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Abstract 

This study examined the degree of principal leadership style’s effect on teacher morale in 14 

public schools in northern New Jersey with a total of 138 participants. Of the 14 participating 

schools, 10 schools were categorized as elementary level, serving students in kindergarten 

through eighth grade. Four schools were categorized as high school level, serving students in 

ninth through twelfth grade. Factors guiding research included teachers’ consecutive years of 

educational service, high-stakes testing subject areas, and a school’s socioeconomic status to 

determine if they contribute to the relationship of principal leadership and teacher morale. 

Morale levels of teachers were calibrated using the Purdue Teacher Opinionaire (PTO) and the 

Leadership Practices Inventory (LPI). The PTO measured factors affecting teacher morale. The 

LPI measured staff perceptions of principal effectiveness in relation to the Five Practices of 

Exemplary Leadership (Kouzes & Posner, 2012). The study was quantitative in nature and 

employed a correlational research study design technique. Survey responses were analyzed using 

an Independent Sample t Test to measure relationship strength. Outcomes identified from this 

research will contribute positively to the greater educational setting, whether through 

contributing to leadership training for future principals, informing professional development for 

seasoned vesteds, or aiding in the creation of future teaching tools. Study results indicate that 

teachers involved in high-stakes testing and teachers working in the lowest socioeconomic 

educational environments felt significantly different than teachers not exposed to these factors. 

This research exposes pertinent leadership characteristics that may prove vital to the 

development of current and future school leaders and aid the development of specific 

professional development opportunities.      
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Chapter 1: Introduction to the Study 

The relationship between principal leadership and teacher morale has long been debated 

in the educational setting; however, it is somewhat difficult to measure. School principals today 

are facing tremendous challenges, most notably the added pressures from state-mandated 

reforms. It is becoming harder than ever to both rally and retain staff. Research on the effects of 

principal leadership is crucial; despite the obstacles principals are facing, they need to understand 

how their actions affect the overall environment within their school buildings and how their 

leadership styles impact quality instruction, positive learning environments, effective student 

learning, teacher morale, and overall faculty job satisfaction. Outcomes identified from this 

research will contribute positively to the greater educational setting, whether through 

contributing to leadership training for future principals, informing professional development for 

seasoned vesteds, or aiding in the creation of future teaching tools. When principals unlock the 

key contributors to positive teacher morale, the possibilities are endless; successful schools for 

both students and teachers are built on the foundation and motivation that is first set forth by the 

school leaders. Their actions, words, and attitudes weave the vision, goals, and initiatives that 

ultimately become the driving force for the school and the surrounding community. This research 

has the potential to help slow the mass exodus of teachers from the profession as well as 

encourage rising enrollment in the collegiate teacher preparation programs that have been 

suffering throughout the nation.  

 

Background 

Over the past two decades in the United States, the public education system has 

experienced various changes. These changes came in the shape of education reforms such as 

high-stakes testing, revised teacher evaluation protocols, expanded tenure requirements, 
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Common Core, No Child Left Behind (NCLB), and Race to the Top initiatives. Additionally, 

many technological advancements were introduced and believed to modernize education 

(Editorial Projects, 2015). Unfortunately, most initiatives failed to produce, and led to a great 

decline in public school teacher morale. With increased demands, lower wages, decreased 

incentives, increased health care contributions, and stress from top-down education reforms, 

public school teacher morale has plummeted (Ward, 2015). In addition, standardized testing has 

placed immense fiscal constraints on school districts to increase technology usage and administer 

the state-mandated tests. 

 Not only are teachers leaving the profession for other careers at an alarming rate but 

universities are also reporting a decrease in student enrollment for teacher preparation programs 

(Blazer, 2008). In 2018, public educators quit at an average of 83 per 10,000 a month, marking 

the highest rate for the profession since records began in 2001, according to the Labor 

Department (Hackman & Morath, 2018). Although teaching degrees were once highly sought 

after and the teaching profession was once well respected, the role of a teacher is drastically 

changing. As a result, so are the attitudes of teachers, and their decreased job satisfaction has 

gradually brought down overall morale in the profession.  

Do certain leadership practices have the ability to reverse this trend? Is it possible for 

principals to breathe life back into a low-morale building? Is low morale the result of poor 

leadership? Is high morale the result of teachers that are both appreciated and rewarded by 

school administration? Is it possible for teacher morale to be improved in the face of current 

education reforms? Does a school’s funding or the community’s socioeconomic status play a 

pivotal role in the building morale equation? This study will address the above questions when 

examining whether good leadership practices can help maintain and/or improve morale in the 

face of these challenges.   



PRINCIPAL LEADERSHIP AND TEACHER MORALE 

 

3 

Problem Statement 

External circumstances beyond the control of local school boards have impacted schools 

in such a way that the school building work environment for teachers has drastically changed 

(Ward, 2015). Over time, additional pressures from top-down initiatives, high-stakes testing, 

frequently changing incentives, fiscal constraints, and continuously shifting educational 

standards have led to low teacher morale. Low teacher morale has the potential to negatively 

impact the learning environment for all students. This study will explore and attempt to 

determine if leadership styles and practices of building principals have a significant effect on 

teacher morale. The morale level of teachers will be calibrated by the Purdue Teacher 

Opinionaire (PTO). The PTO was developed in the 1960s and has been cited and used in several 

research studies (Houchard, 2005). Teacher and staff morale will be measured by the Leadership 

Practices Inventory (LPI) which was created in 2003 by Jim Kouzes and Barry Posner. The LPI 

will measure staff perceptions of principal effectiveness in relation to the Five Practices of 

Exemplary Leadership (Kouzes & Posner, 2012). This study will explore the relationship 

between teacher morale and principal leadership styles and practices by means of examining the 

data from the survey.  

 

Purpose of the Study 

The purpose of the study is to understand best practices in relation to teacher morale and 

effective principal leadership strategies. It also builds upon the idea of instilling best practices in 

school leadership that will retain effective teachers by allowing them to fulfill their personal 

career goals and objectives (Konoske-Graf, Partelow, & Benner, 2016). 

For schools to retain effective teachers they must take full advantage of the skills, 

knowledge, and abilities of their teaching staff (Konoske-Graf et al., 2016). Schools must 
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explore innovative ways of recruiting new staff and developing the skills of their current staff by 

investing in and providing relevant professional growth opportunities, and building positive 

school and teacher morale (Konoske-Graf et al., 2016). Furthermore, this study will examine 

previous research and concentrate primarily on the relationship between teacher morale and 

principal leadership styles. Data for the study were collected from 14 public schools in northern 

New Jersey. Participating schools employed teachers that taught students in elementary and high 

school buildings, serving students in kindergarten through the twelfth grade. All schools varied 

in population, demographic make-up, student body size, and socioeconomic status. Schools that 

employed staff that participated in the study have maintained accountability expectations in 

relation to mandated New Jersey standardized testing and are classified as public schools.  

Unique environmental factors played a role in this research and will be explored in 

greater depth, such as changes in pupil enrollment in relation to building capacity and its effect 

on teacher morale. This study also examines the effect on teacher morale when school districts 

emphasize the importance of standardized test scores. This study’s results will prove valuable to 

the school districts in numerous ways. Study results will provide crucial information that will 

convey valuable data to school leadership teams. This, in turn, will provide direction and support 

to principals by sharing best practices aimed at maximizing teacher morale in their respective 

school buildings. Creating a high-morale work environment has favorable outcomes for the 

entire school district, having an impact on teachers, administrators, students, and community 

members. Furthermore, this study will convey valuable data on best practices that ultimately 

contribute to recruiting and retaining highly effective teachers. 

