are two critical cycles when coding and 

analyzing qualitative data, beginning with (a) organizing transcripts into manageable 

chunks and then (b) continuing to organize the data into themes (Creswell, 2013; Elliot, 

2018; Saldana, 2014). I employed this two-cycle coding practice to gain an understanding 

of perspectives identified by participants.  

During the first cycle of the coding process, I used in vivo coding and read 

through and identified initial common words within the data collected from the 

participants into meaningful patterns. I then organized the data into a chart and then 

identified themes by chunking the data according to commonalities (Saldaña, 2014). 

During this first cycle, I also identified words or phrases that stood out as summarizing 
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what has been said by the participant (Saldaña, 2014).  

During the second cycle of the coding process, I used pattern coding (Creswell, 

2013). During this cycle, I identified and categorized reoccurring codes or ideas within 

the data collected and assigned a code to each theme. The codes were words or phrases 

that highlighted the pattern of themes that have been identified. There were no discrepant 

cases.  

Trustworthiness 

Nowell et al. (2017) discussed the notion that for qualitative research to be 

considered trustworthy, researchers must establish that data analysis has been 

consistently and precisely conducted. Moreover, the researchers asserted that to obtain 

knowledge and add to the field using the human experience, a precise methodical 

approach must be used. The methods used to develop trustworthiness are creditability, 

dependability, transferability, confirmability, audit trails (Nowell et al., 2017).  

 To add further validity to my findings, I aimed incorporated the member 

checking process. Through the member checking process, the researcher seeks feedback 

from participants regarding the data collected during the interview process (Candela, 

2019). I sent a summary of the findings to the participants with instructions for the 

participants to check for accuracy of their data and to gain a deeper understanding of their 

experience. I requested a response within 7-10 business days. None of the participants 

requested adjustments to their data.  

It is imperative that researchers identify and clearly explain all steps used to 

conduct the research to ensure transferability of the study (Trochim, (n.d.). 
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Transferability is needed to increase the usefulness of the findings of the study. In chapter 

1, I provided an extensive description of the site, situation and the sample used for the 

study. Trochim (n.d) noted that thick descriptions are critical in transferability. To that 

end, I also used thick descriptions of the research site and data collected so that future 

researchers who wish to replicate my study will have enough information to replicate my 

study actions.  

Schwandt and Halpern (1988) also discussed the importance of noting all actions 

taken during the research process by clearly describing all steps taken during the 

interview process. Cutcliff and McKenna (2004) discussed the importance and value of 

conducting an audit trail to further enhance dependability and confirmability. I 

maintained an audit trail to ensure that the evidence of decisions is made clear, by 

keeping accurate records of the raw data and interview notes. The audit trail identifies the 

steps I have taken to ensure ethical and trustworthy standards have been met over the 

course of the study. Furthermore, the audit trail shows that I have taken steps to show 

transparency in the process by creating tables demonstrating my coding process.  

Korstjens and Moser (2018) described confirmability as the extent to which data 

are not biased and are gleaned by the participants’ responses to the interview questions. 

Haynes (2012) explained that reflexivity is the researcher’s responsibility to maintain 

awareness of his/her biases and how those biases may be present during the data 

collection process. I continuously checked the data through an audit trail and reflexivity 

to ensure that my own experiences did not influence the data collected. I maintained this 

audit trail to allow for the dependability of my study to be assessed. Lincoln and Guba 
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(1985) discussed the appropriateness of keeping a reflective journal to monitor decisions 

made during the research process. I did the same to review my steps and followed up 

with my chair regarding any questions with any actions I decided to take.  

Ethical Procedures 

I ensured that Walden University’s expectations for ethical standards are met. I 

contacted my district’s IRB for approval. Furthermore, with the assistance of the 

committee members, I made every effort to align practices with Walden’s IRB and any 

federal regulations.  

I invited all high school principals in my district, who have been in the principal 

position for at least 1 year, to participate in the study. As part of the recruitment process, I 

was honest about the study and ensured that participants are fully aware of the purpose of 

the study. I also ensured that I employed all aspects of informed consent. This means 

participants knew that they could withdraw from the study at any time and that they were 

aware of the benefits of participating in the study. I ensured that participants had 

adequate time to choose whether they wish to participate in the study and asked the same 

questions for all participants. It is important to emphasize that participants’ participation 

is voluntary and any identifying information about participants will remain confidential. 

To that end, each participant was assigned an alpha code (A=Participant 1, B=Participant 

2, and so forth). While my committee and URR had access to the data, I was the only 

person to collect and analyze the data. I stored the transcripts from the interviews on a 

password-protected flash drive and I will keep the flash drive in a locked drawer at my 

residence for 5 years beyond completion of my study. After 5 years I will destroy the 
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flash drive by using a hammer to crack it.  

Summary 

In Chapter 3, I identified the methodology and basic qualitative design of the 

study. Zoom interviews were conducted with administrators to collect data around the 

topic of stressors. After data were collected, I used the six steps of generic data analysis 

to organize and code the data. Ethical standards and trustworthiness were implemented 

throughout the research. In Chapter 4, the results are presented with evidence of 

trustworthiness.  
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Chapter 4: Results 

The purpose of this basic qualitative study was to explore high school principals’ 

perspectives of job stressors that influence job satisfaction. The research question 

developed to guide this study was: What are high school principals’ perspectives of job 

stressors that influence job satisfaction? In this chapter I will discuss details about the 

research setting, data collection, findings from the data analysis, and provide evidence of 

the trustworthiness of the outcomes. 

Setting 

I conducted the study in a large urban school district in Maryland. The 

participants for the study were high school principals with at least 1 year of experience 

serving as a high school principal. Semistructured interviews were conducted with each 

participant via the Zoom video conferencing platform. No personal or organizational 

conditions influenced participants or their experience that would influence the 

interpretation of the results.  

Demographics 

I invited 21 high school principals to participate in the study. Nine high school 

principals consented to participate in this study, with eight participating in the interview 

process. One of the principals who consented experienced a family emergency and was 

unable to participate in interviews. All eight principals in this study serve in the same 

school district. The selection criteria were that each participant must be a high school 

principal in the district where the study took place, and they must have completed at least 

1 year in the capacity of high school principal. The average range of experience of the 
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principals who participated in the study is 4.75 years of experience. All the participants 

met the selection criteria.  