 

Research Questions 

 This study is guided by the following research questions: 
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1. Is there a significant relationship between principal leadership and teacher morale 

when examining teachers’ consecutive years of educational service? 

2. Is there a significant relationship between principal leadership and teacher morale 

when examining teachers involved in high-stakes testing? 

3. Is there a significant relationship between a school’s socioeconomic status and staff 

morale? 

 

Theoretical Foundation 

 Well-known American research psychologist Abraham Maslow believed all individuals 

pursue the fulfillment of five basic innate human needs, which he explained in great depth when 

he published his 1943 paper entitled A Theory in Human Motivation (Burton, 2012). His 

motivation theory revolved heavily around the idea of first satisfying one’s most basic 

fundamental needs at the lower level before moving up through the hierarchy, following a strict 

sequence and eventually fulfilling those needs at the very top levels. Maslow’s five basic needs 

are frequently illustrated in a pyramid diagram with the most basic of needs at the base, 

following the order listed below (Burton, 2012): 

1. Physiological Needs: Food, Sleep, Shelter, and Water 

2. Safety Needs: Security (Personal and Financial), Health and Well-Being 

3. Love/ Belonging Needs: Social Belonging (Family, Friends, Intimacy) 

4. Esteem Needs: Self-Esteem, Self-Respect, Ego 

5. Self-Actualization: Mating, Parenting, Finding Happiness, Utilizing Abilities, 

Utilizing Talents 

The levels associated with Maslow’s Hierarchy of Needs relate closely to the type of 

environment principals should strive to create within their school buildings. By providing staff 
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with what they need to fulfill their basic needs at the lower levels of the pyramid, principals 

enable teachers to successfully move up through the levels at their own pace and eventually 

experience the top level of self-actualization. 

 

Definitions 

Advanced Placement Testing: a program created by The College Board which provides high 

school students an opportunity to take college-level courses while still in high school with a 

chance to obtain college credits for high scores on the end-of-the-year examination (The College 

Board, 2017).  

 

Common Core State Standards: a common set of standards that rose from a simple idea: that 

creating one set of challenging academic expectations for all students would improve 

achievement and college readiness. Several schools across the nation voluntarily modified their 

curriculum to match these goals (New Jersey Student Learning Standards, 2014).  

 

High-Stakes Testing: a test used to make important decisions about students, educators, schools, 

or districts, most commonly for the purpose of accountability—i.e., the attempt by federal, state, 

or local government agencies and school administrators to ensure that students are enrolled in 

effective schools and being taught by effective teachers. In general, “high-stakes” means that test 

scores are used to determine punishments (such as sanctions, penalties, funding reductions, or 

negative publicity), accolades (awards, public celebration, or positive publicity), advancement 

(grade promotion or graduation for students), or compensation (salary increases or bonuses for 

administrators and teachers) (Great Schools Partnership, 2014). 
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Leadership Practices Inventory (LPI): a measurement instrument that aids leaders in gaining 

perspective in a reflective way of how they themselves and others view them as a leader; and 

what actions can be taken for improvement using The Five Practices of Exemplary Leadership 

(Kouzes & Posner, 2012).  

 

median Student Growth Percentile (mSGP): a measure for qualifying educators (of 4th-8th 

grade Language Arts and 4th-7th grade math as assessed by the state test). Teachers are assigned 

the mSGP score of all qualifying students based on information submitted by the school district. 

Starting in 2014-2015, educators who qualify to receive the mSGP score as one element of their 

evaluation will earn that score based on (a) the most recent year or (b) the median of the previous 

three years combined – whichever is most advantageous to the educator (New Jersey Department 

of Education, 2014).  

 

New Jersey Student Learning Standards: standards that are revised every five years and 

provide local school districts with clear and specific benchmarks for student achievement in nine 

content areas. Developed and reviewed by panels of teachers, administrators, parents, students, 

and representatives from higher education, business, and the community, the standards are 

influenced by national standards, research-based practice, and student needs (New Jersey 

Department of Education, 2014).  

 

No Child Left Behind (NCLB) Act of 2001: federal legislation that enacts the theories of 

standards-based education reform. Pursuant to 20 USCS § 6301, NCLB ensures that all children 

have a fair, equal, and significant opportunity to obtain a high-quality education and reach, at a 

minimum, proficiency on challenging state academic achievement standards and state academic 

assessments (Editorial Projects, 2015). 
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Non-vested Teacher: a teacher who has contributed less than ten years within the New Jersey 

Teacher’s Pension System (New Jersey Department of Education, 2014). 

 

Purdue Teacher Opinionaire (PTO): an opinionaire used as a measurement tool to determine 

factors affecting teacher morale (Bentley & Rempel, 1972). 

 

Race to the Top: a $4.35-billion-dollar initiative in the form of a competitive grant created by 

the United States Department of Education to spur and reward innovation and reforms in state 

and local district K-12 education (U.S. Department of Education, 2015). 

 

School Climate: the quality and character of school life. School climate is based on patterns of 

students’, parents’, and school personnel’s experience of school life and reflects norms, goals, 

values, interpersonal relationships, teaching and learning practices, and organizational structures 

(National School Climate Center, 2017). 

 

School Development Authority (SDA): is the New Jersey State agency responsible for fully 

funding and managing the new construction, modernization, and renovation of school facilities 

projects in 31 school districts known as the SDA Districts (State of New Jersey School 

Development Authority, 2018). 

 

Teacher Evaluation: the formal process used to review and rate teacher performance. The 

process consists of two primary components: 1.) Teacher Practice - measured primarily by 

classroom observations; and, 2.) Student Achievement - measured by Student Growth 

Objectives, and, additionally, Student Growth Percentiles for teachers of students who take state 

tests (New Jersey Department of Education, 2014). 
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Teacher Morale: a person’s mental state that is exhibited by assurance, control, and motivation 

to perform a task (Morale, 2017). 

 

Teacher Productivity: the quality or state of being productive within the teaching profession 

(Productivity, 2017) 

 

Tenure: A policy that restricts the ability to fire teachers, requiring a “just cause” rationale for 

firing. States vary requirements for educators to receive tenure, which ultimately provides 

teachers additional protections. Educators within the state of New Jersey must successfully 

complete four years and one day of service to obtain tenure status (New Jersey Department of 

Education, 2014). 

 

The Partnership for Assessment of Readiness for College and Careers (PARCC): a 

consortium featuring eight states that work to create and deploy a standard set of K–12 

assessments in mathematics and English, based on the Common Core State Standards (PARRC, 

2017). 

 

Vested Teacher: a teacher who has contributed for ten or more years within the New Jersey 

Teacher’s Pension System (New Jersey Department of Education, 2014). 

 

Assumptions 

The following assumptions will be made by the researcher conducting this study: 

1. The participants in this study will be open and honest while expressing their 

knowledge, experiences, and feelings as related to their school/ work environment. 
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2. The statistical analysis being utilized to dissect the data will be both accurate and 

appropriate to the study. 

3. The respondents will fully read and understand all survey questions. 

4. The respondents will complete all survey questions.  

 

Scope and Generalizability 

 The generalizability of the research study is considered limited. A convenience sample of 

educators was utilized for the research, and as a result there were significant geographical 

confines in which the research study was conducted. Due to the fact that it was not possible to 

distribute a survey to every public elementary, middle, and high school teacher in the state of 

New Jersey, participants of the study were selected from a handful of schools based in northern 

New Jersey. Thus, the results of the study may not be applicable to all public elementary, middle 

and high schools in the state of New Jersey, but the results may prove to be useful for educators 

as well as school leaders.  

 

Limitations 

 The limitations uncovered while conducting this research study are centered on reporting 

results that have been collected from 14 schools located in northern New Jersey ranging in 

grades from kindergarten to 12th grade. Hence, the results of the research study to an extent will 

not be relevant to public school districts all across the United States as a result of strong 

variations in school district size, the geographic location of the schools, district population, 

demographics, and well as the student body makeup and teacher composition. In addition, the 

large majority of participants were vested to the field and sampling availability of practitioners 

with nine or fewer years of experience was limited. When collecting data from survey 
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participants, information regarding gender was not specified; this researcher was unable to 

identify a connection among gender, relationships, principal leadership, and teacher morale.  

 

Significance 

This research will further investigate principal leadership styles and effectiveness in 

relationship to teacher morale. The culture of education has changed drastically in the past 15 

years. Teachers are faced with new protocols, curriculum, and initiatives yearly. Sharper focuses 

on standardized testing have created a new environment for educators. Teachers are exiting the 

profession earlier and at a much faster pace than ever before. Principals are faced with new 

challenges as both teachers and administrators tackle the changing climate in public school 

education. This research will provide insight as to whether morale is affected by the leadership 

qualities and characteristics of building principals. Negative morale can create a toxic 

environment that will negatively impact student achievement. This study will examine different 

leadership styles and their negative or positive effects on teacher morale. 

 

Summary 

Chapter 1 of the research study includes background information concerning the 

challenges facing teachers and administrators, pressures from state-mandated reforms which are 

affecting teacher morale, and the statement of the problem. This chapter discusses the 

significance of the research study and its purpose, which includes understanding best practices in 

relation to teacher morale and effective principal leadership strategies. This research will build 

upon the idea of instilling best practices in school leadership that will retain effective teachers. 

the study’s research questions. Additionally, this chapter contains the study’s research questions, 

definitions of terms that are used throughout the study, and explanations of the limitations of this 



PRINCIPAL LEADERSHIP AND TEACHER MORALE 

 

12 

study. Chapter 2 is a review of literature. Chapter 3 will specifically outline the research methods 

used, highlight the quantitative paradigm, and explain the study’s sampling and participants. It 

will also share the instruments used for data collection, research procedures followed, data 

analysis including ethical considerations, and the presentation of results. Chapter 4 will share the 

research study’s quantitative results and an in-depth analysis of the findings. Chapter 5 will 

summarize the research findings, share conclusions, pose a discussion, and make 

recommendations for future research. 
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Chapter 2: Literature Review 

The literature and research related to the relationship between principal leadership and 

teacher morale contains in-depth analysis of principal leadership characteristics and their direct 

effect on teacher morale in the public school setting. Topics of specific interest include: defining 

and understanding morale, teacher morale, school morale, school climate, leadership, principal 

leadership, and the connection between teacher morale and principal leadership styles. 

Within the last fifteen years, New Jersey, like many other states, has faced challenging 

new initiatives. NCLB (2001) instituted the requirement that students read on grade level by the 

close of their third grade year (Editorial Projects, 2015). This prompted new mandates that led to 

reforms in third grade assessments and programs. Through these top-down initiatives, the New 

Jersey Assessment of Skills and Knowledge Test (NJ ASK) was developed. Soon after, NJ ASK 

expanded from Grade 3 all the way up to Grade 8 (New Jersey Department of Education, 2017). 

 Progressively, in 2010, additional reforms were introduced to New Jersey’s public school 

system framework. During this time, the New Jersey State Board of Education ratified the 

Common Core State Standards (CCSS) in Mathematics and English Language Arts/ Literacy. 

These changes prompted new measures of school accountability in relation to standardized 

testing. Soon after, New Jersey teamed up with various states and implemented the PARCC 

consortium in the spring of 2010. PARCC was developed to gain insight into student 

achievement, including an attempt to predict students’ college and career readiness. Additional 

changes were implemented in 2015; the core standards were reviewed and altered to guarantee 

that New Jersey students obtained high achievement. Again in 2016, additional changes 

occurred: the NJ State Board of Education opted to modify the mathematics and English 

language arts standards. These initiatives led to reforming all nine core content subject areas to 
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align with new standards labeled the New Jersey Student Learning Standards (New Jersey 

Department of Education, 2017). 

 Aside from the continuously growing governmental initiatives affecting public schools, 

teachers faced added obstacles. These added pressures were a result of rigid teacher evaluations, 

the development of mSGPs and their changing weight on teacher evaluations, numerous top-

down initiatives, and limited classroom resources and support. Pressure due to rigid teacher 

evaluations, the development mSGPs and their changing weight on teacher evaluations. 

Furthermore, teachers have experienced drastic changes to their healthcare coverage, including 

increased cost without an increase in their annual salary. Teachers have faced growing criticism 

and added scrutiny from the public, along with budgetary constraints and a demanding 

accountability measure involving standardized testing regardless of the child’s socioeconomic 

status or home environment.  

 

Literature Review Related to Key Concepts and Variables 

Morale is defined by Merriam-Webster’s dictionary as the mental and emotional 

condition (as of enthusiasm, confidence, or loyalty) of an individual or group with regard to the 

function or tasks at hand (Morale, 2017). Morale is often described as individuals’ self-

awareness of their internal feelings promoted by confidence and purpose. It can be additionally 

described as a person’s “psychological state, expressed in self-confidence, enthusiasm, and/or 

loyalty to a cause or organization (Morale, 2017). Morale flows from people’s conviction about 

the righteousness or worth of their actions and the hopes of high rewards (material or otherwise) 

in the future” (Morale, 2015). The term morale was infrequently used prior to World War II 

(Hunter-Boykin, Evans, & Virden, 1995). Govindarajan (2012) describes morale as “set within 
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the framework of organizational theory with an individual’s progression toward the achievement 

of organizational tasks and one’s perceived job satisfaction within the total organization.” 

Morale can be linked to motivation through the scientific principles defined in the 

research performed by Frederick Winslow Taylor in the early nineteenth century. Taylor 

examined the major role motivation achieved related to productivity and its relationship to 

environmental and managerial factors (Ireh, 2016). Research explores the direct relationship 

between personal emotions and one’s drive to become productive (Ireh, 2016). 

  

Teacher Morale  

Teacher morale can be defined as an internal feeling of self-worth related to enthusiasm. 

Morale is an internal feeling that cannot be observed visually but is completely influenced by 

external and environmental factors (Rowland, 2008). Recent actions that have had a negative 

effect on teacher morale include but are not limited to new teacher evaluation systems, high-

stakes standardized testing, and interference from policymakers in regard to curriculum 

development (Noddings, 2014). Public scrutiny, standardized testing, and pressure to educate 

children who lack the basic needs in life add more stress to the continuously changing negative 

climate (Hytten, 2010). Popham and DeSander (2014) described the exit of thousands of teachers 

from the profession annually due to the current mismanagement of the evaluation models being 

used. They described this phenomenon: “the vast majority of U.S. teachers appear to display 

little interest in the nuts and bolts of the systems that could cost them a job or a career.” Smith 

and Royal (2010) described various studies that examine the complexity of morale, 

characterizing it as intangible and difficult to measure and define. In addition, Smith and Royal’s 

research defined morale of teachers as influenced by their current state of mind. Teacher morale 

can vary depending on environmental circumstances. Heick (2013) discussed how teaching is a 
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very emotional craft; he explained that the turnover rate among new teachers leaving the 

profession after the first five years is around 46 percent. Many non-vested teachers, perceiving a 

lack of support from their building administrators, can become overwhelmed and as a result be 

unsuccessful in the classroom. 