Data Collection 

After receiving approval from both the Walden IRB (approval # is 10-19-23-

1012314) and the district where this study took place, I sent all possible participants, who 

meet the criteria described above, an email (Appendix B) to request their participation. In 

the email, I introduced myself and described the purpose of the study and interview 

procedures. I made myself available via phone or Zoom link for clarifying questions or 

concerns about participation in the study as needed. However, none of the consenting 

participants requested to meet with me prior to conducting the interview. Once 

participants expressed interest in participating in the study, I asked the participants to 

respond to the email and provide the signed district provided permission form. All 

consenting participants responded within 72 hours of receiving the request, with four 

responding the same day. Once I received the signed district permission form from each 

principal, I forwarded the form to Walden’s IRB. 

Once Walden’s IRB approved the documents, relevant login information 

regarding the ZOOM link was sent to each participant via email. I interviewed eight high 

school principals. Each participant was assigned an alpha code to maintain 

confidentiality. I recorded each interview for audio using the “Voice Recorder” app and 

downloaded the Zoom closed captioning transcription to a personal flash drive. I did not 

record video. As a backup, I used the “Voice Recorder” app on my phone, which is 

password protected, to review the interview and to compare the transcription, correcting 
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any errors. In addition to the recording, I took written notes in a reflective journal to 

assist me in the analysis of potential themes and to note any potential bias. I did not 

deviate from the process described in Chapter 3. Furthermore, the process of listening to 

the recording and comparing it to the transcript multiple times allowed me to gain a 

deeper understanding of the participants’ responses.  

Data Analysis 

I used thematic analysis to connect participants’ responses to the research 

question and provide insights into the question and identify patterns in the qualitative 

data (see Creswell, 2013). In addition, I incorporated the six steps of qualitative data 

analysis to analyze data captured from participants (see Creswell, 2003). I prepared the 

data for analysis by listening to the audio recording while reading the transcripts and 

making corrections to the transcripts. Listening to the audio and making corrections to the 

transcripts multiple times allowed me to engage with steps one and two of the six steps as 

I was able to both prepare the data for analysis and familiarize myself with the data. After 

completing Steps 1 and 2, I moved to Step 3 and began to generate initial codes to 

determine categories.  

Once I completed Steps 1 and 2, I began to chunk the data (see Saldana, 2014). I 

organized the data by developing charts in Microsoft Word. The charts were organized by 

rows and columns. The first chart had two columns and eight rows. I listed the 

transcribed responses for each participant for each question in the first column. I 

identified common words and phrases for each participant’s responses in the second 

column. Then I created a second chart with eight rows and four columns. The research 
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questions were in the first column. The transcribed responses from each participant 

associated with the question were in the second column. The initial codes and phrases 

identified in the first step were in the third column. During the second cycle of coding, I 

used pattern coding to determine themes within the data collected (see Creswell, 2013). I 

placed those themes in the fourth column. Then, I assigned a code to each theme. As 

trends became prevalent, I made notes in my journal as I began to make inferences about 

what the data meant (see Cronin, 2012). The themes that were identified for this study are 

stress is derived from expectations, need for coping and well-being, satisfaction amidst 

challenges, and desire for institutional educational change.  

Results 

In this section, I discuss the findings of the study based on the research question 

“What are high school principals’ perspectives of job stressors that influence job 

satisfaction?”. During the data analysis process, the data was sorted into four themes: 

stress is derived from expectations, need for coping and well-being, satisfaction amidst 

challenges, and desire for institutional educational change. To support the findings of 

data analysis results, I included direct quotes and summaries of participant responses.  

Theme 1: Stress is Derived from Expectations 

“Stress is derived from expectations”, was identified as a theme after multiple 

iterations of coding. Each of the participants highlighted various examples of the pressure 

and stress felt daily. When asked to discuss examples of stress they had at work as a high 

school principal, Participant A said, “Anytime that there are debates between staff that 

can cause a lot of stress because no matter which way you go you know, someone's 
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gonna be upset.". Three of the eight participants shared that maintaining a safe and 

orderly environment creates a feeling of stress due to various uncontrollables, one being 

weapons. Participant A stated the following: 

Things happen that are newsworthy that can cause stress that we don't necessarily 

have control over. Somebody brings a gun to school. We didn't encourage them to 

bring a gun or ask them to bring them, but they did it. And that could end up, you 

know, on the news and you're stuck dealing with the embarrassment.  

Participant H stated,  

Safety and security are at the forefront of each and every single day...The idea 

that the students can, or that the environment can be compromised, given the 

current nature of society and the amount of violence that happens in schools. 

Participant D further expressed that “I would say, for us the code of student conduct. 

Lack of support there and trying to support the things that are going on in the schools that 

have become difficult to support as far as discipline is concerned”. Participants A, D, and 

H also noted the pressure to support academically challenged students with Participant D 

also stating,  

For me, that's the biggest obstacle is trying to move that data needle when you 

know they're coming in with so many deficiencies with lack of funding, lack of 

educators, lack of support overall with SEL, Guidance and counseling to support 

those learners that are in need 

While the types of stressors participants identified had some variation, all 

participants highlighted the overwhelming pressure arising from their accountability to 
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supervisors, managing staff, instructional responsibilities, and community interactions. 

They all noted that working to meet the needs of various stakeholders while adhering to 

central office expectations contributes significantly to stress. Participant F’s response to 

the interview question “Describe some examples of stress you’ve had at work as a high 

school principal” summarizes the sentiments expressed by all participants: 

Stress coming from consistent deliverables from your supervisors while trying to 

manage the ever-evolving deliverables of your present school. To include meeting 

the needs of students, Teachers, custodians, cafeteria workers, Parents, the 

community at large, and politicians. When those things all collide at once, it feels 

as though you are not able to get it all done. Then that feeling of not being able to 

stay on top of or stay afloat with the work is probably one of the biggest things 

that leads to either feelings or of inadequacy or anxiety. 