 

School Morale 

School morale is best described by “the ambiance and atmosphere that permeates a 

building when one enters it” (Christopherson, 2008). It is echoed throughout the school building 

and present on the school grounds on a daily basis. It is the way in which the principal chooses to 

greet students when they step off of the bus in the morning, the way teachers interact with one 

another, the way the cafeteria staff connects with the hungry students at lunchtime, or the way 

the secretaries welcome all visitors to the school. Parents can feel the morale when they 

accompany their children inside of the building. Although school morale is difficult to measure, 

there is no denying that its presence is strong. School morale is comprised of countless 

interactions and reactions between individuals as they spend their school days together. It has 

been said to be “elusive but tangible” (Christopherson, 2008). As hard to predict as the weather, 

one knows when building morale is good and also when it is not. 

When school morale is high, no matter the obstacles or circumstances facing the staff 

they are staying positive, counting on one another, banding together to create a better 

environment for their students. Those that believe in one another and support one another are 

essentially contributing a solid foundation to the school morale. It is about creating an 

atmosphere, both conducive to learning, working, and living that is healthy for the students and 

the employees. All individuals involved spend a great deal of their time in the school; it becomes 

essentially a home away from home for students, teachers, and staff. 
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Morale and High-Stakes Testing 

High-stakes testing has affected school districts throughout the United States. 

Policymakers could argue that high-stakes testing is a necessary component to generate higher 

academic achievement. Defenders of these testing methods argue that data populated from high-

stakes testing provides administrators and educators with crucial data on student academic 

achievement levels. During changes to the Every Student Succeeds Act (ESSA) of 2015 with 

compliance to NCLB, policymakers imposed that all states must administer standardized tests. 

These mandates put in place specific guidelines requiring all students in Grades 3 through 8 to 

complete standardized tests in the areas of math and language arts.  

Information gathered from high-stakes testing provides districts with a focal lens which 

influences professional development geared towards individual building needs (Blazer, 2008). 

On the other hand, many educational professionals view it as a time-consuming activity that 

creates tremendous negative consequences within the educational realm. Non-supporters argue 

that high-stakes testing contributes to repetitive instruction, while limiting innovative classroom 

strategies (Yeh, 2005). Blazer’s research explored several negative consequences connected to 

districts that are subjected to high-stakes testing. Some of these consequences included 

narrowing of the curriculum, lack of focus on non-tested subject-areas, excessive test 

preparation, and increased anxiety amongst students and teachers (Blazer, 2008). 

High-stakes testing can add stress and pressure to traditional teaching environments. 

Stress can play a leading role in lowering teacher morale. Skaalvik and Skaalvik (2009) 

conducted research which examined environmental factors that can produce stress among 

educators. Two environmental factors that produced stress were lack of support among 

administrators and student achievement. Lower teacher morale has been reported as a result of 

high-stakes testing. Teachers’ increased feelings of lack of self-worth and growing pressure from 
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performance quotas have generated lower teacher morale. The fear of job insecurity has 

influenced building climate across schools (Nicholas & Berliner, 2008). Blazer (2008) reported: 

“Taylor and Colleagues’ 2002 survey of Colorado teachers found that 81% of teachers reported a 

decrease in faculty morale that they attributed to the implementation of the state’s high-stakes 

testing program” (p. 6). Based on the risks associated with high-stakes testing, Norman (2010) 

discussed findings of lower morale among teachers exposed to such tests. Findings indicated that 

lower morale was evident due to scrutiny and pressure to close the achievement gap of students 

performing below expectations.   

Historically, NCLB stated that all students must be “proficient” by the end of the 2013-

2014 school year. These demands generated a shift in traditional classroom expectations and 

increased emphasis on the standardized testing model (Lyons, 2017). As Klassen and Chiu 

(2010) asserted, “Teaching is a stressful occupation and high levels of occupational stress have a 

strong effect on a teachers’ performance, career decisions, physical and mental health, and 

overall job satisfaction” (p. 342).  

In 2012, The TEACHNJ Act was established along with AchieveNJ to implement 

evaluation ratings for teachers. These ratings were developed to measure student growth and 

apply their growth numerically to factor in on a teacher’s final evaluation score. Standardized 

tests such as the PARCC were utilized to calibrate student growth. Students were measured 

against comparable peers to determine if growth was deemed high, typical, or low. These factors 

had a significant influence on teacher evaluation scores based on the student’s growth percentile 

(Johnson, 2017). New Jersey calculates an educator’s final evaluation rating, mSGPs are then 

converted to a 1.0 to 4.0 score, then weighted and included along with the other measure(s) of 

educator practice and student achievement. In addition to teachers, principals are accountable for 

schoolwide SGP data if enough tested grades and subjects are taught in their school building. 
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These scores represent the median of all qualifying SGP scores in a principal’s school. For 

school principals with tested grades or subjects, 10% of their summative evaluation is based on 

schoolwide SGP data (Achieve NJ, 2017). 

 

School Climate 

All schools have individual environments that can be felt as soon as a visitor enters the 

school building. The same environment is also felt daily by those that inhabit the building for 

work or to learn. Depending on certain factors, a school can feel “friendly, inviting, and 

supportive” while others can sometimes feel “unwelcoming and even unsafe” (Loukas, 2007). 

Numerous attitudes, feelings, and assumptions are brought out when immersed in a school’s 

individual environment, which is regularly referred to as school climate. School climate is often 

defined by “the quality and character of school life” for students, teachers, and staff (National 

School Climate Center, 2017). School climate is undeniably difficult to measure; however, it is 

based largely upon the “patterns of students’, parents’ and the school personnel’s experience” of 

daily life within the school building environment (National School Climate Center, 2017). It is 

comprised of the school’s goals, norms, values, organizational structures, learning, and teaching 

practices, as well as interpersonal relationships. A viable school climate is one that is positive in 

nature and is best able to foster the effective learning and development needed to produce future 

contributing members of society. 

 

School Conditions and Teacher Morale 

The lack of proper funding for schools can have a negative effect on teacher morale. 

Often teachers are faced with budgetary limitations and must resort to utilizing their own funds 

to provide needed supplies for their classrooms. School districts formerly known as Abbott 



PRINCIPAL LEADERSHIP AND TEACHER MORALE 

 

20 

Districts serve communities that have large numbers of pupils who are considered to be part of 

the lowest socioeconomic status, by data collected from students who participate in the free and 

reduced lunch programs (New Jersey Department of Education, 2017). New Jersey Department 

of Education’s District Factor Group Scale provides a socioeconomic group reading for each 

New Jersey school district. New Jersey’s Abbott District System was reintegrated into the New 

Jersey Schools’ Development Authority in 2007 (New Jersey Department of Education, 2017). 

Lyons’ (2017) research greatly supports the assertion that the implications of exterior 

socioeconomic factors can have negative effects on teacher morale ideals and practice in the 

classroom. Lyons explained: “In 2016, TIME Magazine reported “on average, most spent nearly 

$500 last year and one in 10 spent $1,000 or more. All told, a total of $1.6 billion in school 

supply costs that shifted from parents or, increasingly from cash strapped districts on to teachers 

themselves” (p. 40). Environmental factors and lack of needed supplies can put a strain on 

teachers and add stress in the working environment. Teachers may seek better working 

environments if faced with continuous resource deficits in lower funded districts. Lower morale 

and higher teacher turnover can be a result of poor environmental factors (Earthman & 

Lemasters, 2009). 

 

Former Abbott Districts 

School districts formerly labeled by the New Jersey Department of Education (NJDOE) 

as Abbott Districts achieved such classification due to the characteristic of having a large 

population of students who fell well below the poverty line. Former Abbott Districts were 

assigned by the NJDOE to the lowest District Factor Groups (New Jersey Department of 

Education, 2017). Norman (2010) analyzed causes of diminishing staff motivation; his research 

uncovered a strong correlation between increased work environment pressures and school 
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districts with large populations of pupils from lower socioeconomic status households. 

Additionally, the research uncovered that teacher retention and motivation issues existed in such 

school environments (Norman, 2010). Norman stressed that school leaders must make it a point 

to establish open lines of communication as well as provide relevant professional development 

opportunities to promote growth amongst all staff. Hytten (2010) explained: “In such conditions, 

where morale is low, anxiety is high, budgets are insufficient, and the life prospects of students 

in the community are grim, we need much more than individual teachers who are hopeful to 

change the course of our education future” (p. 2). 

 

Socioeconomic Impact on Teacher Morale 

Teachers who work in low socioeconomic status school districts are often faced with 

challenges resulting from high poverty within the community. In turn, this can result in low 

parental involvement; back to school nights and other school-sponsored events frequently have 

poor attendance. Unfortunately, this can be due to one or both parents working multiple jobs, 

specifically during evening hours, to support their families or to the inability to secure childcare. 

Another challenge is the communication barrier: low socioeconomic status communities speak 

various foreign languages, making it difficult for teachers and parents to communicate 

effectively. When the school cannot communicate effectively with its students’ parents and vice 

versa, a strong bond cannot be formed, and the teachers will perceive that they do not have the 

support of their students’ parents (Murray, 2012). Without parental support, behavior issues in 

the classroom may increase. Additionally, academic performance can suffer due to the lack of 

parental support or knowledge to help with homework. Those same teachers may become 

frustrated, discouraged, and experience low teacher morale. Low socioeconomic status school 

districts also face yearly budget cuts and a lack of funds and adequate classroom supplies. 
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Teachers often resort to spending much of their own paychecks on the classroom materials that 

they view a necessity for their students. When teachers are faced with such challenges, they tend 

to adopt a negative outlook and as a result lower the academic expectations of their students 

(Murray, 2012). 

 

An International View of Teacher Value 

When examining an international view of teacher value through the lens of respect and 

pay, the United States ranks merely average on the global stage. During 2013, The Varkey 

Foundation examined a global study focused on the social status of educators. After a 

comprehensive examination, a conclusion was made that several Asian societies developed a 

deeper respect for teachers versus the larger Western hemisphere of the world. “The Global 

Teacher Status Index found that when examining 21 countries, on average, teachers ranked 

seventh in a pole of 14 respected professions, just above social workers and librarians. China was 

the only country where teachers were considered as highly skilled as doctors,” their report 

related (Pisa, 2017). 

Research conducted by Peter Dolton examined perspectives of teachers in 21 countries 

globally. Dolton’s research concluded that “based on the history, values and norms of a 

particular culture greatly influenced the overall value of teachers within their society” (Pisa, 

2017). His data also supported evidence that concluded countries with greater respect for 

educators would ultimately have a positive impact on encouraging youth to enter the profession. 

Countries who highly support careers in education included South Korea, Turkey, Egypt, and 

China. 
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Global Outlook on Teachers, Morale, and Income 

 

In an international study by Mackenzie (2007) focused on schools located in Australia, 

morale was analyzed as a complex issue. The research suggests teachers impacted by lower 

morale appear to be less effective in the classroom. The literature uncovered in the study 

suggests that morale is complex and varies within different levels (Mackenzie, 2007). 

The Alliance for Excellent Education reported that there were nearly 3.4 million teachers 

during 2015, and more than 13% of all teachers left the profession or moved buildings within 

that year (Ward, 2015). Ward’s research suggested that morale began its downfall in the 1980s 

due to the newly enacted education reforms. Measuring this phenomenon was determined by the 

decline in graduates pursuing the field of teaching. Ward (2015) noted: “Over the last few 

decades, teacher professionalism and morale declined as education was turned into a market with 

a push for high-stakes testing and a centralized control of education” (p. 3). In 2012, The Met-

Life Survey of Teachers suggested a drastic decline in teacher satisfaction, when surveying 

educators, in the category of “very satisfied.” In a poll conducted between 2008 and 2012, 

teachers who stated this level of satisfaction dropped 23%. Ward credits Finland’s success in 

education to its continued investment in its schools and teachers and lack of interventionist 

strategies (Ward, 2015). When studying any educational phenomenon, it is imperative to explore 

all aspects of education and society, demographic groups, and geographic location levels (Bray 

& Thomas, 1995). 

From the global perspective of monetary appreciation, research identifies average teacher 

salaries in varying countries. According to The Organization for Economic Co-Operation and 

Development (OECD), 34 countries were examined. Myers focused his research on the top 10 

countries with respect to salary. His 2013 research suggested that in of these top-paying 

countries, the average teacher’s salary was roughly $50,000 per year. Luxemburg ranked first, 
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paying teachers $99,000 per year. Germany ranked second with the average salary of $65,843. 

Canada ranked third at $63,557, while the United States ranked in the middle of the pack with an 

average salary $53,758. Norway ranked much lower with an annual salary of $44,538. When 

examining the top 10 ranked countries, great disparities appear with a difference of more than 

$50,000 between the first and the 10th place listed countries (Anderson, 2017). 

 

Leadership 

Burns (2003) described and developed the ideology of transformational leadership in that 

transformational leaders are characterized as being inspirational motivators, influencing 

intellectual stimulation, and are highly sensitive to the consideration of others in the workplace. 

Quin, Deris, Bischoff, and Johnson (2015) asserted: “Leadership is a set of learned practices that 

can be employed by an individual willing to make a difference. The transformational leadership 

practices allow the principal leader to achieve the goals set by the organization and obtain 

exceptional results.” 

Burns (2003) describes different variations of leadership behaviors. These leadership 

behaviors are described as transformational and transactional. Transformational leaders focus on 

strategies to motivate and encourage to optimize productive change. These transformational 

leaders understand the importance of building relationships with workers and developing deep 

communication lines to address needs to promote productivity. They are often charismatic in 

their approach. Yukl (2002) explains that leaders with transformational qualities approach 

workers with strong ethical traits, focusing on the greater good for all instead of personal gain. 

Their leadership methods find strength in applying power to the working force, not having a 

focus on power over. Transactional leadership focuses on motivating personal for exchangeable 
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needs. This leadership ideology focuses on utilizing bartering to promote motivation (Burns, 

2003). 

The Trait Theory of Leadership explores individual traits linked to successful leaders. 

Traits examined were natural traits such as physical appearance, intelligence, ability, and social 

background (Taylor, 1994). This theory explored whether leaders were born with specific traits 

that would contribute to becoming natural born leaders. However, Taylor’s research was 

inconclusive.  

Additional research conducted by Hackman and Johnson (2000) suggests that three 

factors dominantly exist in effective leaders. These three dominant traits are interpersonal 

factors, administrative factors, and cognitive factors. Additionally, effective leaders exhibit the 

following 10 characteristics: 

1. Have high levels of integrity 

2. Are sensitive 

3. Exhibit self-confidence 

4. Appear emotionally stable 

5. Are successful at problem-solving 

6. Are good at decision making 

7. Are critical thinkers 

8. Are effective planners 

9. Are organized 

10. Appear creative 
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Principal Leadership 

  

In the northern United States, principals have been found in leadership roles since the 

1800s. The title “Principal Teachers” was reserved for educators who took on additional 

managerial roles outside their primary role as educators. These quasi-administrative roles 

became more common after the expansion of schools that were originally one-room structures 

(Pierce, 1935). As populations increased, more and more students required proper education, 

thus greatly contributing to the expansion of the American school system. Principals, like 

teachers, took on additional roles and increasing responsibilities throughout the continuous 

transformation of education. Throughout the 1960s and 1970s, the leadership responsibilities of 

school principals grew dramatically. Principals’ new responsibilities included: improving 

instruction, observing classroom teachers, discipline, and fiscal responsibilities (Gurr-Mark, 

Drysdale-George, & Mulford, 2010). The basic descriptive daily tasks of a principal still have 

characteristics of the “Principal Teacher’s”4+ origin, but principals’ essential role has 

transformed (Krasnoff, 2015). 