It's important to note that four of the eight participants expressed that they believed they 

were meeting compliance expectations rather than developing as a school leader. This 

perspective is prevalent in Participant H’s response: 

When you don't have the appropriate resources or enough resources or staffing or 

if there is no one pushing you or helping you to build your leadership around 

growing students academically, versus just meeting compliance tasks and 

deadlines, that too can also be stressful.  

Theme 2: Need for Coping and Well-Being  

In analyzing the participants' responses, the theme of "need for coping and well-

being" emerged as a crucial aspect of navigating the stressors within their role as a high 
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school principal. All participants shared instances of significant stress and described the 

strategies they employed to overcome these challenges, emphasizing the importance of 

maintaining their well-being amidst the demands of their role as a high school principal. 

Participants B, E, and F shared the importance of remaining spiritually grounded with 

Participant E stating, “I would say make sure that you're spiritually grounded and make 

sure that you develop or keep your gratitude list in front of you…and develop a high level 

of resilience Because you’re gonna need it.”  Additionally, Participant B stated  

For me I had to go back to my whole serenity prayer understanding what I'm in 

control of and what I'm not. And then doing what was the expectation of me and 

then knowing to let the rest of it go. 

Participant F shared that it is important to stand firm on your values by stating,  

And when your people see you take a stand on your own beliefs and your values, 

it's almost like you garner support with your people who see you breaking away 

from the district, and not in a way to be disrespectful but honoring the worth that's 

authentic to your school community. 

Participant H shared that oftentimes principals need to advocate for themselves stating 

“So it was me deciding to have a conversation with my supervisor around what I thought 

was unfair and asking for some consideration.” Participant A and B shared a coping 

strategy as being prepared. Participant B shared, “We are going to do what the 

expectation says according to administrative procedure or according to policy and 

procedure, and then just communicating with the staff about whatever it is”. After 
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expressing a recent stressful moment, Participant A explained a strategy for overcoming 

stress: 

I'm gonna make sure that everything we do is something that we consistently 

do… I'm gonna make it as difficult as possible to provide feedback to us. I 

determined, I'm gonna cover so much that you're gonna struggle to give me 

feedback…So I stopped worrying about it because I have the confidence in the 

work that we do every day…I overcame it with preparation. 

Participants B, D, F and G mentioned the importance of consciously setting 

boundaries and developing systems and structures to meet daily demands. Participant B 

stated, “I refuse to engage in staff issues unless colleagues had directly communicated 

with each other.” This approach aimed at preserving the participants’ mental health and 

prioritizing personal well-being over unnecessary workplace conflicts. In addition to 

setting boundaries, Participant B also stated the importance reviewing and following 

administrative procedures to keep moving forward during stressful moments with staff 

stating, “I overcame it by, reading and implementing administrative procedures and 

policies with staff”. 

With time constraints noted as a stressor from everyone, all participants shared 

that it is important for them to delegate the tasks to capable members of the school team 

to ensure that they do not become overwhelmed with expectations. Participant D 

espoused: 

What has helped me was to be able to leverage leadership…sometimes you have 

to delegate too…it's some other people that you can lean on to get some things 
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done like other teachers in the building that want some leadership roles or other 

educators in the building to support staff but just being able to leverage out some 

things to other people has been very helpful.  

This approach allows for better management of the workload and demonstrated the 

importance of shared responsibility. I would also like to note that participants mentioned 

that delegating tasks can be a challenge when they do not have capable personnel 

working with them. 

Theme 3: The Need for Satisfaction Amidst Challenges 

The theme, "satisfaction amidst challenges" is evident in the participants' 

responses, reflecting their perspectives on job satisfaction despite facing stress and 

challenges. When I asked them to “describe a time when overcoming stress influenced 

their job satisfaction”, the common thread revolved around their commitment to the well-

being and fulfillment in witnessing positive outcomes and the development of students. 

Participant B stated: 

I don't do this for adults. I don't do it for that parent that was cursing me out, I'm 

doing it for these kids that are in those desks every day because that's what brings 

me the most satisfaction in the job is working with the students. Not the staff, not 

the parents, all that stuff. I just love working with the kids. 

Participant D stated “I think the greatest satisfaction, especially for high school, is that 

graduation day. Or a kid comes back and they say that something happened great, you 

know I made it, I got something into college”. This sentiment also resonated in 

Participant E’s statement:  
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One, particular time is when a kid that was a ninth grader brought a gun to school. 

He really felt like there was no value to him and he was carrying it because he just 

didn't know if he wanted to continue like he was having suicidal and homicidal 

ideations. I told him that regardless of the consequences, I would be there for him 

when he got back. He was expelled for carrying the weapon, but he came back to 

school, and when he came back to school, we put him in mentoring, we stayed 

engaged with him. We connected with him, and we got him across the stage. So, a 

kid who was homicidal and suicidal, ended up getting a high school diploma and 

is now a productive member of society. 

Participant F stated, “Regardless of challenges, I am doing what God has called me to do. 

There is a great deal of satisfaction in seeing that come to fruition." This response 

demonstrates the perspective that satisfaction also stems from reaching a personal vision 

and a deep sense of calling and faith. Additionally, Participant F said “My satisfaction is 

connected to the work that I do as a leader. Satisfaction doesn’t come from completing a 

task, but from the quality of my work. I learn how to deal with the stress and 

compartmentalize it”. Participant C said, “My satisfaction is connected to the work that I 

do as a leader”. All participants noted that satisfaction does not come from the 

elimination of stress but rather from learning to manage it effectively. Participants A, f, 

G, and H believe that satisfaction is elusive but that celebrating small victories helps to 

continue the journey of the principalship. Participants C and D shared that the 

principalship is a continuation of learning and acknowledged that some satisfaction 

comes from overcoming challenges. 
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Theme 4: Desire for Institutional Educational Change 

In exploring the responses of educational leaders regarding job stress and 

satisfaction, a prominent theme emerges –"desire for institutional educational change." 

This theme encapsulates participants' expressions of the need for transformative shifts in 

the educational system to alleviate stressors and enhance job satisfaction. The analysis of 

Participants’ A, C, F, G, and H statements revealed various dimensions of this desire for 

change. 