Collectively, there has been no record of a high-achieving school district that met 

academic success through student growth without the support of a building principal. This 

phenomenon can be best described in this assertion: successful schools are a direct result of an 

established staff that is both motivated and driven by an effective building principal (Leithwood, 

Harris, & Hopkins, 2008). Daily roles of an effective principal include disciplinarian; curriculum 

expert; community leader; communication expert; policy advocate; responder to student need; 

scheduling overseer; state testing coordinator; and peace keeper among staff, teachers, students, 

and parents (DeVita, Colvin, Darling-Hammond, & Haycock 2005). In today’s educational 

climate, “They can no longer function simply as building managers, tasked with adhering to 

districts rules, carrying out regulations and avoiding mistakes. Principals today must be 
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instructional leaders capable of developing a team of teachers who deliver effective instruction to 

every student” (Wallace Foundation, 2013, p. 6). Principals employed in high-achieving school 

districts create positive change in their building by creating a positive school climate and 

building trust amongst all stakeholders (Leithwood et al., 2008). 

Principals have the ability to be effective and influence the success and growth of student 

performance and teacher retention. A survey administered by the Bill and Melinda Gates 

Foundation in 2010, polling more than 40,000 teachers, revealed that effective principal 

leadership is strongly tied to teacher attitudes and positive working conditions. Above those two 

items, “supportive leadership” ranked most imperative with regard to teacher success and 

retention. A report completed by the Public Education Network examined the causes of failure 

and success of new non-vested teachers. According to the National Association of Elementary 

School Principals (2013), “New teachers working in schools run by principals they describe as 

effective and competent had a much easier transition into teaching. Teachers gave high marks to 

principals who made it easy for them to ask questions and discuss problems, and those that 

provided them with assistance, guidance, and solutions.” 

Through effective leadership practices, principals can motivate teachers, articulate school 

visions, achieve building goals, and support instruction and learning that supports optimal 

growth (Loeb, Kalogrides, & Horng, 2010). In order for a principal to be effective and achieve 

positive school outcomes, according to Wallace (2013), principals must own the responsibility of 

these five aspects of their role:  

1. Shaping a vision of academic success for all students based on high standards 

2. Managing people, data, and processes to foster school improvement 

3. Cultivating leadership in others so that teachers and other adults assume their parts in 

realizing the school vision 
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4. Improving instruction to enable teachers to teach at their best and students to learn to 

their utmost ability 

5. Creating a climate hospitable to education so that safety, a cooperative spirit, and 

other foundations of fruitful interaction prevail 

 

Paraprofessional Staff Outlook on Principal Leadership 

 

Paraprofessionals in public schools play a vital role in student success and daily 

operations of the building. Similar to their teacher counterparts, they fall under the guidance of 

the building principal(s) and administrative staff. Support and paraprofessional staff are active 

contributors to the learning community, sometimes taking on the role of assistant teacher within 

the classroom or acting as a one-to-one aide for children with various needs in accordance with 

their Individualized Education Plans (IEPs). In many ways, support and paraprofessional staff 

are very much the eyes and ears within a school building due to their hands-on role in the 

educational setting. 

In a prior study conducted by Sheridan (2007), in which leadership practices in 

elementary schools were investigated, results “revealed no significant differences on the 

leadership practices of modeling, inspiring and encouraging” (Sheridan, 2007). When examining 

the leadership scores of challenging and enabling for principals, the results were far greater than 

for the non-administrator staff. In fact, the highest scored frequency of principals in the LPI was 

model and enable, closely followed by encourage, challenge, and lastly, inspire. Although the 

leadership practices patterns closely resembled those of paraprofessionals, challenge was ranked 

fifth in frequency (Sheridan, 2007). Sheridan unexpectedly found that “paraprofessionals under 

the age of 30 scored principals lower on each of the leadership practices than did their 

counterparts over the age of 30.” Sheridan used the LPI to measure paraprofessionals’ perception 
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of leadership qualities among their administrators. Sheridan’s research concluded no significant 

contrast between paraprofessionals and elementary principals and their perceived support 

provided by school principals to meet NCLB support staff obligations. 

  

The Leadership Challenge 

 

The Leadership Challenge revolves around the research conducted by James M. Kouzes 

and Barry M. Posner focusing on leadership practices within organizations. Although public 

schools do not operate as for-profit entities, many of the guiding principles in for-profit 

companies have the potential to be applicable in the educational setting—specifically, the critical 

role that school principals play in building their staff into a cohesive unit and overcoming daily 

obstacles (Kouzes & Posner, 2012) By utilizing what Kouzes and Posner coined as “The Five 

Timeless Practices of Exemplary Leadership” school administrators should be on their way to 

achieving success within their schools and with their staff. 

The Five Leadership Practices outlined in Kouzes and Posner’s Leadership Challenge, 

2012 are as follows: 

1. Model the Way 

2. Inspire a Shared Vision 

3. Challenge the Process 

4. Enable Others to Act 

5. Encourage the Heart 

The LPI is a tool created by James M. Kouzes and Barry Z. Posner (2012) to gain a 

deeper understanding of an employee’s perspective of his or her employer’s effectiveness as a 

leader. The LPI is an instrument developed to scale the leader’s effectiveness based on 

subordinates’ perceptions of the leader’s behaviors (Kouzes & Posner, 2012). These data are 

http://journals.sagepub.com/author/Posner%2C+Barry+Z
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collected through a 30-question survey based on the five exemplary acts of leadership outlined in 

The Leadership Challenge. The LPI focuses on gauging the leader’s effectiveness in the areas of 

modeling the way, inspiring a shared vision, challenging the process, enabling others to act, and 

encouraging the heart. As Kouzes and Posner explain, “This device was developed to be applied 

in all traditional working environments and was developed using a variety of samples of 

managers and their subordinates employed in both public and private sector organizations.” 

Direct feedback and data collected from analysis is anonymous and is solely utilized as a 

reflective component to develop stronger leadership qualities and foundational skills for effective 

leaders. 

 

Connection Between Teacher Morale and Principal Leadership 

Research suggests that there is a relationship among principal leadership styles, 

leadership effectiveness and morale. Whitaker (2003) makes this concept clear, explaining that 

principals set the tone for the entire building: “Effective principals understand that they are the 

filters for the day-to-day reality of school. Whether they are aware of it or not, their behavior sets 

the tone” (p. 27). Literature implies that several controllable factors can affect morale in a school 

and are related to leadership practices. High morale and low morale can be influenced by the 

environment created by the building’s administrator and/or principal. Research suggests that 

teachers need to feel the administrator is knowledgeable and competent. In addition, strong and 

frequent communication is necessary among building administrators, who must value input from 

and collaboration with teachers in the decision-making process (Rowland, 2008). Hunter-Boykin 

et al. (1995) describe that maintaining high morale in the workplace depends on the working 

relationship between principals and staff.   



PRINCIPAL LEADERSHIP AND TEACHER MORALE 

 

31 

Principals are the foundation of every building’s academic success through their 

cultivation of and influence on daily activities (Leithwood, Begley, & Cousins, 1992). Research 

indicates that effective schools have strong principals with effective leadership characteristics. 

Their research supports that principals influence the success and job satisfaction of teachers. 

Leadership practices have a direct effect on student achievement depending on their approach to 

leadership styles and resulting effectiveness. Transformational leaders have a positive influence 

on staff morale and motivate using a collaborative leadership style. Additional research 

highlighted that perceptions on leadership styles and effectiveness have a direct outcome on 

school culture and morale. Hopkins (2001) dedicated research to promoting building higher 

morale and leadership effectiveness through sharing a principal’s authority with teachers and 

allowing them increased leadership responsibilities. 