Participant A reflected on the evolution of stress levels over a decade in 

leadership, highlighting the importance of experience in managing stress. This narrative 

implies a call for institutional support mechanisms that aid leaders, especially those in 

their initial years, to navigate the challenges effectively. The quote, "I try my best not to 

get stressed and I don't allow it to bother me, I am able to do this because I am not a first 

year principal" emphasizes the resilience built through experience and suggested the 

potential benefits of mentorship programs or support structures. Participants C and G 

delve into the physical and mental health aspects of principalship, drawing attention to 

the lack of institutional initiatives to address these concerns. Participant C emphasizes the 

necessity for regular medical check-ups, highlighting the impact of stress on health and 

stated: 

I was thinking about some of the things that we really need to do as principals too 

I think we just always need to watch out for our health…I think that we need to 

have medical checks done regularly. Because it does elevate blood pressure. So, I 

thought about this, we just need to be mindful of our medical health. 
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Participant G’s statement emphasized a call for supervisors to reconnect with the school 

environment and introduce activities for decompression by stating: 

I think there needs to be some true SEL for all staff, but administrators especially. 

We're the ones that have to lead the school, but it needs to be some true SEL, as 

opposed to supervisors simply saying take care of yourself you know. And take 

care of your families, but what does that really look like? Supervisors can ask, 

how can I help you? You know I've received a little bit more support in this way 

that I'm describing it and it's made all the difference in the world. 

Participants A, C, F, G, and H expressed the need for addressing institutional issues such 

as compensation, workload, and support in completing deliverables. The participants 

recognized that satisfaction is not solely about external factors but also internal 

fulfillment in performance. This is noted by Participant F who stated: 

I believe that in terms of satisfaction with the job there are certain things that 

would have to change and work together. At the top of that list, but not the end of 

the world is compensation. For the amount of stress that you're asking one human 

being to take on and serving all these different communities, what is the 

remuneration that is offered for a person to be able to not only take care of their 

families, but also reward them for stepping up and answering the call. Second 

When the workload is high, how are Central Office members positioning 

themselves to not just create deliverables for us to complete, but where is the 

support in completing this deliverable? And finally, having the opportunity to 

choose who works with you. In our school district, everyone has a union and there 
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are certain protections, especially for people who are not working at a high level. 

My inability to put people around me who have high will and skill also impacts 

my ability to do work and move critical data points at the time frame in which my 

supervisors and other central office personnel want me to do so. It's challenging, 

but I think those three things if we start there and we also look at policies around 

how we enforce rules for not just teachers but also students. All of those things 

may lead to more extrinsic satisfaction with the work. 

Participant H provided a reflection on the need for a drastic change in the education 

system. Expressing frustration with the lack of innovation, the participant highlights the 

repetitive nature of current practices. The analogy of being a "little hamster on a wheel" 

highlights the cyclical challenges faced by educational leaders, emphasizing the urgency 

for institutional shifts that break this cycle and transform the educational environment. 

Participant H further states: 

There is something that needs to drastically change in the way that we educate 

students, and the way that we support our teachers if we're talking about the 

ultimate demonstration of what kids can do in terms of their skill and their success 

post high school, their post-secondary success. And I haven't seen that and I 

haven't seen anything different. The way that we're doing things is the same way 

that we've always been doing them for decades. 

Evidence of Trustworthiness 

To establish trustworthiness, I conducted a consistent and precise data analysis 

marked with a methodical approach (Nowell et al., 2017). I discuss the process and 
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strategies that I used below. 

Prior to beginning the interview process with confirmed participants, I 

incorporated aspects of Yeong et al.’s (2018) interview protocol refinement process. I did 

one practice interview with another principal colleague to determine if adjustments 

should be made to the questions. It was suggested that I explain that the last three 

questions are connected to both stress and job satisfaction, which I did. To enhance the 

creditability of my results, I incorporated the member checking process. Once I 

completed the interviews, I reviewed the transcription provided by Zoom and made any 

necessary corrections. I sent a summary of the findings to the participants with 

instructions for the participants to check for accuracy of their data and to gain a deeper 

understanding of their experience. I requested that participants provide me with feedback 

within 7-10 business days. None of the participants requested any changes or expressed 

any concerns.  

To increase transferability, I provided an extensive description of the site, 

situation, and the sample used for the study. I also used thick descriptions of the research 

site and data collected so that future researchers would be able to replicate my study 

(Trochim, (N.d.) 

It is important that researchers note all action that are taken during the research 

process and that they maintain an audit trail in to further enhance dependability and 

confirmability (Schwandt & Halpern, 1988; Cutcliff & Mckenna, 2024). During the 

interview process I maintained a reflexive journal. I documented my thoughts and 

feelings related to participant responses, as well as ideas about emerging themes and 
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codes.  

Confirmability is described as the extent to which data are not biased and are 

gleaned by the participants’ responses to the interview questions (Korstjens & Moser, 

2018). During the research process, I continuously checked my data through an audit trail 

and reflexivity to ensure that my own experiences do not influence the data collected. I 

maintained this audit trail to allow for the dependability of my study to be assessed.  

Summary 

The purpose of this basic qualitative study was to explore high school principals’ 

perspectives of job stressors that influence job satisfaction. The study focused on the 

question “What are high school principals’ perspectives of job stressors that influence job 

satisfaction?”. I conducted eight semistructured interviews with high school principals. 

After analyzing the data, four themes were identified: Stress is Derived from 

expectations, Need for Coping and Well-being, Satisfaction Amidst Challenges, and 

Desire for Institutional Educational Change. In Chapter 5, I provide an interpretation of 

the data as it relates to the conceptual framework and previous literature. In addition, I 

discuss the implications for positive social change, limitations of the study, and 

recommendations for further research. 
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Chapter 5: Discussion, Conclusions, and Recommendations 

The purpose of this basic qualitative study was to explore high school principals’ 

perspectives of job stressors that influence job satisfaction. In conducting this study my 

objective was to answer the following research question: What are high school principals' 

perspectives of job stressors that influence job satisfaction? 

 After two iterations of coding, four key themes emerged from this study related to 

principal’s perceptions of job stressors and job satisfaction. In Theme 1, stress is derived 

from expectations, principals identified that various entities (decision making, workload, 

lack of support). In Theme 2, need for coping and well-being, principals shared the 

impact of stress and strategies for coping with stress. For Theme 3, satisfaction amidst 

challenges, principals shared their perspectives on job satisfaction. In Theme 4, desire for 

institutional educational change, principals shared their thoughts on the need for 

institutional educational change as well as the need for enhanced direct support from 

central office supervisors for principals. 

 Within this section, I provide an interpretation of findings in relation to the 

literature review and the conceptual framework. I also discuss suggestions for future 

research and describe the potential impact for positive social change. 

Interpretation of the Findings 

In this section, I discuss the how the findings confirm, disconfirm, or extend 

knowledge compared to what has been identified in the peer reviewed literature that was 

presented in Chapter 2. In the context of the conceptual framework used for this study, 

Herzber’s (1959) theory of motivation, I interpret and analyze the findings. Herzberg's 
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theory of motivation is a two-factor theory that explains how two factors—motivation 

and hygiene—cause job satisfaction. Two of the five motivational factors, achievement 

and recognition have been noted as necessary to increase job satisfaction (Herzberg, 

1959). 

Theme 1: Stress is Derived from Expectations 

In examining Theme 1, "Stress is Derived from Expectations," as identified in the 

qualitative study, it becomes evident that school administrators face multifaceted 

challenges that significantly contribute to job stress. The theme encompasses various 

stressors, such as safety concerns, compliance pressures, accountability to supervisors, 

and the overwhelming nature of roles and responsibilities. This interpretation aims to 

connect the findings to the existing peer-reviewed literature, specifically exploring the 

impact of school administrator roles and responsibilities and stress levels. 

The findings align with existing literature, particularly studies by Chan et al. 

(2019) and Fergus (2018), which emphasized the centrality of maintaining a safe and 

orderly environment as a primary responsibility for school principals. The identified 

stressors related to safety concerns, disciplinary issues, and compliance tasks confirm the 

literature's emphasis on the evolving role of school administrators in ensuring the well-

being of students and staff (Thessin & Louis, 2020). This alignment supports the notion 

that the changing landscape of discipline infractions and safety expectations contributes 

to increased stress levels among school administrators (Chan et al., 2019). Furthermore, 

this study's findings extend existing knowledge by highlighting the nuanced challenges 

associated with compliance tasks. Participant H's perspective on meeting compliance 
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expectations without adequate resources or support resonates with the literature's 

discussion on the evolving demands placed on school administrators (see Hancock et al., 

2019). The interpretation suggests that the role of school administrators has become more 

complex, encompassing not only compliance but also the need for strategic leadership 

and resource management. 

Theme 1 further connects with studies by Brown et al. (2018) and Chan et al. 

(2019), emphasizing the principal's role in fostering collaboration among staff and 

teachers. The identified stressor related to managing diverse stakeholder needs aligns 

with literature highlighting the importance of school administrators in developing a 

positive school culture (Brown et al., 2018). The theme extends this understanding by 

shedding light on the challenges administrators face in balancing the needs of students, 

teachers, parents, and the broader community, contributing to feelings of inadequacy and 

anxiety. Moreover, the literature review by Nordick et al. (2019) and Prado and Spillane 

(2019) highlighted the significance of collaboration with stakeholders for accessing 

community resources. The interpretation suggests that the stress associated with 

managing expectations from multiple stakeholders may result from the perceived 

mismatch between administrators' meaningful contributions and externally imposed 

activities (Yildirim & Sait, 2019). This nuanced perspective extends the literature's 

understanding of the challenges administrators encounter in navigating diverse 

stakeholder expectations. 

The findings also align with Mitani's (2018) exploration of the stressors 

associated with educational policy changes, such as the NCLB. The findings suggest that 
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the continuous evolution of school administrator roles, coupled with ongoing reform 

efforts, contributes significantly to job stress. The stressors identified in the study, 

including the pressure to improve student achievement without adequate support, 

resonate with Mitani's findings on the impact of NCLB on principals' stress, burnout, and 

turnover. Additionally, these findings confirm previous research by Diotaiuti et al. 

(2020), which emphasized that the stress faced by school administrators is not solely a 

result of specific tasks but is amplified by the challenges in finding time to complete 

these tasks. The study's findings extend this understanding by providing insights into the 

complex nature of stressors. 

 As it relates to Herzberg’s (1959) theory of motivation (1959), the achievement 

factor is linked to a sense of accomplishment, personal growth, and fulfillment derived 

from the job itself. My study's findings suggest that administrators find motivation and 

satisfaction in achieving tangible results, such as creating a positive school culture, 

supporting teachers, and navigating complex responsibilities successfully. The desire for 

meaningful professional development (Brown et al., 2018) also aligns with the 

achievement factor, emphasizing the importance of continuous growth and 

accomplishment in the role. 

Theme 2: Need for Coping and Well-Being 

The theme of "need for coping and well-being" among high school principals 

sheds light on the various strategies participants employ to navigate the challenges of 

their roles and reduce stress. Analyzing these coping mechanisms in the context of 
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existing literature on strategies to decrease administrator stress reveals both confirmation 

and extension of knowledge. 

Participants emphasized the significance of remaining spiritually grounded and 

adhering to personal values as coping strategies. This aligns with the literature on 

mindfulness, as noted by De Jong et al. (2017), where staying focused and present in the 

moment, often through spiritual practices like meditation, positively influences 

psychological responses to stress. The emphasis on personal values also echoes 

Herzberg's theory, specifically the factor of "achievement," where aligning personal 

values with work contributes to job satisfaction. Advocating for oneself and being 

prepared were highlighted coping strategies. Mindfulness practices, self-care through 

physical activity, and other stress-relief strategies were identified. These findings confirm 

the importance of incorporating self-care into administrators' routines, as noted by 

Hancock et al. (2019) and Kaufman (2019). The positive impact of self-care on mental 

health and job satisfaction aligns with Herzberg's theory, emphasizing the role of 

"achievement" and "recognition" in well-being. 

My study confirms Kaufman's (2019) previous research that emphasized problem-

focused coping. When participants engage in advocacy, they address specific issues 

contributing to stress, aligning with the optimal problem-focused coping strategy. 