 

Conceptual Framework 

In their work toward effective leadership, principals must first understand the motivation 

of their staff, both individually and as a group; this is where Maslow’s Hierarchy of Needs plays 

a critical role. An individual who wishes to lead must first have followers; applying Maslow’s 

theory will help get staff members on board to initially buy into visions and goals which are 

closely tied to school leadership practices and outcomes. By understanding what motivates staff, 

the leader can gain insights on what type of needs are driving the staff’s desires and ultimately 

shaping their goals (Zimmerman, 2018). 

 According to Maslow’s theory when applied to an educational school staff setting, the 

leader(s) must nurture the staff in such a way that individual growth can be experienced. This is 

present in the form of staff members being able to freely move up through the levels of 

Maslow’s Hierarchy of Needs (Zimmerman, 2018). However, this can only be accomplished by 
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leaders first making a deliberate effort to identify individual and entire staff needs in an attempt 

to cultivate job satisfaction and will ultimately result in positive teacher morale. If leaders fully 

apply Maslow’s theory, all staff will be empowered to progress through the pyramid, fulfilling 

different needs along the way and ultimately contributing to the overall improvement and 

success of the school during their own individual journeys.  

An outline of examples of how to align needs of staff in schools using Maslow’s 

hierarchy is as follows: 

1. Physiological Needs: Create a “Home away from home environment” for staff, that is 

comfortable and positive, and provide each employee with a generous salary. 

2. Safety Needs: Communicate rules and regulations clearly, provide job security in the 

form of tenure, practice transparency regarding the school’s current status and future 

plans both financially and educationally, eliminate threatening behaviors from 

leadership team. 

3. Love/ Belonging Needs: Encourage professional development and community 

groups, model being part of a team, encourage teamwork, provide school-sponsored 

social gatherings or opportunities, utilize morale and job satisfaction surveys to 

collect feedback, set total team goals and compensate on the basis of performance. 

4. Esteem Needs: Include staff in goal setting and decision making as much as possible; 

provide coaching, mentoring, and career development opportunities; infuse positive 

reinforcement practices; create a system dedicated to staff recognition.  

5. Self-Actualization: Encourage classroom innovation and risk taking, provide job 

rotation so teachers can become more well-rounded with the grade levels, provide 

state-of-the-art professional development opportunities, provide staff with a 

supportive leadership team. 
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Summary and Conclusions 

The above literature review serves as an in-depth analysis highlighting numerous factors 

that contribute to principal leadership styles in relation to teacher morale. This chapter discussed 

important components including the ongoing reforms with which New Jersey schools are often 

challenged, understanding teacher morale in relationship to a high-stakes testing environment, as 

well as the unique challenges faced while teaching in areas with higher poverty rates. 

Additionally, Chapter 2 discussed effective leadership practices and examined the the Five 

Practices of Exemplary Leadership, provided an overview of related literature, and presented the 

theoretical framework. Chapter 3 will outline a plan to determine if principal leadership and 

teacher morale are impacted by a teacher’s consecutive years of service, exposure to high-stakes 

testing, and educating students in low socioeconomic status environments. 
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Chapter 3: Research Methods 

Research methods utilized to conduct the study will be described in this chapter. A 

detailed explanation of the methodology utilized will include the quantitative paradigm, 

participant description and sampling, procedures, and instruments used. At the conclusion of 

Chapter 3 plans of data analysis, ethical considerations, and future plans for presenting results 

will be shared. The driving inquiry behind this research study was to determine if a relationship 

exists between principal leadership and teacher morale in a K-12 school setting. In order to have 

a deeper understanding of whether a relationship does, in fact, exist, the following research 

questions were examined: 

1. Is there a relationship between principal leadership and teacher morale when 

examining teachers’ consecutive years of educational service? 

2.  Is there a relationship between principal leadership and teacher morale when 

examining teachers involved in high-stakes testing? 

3. Is there a relationship between a school’s socioeconomic status and teacher morale? 

An in-depth research study was conducted to answer the above stated research questions. 

The teacher morale and principal leadership variables were examined by utilizing two survey 

instruments. In order to effectively address the proposed research study problem and evaluate the 

research questions, this study followed a correlational research study design. The PTO was 

administered to gauge each participant’s individual overall sense of morale. Participants 

completed an additional instrument: the LPI. Both instruments were then combined into one 

electronic online survey totaling 62 questions. The survey was utilized to collect data to gauge 

teacher and staff morale as well as determine the level of perceived effectiveness of the principal 

within the school building. While gathering data, there was a specific focus on leadership 
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characteristics which are directly related to the the Five Practices of Exemplary Leadership. 

These leadership characteristics included (Kouzes & Posner, 2012): 

1. Model the Way: School leaders make it a point to lead their staff by example, 

modeling best practices at all times and constantly pushing others towards achieving 

collective goals. 

2. Inspire a Shared Vision: School leaders are at the forefront of the school’s vision; 

they work hard to share excitement about the future while enlisting all stakeholders to 

share in the dreams and turn them into believers and owners of that vision. 

3. Challenge the Process: School leaders act as change agents for the school; they are 

not afraid to take risks, make mistakes or try things that shake up the traditional 

school environment. They view bumps along the way as an opportunity to learn and 

reflect on past practice and strive to continually improve the process. 

4. Enable Others to Act: School leaders passionately work to have their team of 

colleagues act as a team. This is achieved by first building a framework that includes 

trust, appreciation, respect, and poise. 

5. Encourage the Heart: School leaders recognize the hard work and dedication of their 

staff. They operate under the idea that those who feel appreciated will go above and 

beyond expectations. All stakeholders share in the successes of the school and are 

rewarded for their efforts. 

 

Setting 

A total of 64 schools located in northern New Jersey were randomly selected and 

contacted through email to participate in the research study by completing an online survey. Of 

the 64 schools, 14 schools voluntarily participated. The participating schools ranged in 
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socioeconomic status as outlined by the District Factor Grouping. Principals and district 

administrators were initially contacted with a research study request. Once building principals/ 

district administrators agreed to allow staff to participate in the study, the researcher requested 

that administrators forward the electronic survey link via email to all teachers and 

paraprofessionals within their school. All volunteers were contacted through electronic email. 

Both teachers and paraprofessionals within the schools were asked to complete the anonymous 

survey online using the platform provided through the free application Google Forms (Refer to 

Appendix F). 

 

Research Design and Rationale 

This research study was quantitative in nature and utilized a research design that 

employed a correlational study technique. The electronic survey was administered, and responses 

were analyzed in an effort to justify the research question conclusions. Data were evaluated 

utilizing an Independent Sample t Test. During this portion of the research the collected data 

were carefully uploaded with zero interference to the integrity of the study. The researcher 

participated in this process as only an objective observer. Informational data were collected and 

analyzed using a quantitative correlation approach, and the results would determine if principal 

leadership has an effect on teacher morale. Participants responded to various statements by 

ranking their answers across a 10-point Likert scale.   

 

Instrumentation 

The two instruments utilized to survey research study participants were the PTO and the 

LPI. The PTO was designed to supply a comprehensive measure of teacher morale attitudes, 

feelings, and beliefs as experienced by each individual staff member within their respective 
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school buildings. The LPI is a comprehensive questionnaire that contains 30 behavioral 

statements, broken down as six statements for each of the Five Practices of Exemplary 

Leadership (Kouzes & Posner, 2012).  