Additionally, being prepared, as discussed by Participant A, contributes to a sense of 

control, reflecting Herzberg's factor of "achievement" in meeting expectations and 

overcoming challenges.  



61 

 

Consciously setting boundaries and delegating tasks were identified as important 

coping mechanisms by all participants. This confirms the findings of Liou and Daly 

(2018), emphasizing collaboration and support among administrators. The participants' 

approach to setting boundaries aligns with Herzberg's factor of "recognition," as they 

prioritize mental health and personal well-being over unnecessary workplace conflicts. 

Financial considerations, such as salary dissatisfaction, were highlighted as stressors, 

aligning with literature noting the impact of a poor work environment on job satisfaction 

(Ahmad, 2018; Buonomo & Firoilli, 2020; Maforah & Schulze, 2012). This confirms the 

existing knowledge that financial remuneration is a crucial aspect of job satisfaction 

among school administrators. 

The need for support, targeted professional development, and collaboration was 

highlighted by participants in this study. Lack of support, as found by Wells (2016), 

contributes to increased stress, reinforcing the importance of support in reducing stress 

levels. Collaboration, as suggested by Liou and Daly (2018), supports the notion of 

administrators providing more support to each other, aligning with Herzberg's factor of 

"recognition." The coping strategies identified in this theme align with both factors. 

Achievement is evident in participants' preparedness, advocacy, and problem-focused 

coping. Recognition is reflected in the importance of adhering to personal values, setting 

boundaries, and prioritizing self-care, all contributing to a sense of recognition and 

acknowledgment. 
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Theme 3: Satisfaction Amidst Challenges 

“Satisfaction Amidst Challenges”, Theme 3, among high school principals 

provides valuable insights into their perspectives on job satisfaction, particularly when 

facing stress and difficulties. The participants' focus on job satisfaction derived from 

working with students and witnessing positive outcomes aligns with existing literature. 

Cherkowski et al. (2020) emphasized the connection between school administrators' well-

being and job satisfaction. The satisfaction derived from contributing to students' success 

confirms the idea that a sense of purpose and a positive impact on students contribute 

significantly to job satisfaction. The participants' statements, particularly those of 

Participant F, highlight the importance of personal vision, faith, and the quality of work 

in deriving satisfaction. This aligns with the notion that school administrators' job 

satisfaction is not merely tied to completing tasks but is deeply connected to the 

meaningfulness and quality of their work (Murphy & Louis, 2018). This confirms that 

administrators find satisfaction when their work aligns with their values and vision for 

education. 

The participants' acknowledgment that satisfaction does not come from 

eliminating stress, but rather from effectively managing it resonates with existing 

literature. The idea that satisfaction is elusive but can be sustained through celebrating 

small victories aligns with the understanding that school principals face continuous 

challenges, and their ability to cope and find joy in small achievements contributes to job 

satisfaction (Cherkowski et al., 2020). Furthermore, the concept of PSL is introduced in 

the literature, emphasizing that school leaders can enhance job satisfaction by fostering 
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positive ethical work relationships within the school community (Murphy & Louis, 

2018). The participants' focus on positive outcomes and commitment to students aligns 

with the principles of PSL, suggesting that a positive school culture contributes to job 

satisfaction. 

The literature highlights factors such as lack of autonomy and work 

intensification as contributors to decreased job satisfaction (Postma & Babo, 2019; Wang 

et al., 2018). Participants' statements indirectly touch upon these factors, suggesting that 

policies and bureaucratic demands can negatively impact their ability to perform tasks 

they find essential. This confirms the existing knowledge that autonomy and manageable 

work expectations are crucial for job satisfaction. In addition, the participants' 

perspectives align with studies emphasizing the influence of geographical location and 

school characteristics on job satisfaction (Chan et al., 2019; Liu & Bellibas, 2018; Wang 

et al., 2018). The challenges faced by principals in urban neighborhoods, where 

attendance and academic performance may be lower, and the perceived lack of autonomy 

resonates with the literature. This suggests that the contextual factors of school location 

contribute to job satisfaction. 

In Herzberg's theory (1959), the factors of achievement and recognition play 

crucial roles in motivation and job satisfaction. The participant's commitment to students 

and witnessing positive outcomes align with both factors. Achievement is evident in their 

contributions to students' success, and recognition is reflected in their satisfaction derived 

from the quality and meaningfulness of their work. The theme supports Herzberg's 
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theory, indicating that job satisfaction among school principals is intricately connected to 

both achievement and recognition factors. 

Theme 4: Desire for Institutional Educational Change 

The theme "Desire for Institutional Educational Change" reflects the participants' 

collective aspiration for transformative shifts within the educational system to alleviate 

stressors and enhance job satisfaction. This theme encompasses various dimensions, 

including the need for experience-based support mechanisms, attention to physical and 

mental health, and addressing institutional issues such as compensation, workload, and 

support in completing deliverables. The findings are consistent with existing literature on 

the strategies to improve job satisfaction among school administrators. 

Participant A's reflection on stress evolution over a decade suggests a call for 

institutional support mechanisms, especially for leaders in their initial years. This aligns 

with literature emphasizing the importance of mentorship programs and support 

structures for novice principals (Postma & Babo, 2018). Experienced leaders play a 

pivotal role in guiding their less-experienced counterparts, contributing to stress 

management and job satisfaction. Participants C and G drew attention to the lack of 

institutional initiatives addressing the physical and mental health aspects of principalship. 

The call for regular medical check-ups and true Social-Emotional Learning (SEL) for 

administrators confirms the literature advocating for holistic well-being strategies (Collie 

et al., 2020). Integrating SEL and health-focused initiatives can contribute to a healthier 

and more satisfied leadership. 
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Participants emphasized the need for addressing institutional issues like 

compensation, workload, and support in completing deliverables. Participant F's 

emphasis on compensation, workload management, and the ability to choose 

collaborators aligns with research highlighting the connection between autonomy, 

effective decision-making, and job satisfaction (Postma & Babo, 2018). Participants’ 

frustration with the lack of innovation in education and the cyclical challenges faced by 

educational leaders confirms literature emphasizing the need for institutional change to 

enhance the educational system (Collie et al., 2020). The desire for a drastic shift 

underscores the necessity of educational reform to align with current needs and 

challenges. In the context of Herzberg's theory of motivation, which identifies 

achievement and recognition as key factors, this theme aligns with the achievement 

factor. Participants expressed a desire for achievement through transformative changes in 

the educational system, addressing challenges, and enhancing their well-being. The 

literature highlighting the correlation between positive relationships with staff and 

increased job satisfaction (Lui & Bellibas, 2018) resonates with participants' emphasis on 

collaboration, supportive policies, and the ability to choose collaborators. Positive 

relationships contribute to a positive school climate, aligning with the achievement factor 

in Herzberg's theory. 

The literature on self-efficacy, autonomy, and effective decision-making 

correlating with job satisfaction (Postma & Babo, 2018) aligns with participants' 

emphasis on autonomy, effective decision making, and the need for institutional support. 

Empowering school administrators to make impactful decisions contributes to their self-
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efficacy and overall job satisfaction. Moreover, the literature suggesting a relationship 

between professional learning, self-efficacy, and job satisfaction (Collie et al., 2020) 

corresponds with participants' expressed desire for opportunities to engage in 

professional learning that supports expectations outside of compliance. The ability to 

participate in learning activities contributes to self-efficacy and a higher belief in their 

ability to perform their job effectively. 

In the analysis of the data collected related to coping strategies, decreasing 

administrator stress, and satisfaction amidst challenges, there doesn't appear to be any 

direct disconfirmation. The findings appear to align with existing literature and theories, 

providing further support and context to the understanding of the challenges and coping 

mechanisms experienced by high school principals. However, it is essential to note that 

the absence of disconfirmation in the provided content does not necessarily mean it is not 

present. A more comprehensive analysis may be required, and a thorough examination of 

the literature and specific details within the data could reveal distinctions that may 

challenge or disconfirm certain aspects.  

Limitations of the Study 

One limitation of this study was that the focus of this study was solely on high 

school administrators. The disparity in numbers between high school administrators, 

middle, and elementary school administrators raises concerns about the transferability of 

the findings. With a significantly smaller pool of high school administrators, caution 

should be exercised when generalizing the results to other educational levels as the 
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perspectives and stressors unique to middle and elementary school administrators may 

not be adequately represented in this study.  

Another limitation that I encountered was the challenge in recruiting participants, 

leading to a limited sample size. Out of the 21 eligible high school principals, only 8 were 

available for interviews. This may introduce selection bias, and the experiences and 

coping mechanisms of those who did not participate might differ, impacting the 

comprehensive understanding of the research question. 

In addition, as an administrator within the district where the study was conducted, 

my perspective could introduce bias. Having experienced some of the stressors discussed 

by the participants may influence the interpretation of the data. My pre-existing collegial 

relationships with other administrators could inadvertently shape the analysis, potentially 

leading to unintended bias. While efforts were made to mitigate bias by recording 

interviews, asking structured questions, and maintaining reflective journals, the risk of 

bias remains inherent in this qualitative study. 

The exclusive reliance on interviews as the primary data collection method poses 

another limitation. Interviews, while rich in providing in-depth insights, offer a subjective 

and limited perspective on the phenomenon (Merriam & Tisdell, 2015). This limitation 

may impact the study's ability to draw broad conclusions and hinder the generalizability 

of the findings to other contexts. 

Finally, limitation arises from the absence of participant feedback on the collected 

data via the member checking process. While I made efforts to engage participants in a 

reflective dialogue about their responses, the lack of direct feedback may have limited my 



68 

 

ability to ensure the accuracy and depth of the interpretations. Participant feedback could 

have provided me with more valuable insights into the participants' perceptions of how 

their experiences were represented and interpreted, enhancing the rigor of the study. 

Recommendations 

The purpose of this basic qualitative study was to explore high school principals’ 

perspectives of job stressors that influence job satisfaction. Given the narrow focus on 

high school administrators in my study, I recommend future studies should extend the 

scope to include middle and elementary school administrators. Understanding the 

nuances and stressors unique to different educational levels can provide a more 

comprehensive picture of the challenges faced by school administrators across the board. 

In addition, I would suggest expanding the number of participants beyond the number 

that were interviewed for this study.  

Chan et al. (2019) and Fergus (2018) highlighted the correlation between policy 

and procedure alignment and school administrators' stress levels. I further recommend 

research into the specific policies and procedures that impact administrators and how 

alignment or misalignment influences their job satisfaction and stress levels. This could 

inform policy recommendations for educational institutions. Thessin and Louis (2020) 

emphasized the evolving role of principals, including managing school culture and 

operations. Future research could explore effective strategies and interventions that 

support principals in these evolving responsibilities, considering the impact on stress 

levels and job satisfaction.  
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Cherkowski et al. (2020) discussed PSL as a potential contributor to administrator 

job satisfaction. I recommend further research delve into the specific strategies and 

practices associated with PSL, examining how it fosters positive ethical work 

relationships and influences the well-being of administrators. Additionally, Wells (2016) 

and Hussey et al. (2019) highlighted the importance of professional development and 

support for school administrators. I recommend future researchers investigate the specific 

types of professional development that are most effective in reducing stress and 

increasing job satisfaction among administrators. As noted by all participants in my 

study, understanding the role of internal stakeholder support could also be a focus of 

exploration. 

Liou and Daly (2018) suggested that school administrators can benefit from 

horizontal collaboration. Future research should collect data regarding collaborative 

strategies among administrators, exploring how sharing ideas and resources impacts 

morale and overall job satisfaction. This could provide practical insights for fostering a 

collaborative culture.  

Finally, I recommend future research incorporate a mixed methods approach as 

this may provide a more comprehensive understanding of the research question (Dawadi 

et al. 2021). For example, a survey could assess any correlation between specific stressors 

and job satisfaction. In addition, adding a longitudinal analysis would allow researchers 

to study the impact of stressors and job satisfaction across different phases of a 

participant’s career path.  
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Implications 

The purpose of this basic qualitative study was to explore high school principals’ 

perspectives of job stressors that influence job satisfaction. The findings identified 

challenges and stressors faced by high school administrators and a nuanced 

understanding of their complex roles and responsibilities (Hancock et al., 2019). The 

findings present an opportunity for transformative positive social change in education. 

One significant avenue for change lies in policy advocacy. By recognizing the 

multifaceted stressors, educational policymakers can work towards streamlining 

bureaucratic demands and providing the necessary resources and support structures. This 

move can alleviate the burden on administrators, contributing to a more conducive work 

environment and, subsequently, enhancing their overall job satisfaction. 

Moreover, the study underscores the importance of continuous professional 

development for school administrators. The desire for meaningful growth and 

accomplishment aligns with Herzberg's (1959) theory of motivation. Investing in targeted 

professional development programs can empower administrators, fostering a sense of 

achievement and recognition. School districts can facilitate workshops, training sessions, 

and mentorship programs to ensure administrators stay abreast of evolving educational 

practices. This initiative not only contributes to administrators' job satisfaction but also 

enhances their effectiveness in navigating the challenges of educational leadership 

possibly increasing student achievement. 

Cultivating collaborative school cultures emerges as another avenue for positive 

change. The study highlights the principal's role in fostering collaboration among staff 
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and teachers. Institutions can encourage a collaborative approach by implementing 

practices that promote positive relationships and effective teamwork. This cultural shift 

can positively impact school environments, creating a sense of community and shared 

responsibility which is essential to administrator job satisfaction (Lui & Bellibas, 2018). 

By aligning institutional practices with the participants' emphasis on collaboration, 

educational institutions can contribute to a more supportive and satisfying work 

environment for administrators. 

In addition to addressing immediate stressors, participants advocate for a holistic 

approach to well-being. If district leaders incorporate the strategies shared like 

mindfulness practices, self-care initiatives, and health-focused programs identified in the 

study, they can significantly contribute to administrators' coping mechanisms and overall 

satisfaction. Furthermore, the call for institutional changes related to compensation, 

workload, and support presents an opportunity for systemic reform. While school districts 

may be unable to increase salary, fair compensation, effective workload management, 

and institutional support can directly influence administrators' job satisfaction and, 

consequently, their commitment to their roles. Positive social change in education, as 

highlighted by the study, necessitates a comprehensive and ongoing commitment to 

addressing the identified challenges and aspirations of high school administrators. 

Through a combination of policy reforms, professional development initiatives, cultural 

shifts, and holistic well-being programs, educational institutions can create an 

environment that fosters the success and satisfaction of school principals. 
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Conclusion 

This qualitative study provides insights into the dynamics of principal 

perspectives on job stressors and their profound impact on job satisfaction. The 

exploration of challenges, coping mechanisms, satisfaction, and aspirations provides 

valuable insights into the nuanced world of high school administrators. The significance 

of this research lies in its potential to enhance our understanding of the complex factors 

influencing principal job satisfaction, thereby paving the way for positive interventions 

and improvements in the educational landscape. 

Understanding the challenges and stressors faced by principals is crucial for 

several reasons. Firstly, it sheds light on the multifaceted nature of their roles, 

encompassing safety concerns, compliance pressures, stakeholder management, and 

evolving educational policies. This knowledge is instrumental in aligning institutional 

expectations with the intricate realities of administrators, fostering a more realistic and 

supportive work environment. Moreover, the study identifies effective coping 

mechanisms employed by administrators. Insights into mindfulness practices, self-care 

strategies, and collaborative approaches provide actionable information for schools and 

districts to implement supportive initiatives. By acknowledging the importance of 

personal values, self-advocacy, and setting boundaries, educational institutions can 

contribute to the well-being of principals, ultimately enhancing their job satisfaction. The 

findings also underscore the deep connection between job satisfaction and a sense of 

purpose derived from contributing to students' success. Recognizing this link is pivotal 

for educational policymakers and institutions aiming to improve administrator 
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satisfaction. By aligning policies and practices with administrators' aspirations and 

acknowledging their achievements, institutions can create an environment that fosters a 

positive outlook, job fulfillment, and sustained commitment. The results of this study 

provide a roadmap for educational institutions to address the identified challenges, 

implement supportive measures, and strive for transformative shifts.  
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Appendix A: Interview Questions 

Introduction:  Thank you for taking the time to participate in my study. I will be asking 

you 8 questions one at a time. At any time, you may skip or refuse to answer a question. 

If you would like me to repeat a question, I can also do that at any time during the 

interview. Do I still have your permission to record this interview? While we are 

recording, I will also be taking notes in my journal. Do you have any questions before we 

start?  

Research Question: 

What are high school principals’ perspectives of job stressors that influence job 

satisfaction?  

Interview Questions: 

1. How would you describe job stress?  

2. Describe some examples of stress you have had at work as a high school 

principal. 

3. Think of the most recent event that has caused you stress at work. How did you 

overcome that stressful event?  

4. Describe instances when you have felt unsupported by members of the school 

district’s central leadership team, leading to greater stress. How did you address 

these incidences? 

5. Describe how your ability to overcome stress at work helped to improve your job 

satisfaction. 

6. Describe a time when overcoming stress increased your job satisfaction. 
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7. Describe times you have felt the expectations of your role were insurmountable. 

(Follow-ups) Discuss the steps you have taken to meet those expectations. How 

have these steps influenced your job satisfaction? 

8. Is there anything you would like to add? 
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Appendix B: Recruitment Email 

Hello, 
 
I am reaching out to you for support in my doctoral journey and would appreciate your 
insight as a participant in the research study. 
 
My dissertation topic is "High School Principal’s Perspectives of Job Stress and how it 
Influences Job Satisfaction". I am in the data collecting process and need to interview 
school principals. The interview will take 30-45 minutes and will be conducted virtually 
on either Google Meet or Zoom (your preference). I am flexible in setting up the 
interview dates and times, so the interview can be scheduled at your convenience. Please 
let me know of a suitable time so that I may send you a calendar invite. I look forward to 
hearing from you for a suitable time within the next 3-5 business days. 
 
If you are available, I would also appreciate it if you could please sign the attached 
consent form and forward them to me before the interview.  
 
Once again, thank you for your time and consideration, and please let me know if you 
have any questions or would like to speak with me directly. My cell number is 202-247-
8432. 
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