 

Methodology 

Distribution of the surveys was done randomly; teachers and support staff received the 

survey via email.  The researcher requested that the surveys be completed anonymously using 

Google Forms. Upon completion, survey responses populated automatically to a separate online 

spreadsheet organized by each research statement using Google Forms. All responses were 

collected electronically and analyzed by the researcher using the Pearson Product Moment 

Correlation Coefficient (Pearson r). The correlation coefficients were then calculated to 

determine if there is a significant relationship between teacher morale and principal leadership.   

There was a total of 14 participating schools. Ten schools were categorized as elementary 

level, serving students in kindergarten through fifth grade. Four schools were categorized as high 

school level, serving students in ninth grade through 12th grade. Survey questions that solely 

served the purpose of collecting the background information data of all participants contained 

responses with the options “Yes” or “No.” After uploading response data to Excel, they were 

then numerically coded. In Table 1, the coding is explained. 

This researcher examined the following five traits that relate to specific leadership 

characteristics referred to as the Five Practices of Exemplary Leadership. These leadership 

characteristics were Inspire, Challenge, Enable, Encourage, and Model the Way (Kouzes & 

Posner, 2012). These specific questions linked leadership characteristics or qualities to each of 

the categories. Questions were earmarked accordingly to analyze the data. Table 2 refers to the 

number of the individual question and its affiliation with the five leadership characteristics. 
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Table 1  

 

Response Conversion 

 

Question content Numeric conversion 

Aide / Para-professional / Support staff 2 

Teacher 1 

1 – 9 consecutive years of service  4 

10 + consecutive years of service 7 

High-stakes testing “YES” 1 

High-stakes testing “NO” 2 

Formally classified as Abbott “YES” 1 

Formally classified as Abbott “NO” 2 

Rural 1 

Non-rural 2 

 

 

Table 2 

 

Question Affiliation to Principal Leadership, Teacher Morale, and the Practices of Exemplary 

Leadership 

 

Practices of exemplary leadership 

 

Principal leadership questions 

 

Teacher morale questions 

 

Inspire 9, 14, 19, 25, 30, 35 44, 47, 50, 48, 57 

Challenge 10, 15, 20, 26, 31, 36 42, 56, 60, 45, 61 

Enable 11, 16, 21, 27, 32, 37 41, 49, 59, 53, 62 

Encourage 12, 17, 22, 28, 33, 38 43, 46, 51, 58, 39 

Model the way 8, 13, 23, 29, 34, 18 40, 54, 55, 52, 63 

 

Table 2 reflects how each survey question was broken down and categorized to represent 

each of the Five Pillars of Exemplary Leadership Practices. However, when analyzing the survey 
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question data, the researcher chose two questions that represented each pillar of exemplary 

leadership practices, which is reflected in Table 3. 

 

Table 3 

 

Selected Sample Questions Chosen to Conduct an Independent t Test Representing the Practices 

of Exemplary Leadership 

 

Practices of exemplary leadership 

 

Principal leadership questions Teacher morale questions 

Inspire 9, 14  44, 47 

Challenge 20, 26 60, 45 

Enable 32, 37 53, 62 

Encourage 12, 17 58, 39 

Model the way 23, 29 54, 63 

 

Table 3 serves as a representation of the specific survey questions chosen by the 

researcher to conduct an Independent t Test analysis of the data set. Two questions pertaining to 

principal leadership and two questions specifically aligned towards teacher morale were targeted 

for each of the categories of the Five Pillars of Exemplary Leadership Practices as outlined in the 

survey. 

 

Population Selection 

The research study was conducted by collecting data from 14 public schools in northern 

New Jersey. All participants were employed within public schools that were serving students of 

varying grade levels, but encompassed all grades kindergarten through 12th grade. The schools 

varied in population served, demographic make-up, student body size, and socioeconomic status. 

Participants were categorized as either full-time or part-time staff at each of the schools and 
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included teachers and paraprofessionals. Each school had its own unique characteristics which 

included the school’s vision, district goals, leadership practices, student population, size, 

location, socioeconomic status, extra-curricular activities, professional development initiatives, 

per pupil funding, etc. No two schools were alike, and the survey respondents answered the 

questions based upon their own individual experiences in their respective school building 

environments.  

 

Research Procedures, Recruitment Procedures, Participation, and Data Collection  

Participants within the research study were strictly teachers and paraprofessionals 

currently employed in the 14 schools located in northern New Jersey. The sample included full-

time and part-time staff at each of the schools. All participants voluntarily completed the 

anonymous online survey using Google Forms. At no time did the researcher have any type of 

contact or interaction with the survey participants. 

Using Google Forms as the application platform, the instruments were combined into one 

survey which was administered to the participants electronically. The first survey, the LPI, 

consisted of 30 questions. The second survey, the PTO, consisted of a total of 25 questions. All 

participants thoroughly and successfully completed the combined surveys. Five general 

background questions were utilized to generate data on the participants which included years of 

experience, current role within the school, district demographic information, and if they are 

working in a content area that is affected by high-stakes testing. These specific questions 

generated information on each teacher or paraprofessional’s background. Additional information 

was gathered which included the school’s socioeconomic status and student/ community 

demographics. The online survey was administered to gather the participants’ dispositions based 

on their feelings and attitudes revolving around their principal’s style of leadership and its 
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effectiveness within their place of employment (school district). Within the survey, both the PTO 

and LPI were carefully described to the building administrators prior to receiving notification 

requesting voluntary participation.  

 

Data Analysis Plan 

The data collected were exported from Google Forms and then uploaded to Statistical 

Package for Social Sciences (SPSS) software for analysis. Once participants completed and 

submitted their responses electronically, data were collected and examined by comparing it to the 

inventory. The morale level of participants was calibrated by the PTO; the principal leadership 

styles and practices were measured by the LPI. Each survey contained responses that carried a 

weighted numeric value, essentially letters that generated a numeric value.  

 

Table 4  

 

10-Point Likert Scale Response Choices 

 

Response Numeric equivalent 

Almost never 1 

Rarely 2 

Seldom 3 

Once in a while 4 

Occasionally 5 

Sometimes 6 

Fairly often 7 

Usually 8 

Very frequently 9 

Always 10 
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Results as well as the breakdown of data including all three research questions will be 

presented in Chapters 4 and 5. After the data are evaluated and compared, each research question 

will be analyzed and tested to identify if a relationship exists between principal effectiveness and 

teacher morale. Evidence will be examined by analyzing the results gathered from the electronic 

survey. 

 

Threats to Validity  

The research study encountered some obvious threats to its validity. Specifically, the 

threats to validity—location, schools, the overall sample size, the use of a Likert scale, and the 

participants’ practices of self-reporting when completing the survey—were apparent when 

examining the study population. The validity of the population is a concern, especially when a 

study has a small sample size; “Population validity concerns the extent to which the results of an 

experiment can be generalized from the sample that was studied to a specific, larger group” 

(Gall, Gall, & Borg, 2007, p. 389). Due to the small sample size of both teachers and schools 

utilized for this study, it is challenging to make strong generalizations or draw meaningful 

connections from this study to all public school educators in the United States, or even to all 

teachers in the state of New Jersey. A small sample size of participants can threaten external 

validity, which results in compromising the confidence of the results and the likelihood that they 

will be applicable to other teachers throughout New Jersey or across the entire country. When a 

Likert scale is used to collect data, there is a valid threat to internal validity due to the 

participants responding to statements and questions on a 10-point choice scale. Participants may 

have felt a certain way but were unable to share specifics or further expand on their responses 

due to having to choose a generic response from the 10-point Likert scale. Lastly, self-reporting 

can pose issues that ultimately threaten validity. Participants were required to self-report, and 
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this was largely based on their own feelings about or perceptions of teacher morale and principal 

leadership within their respective work environments. There is a chance that participants could 

have under- or over-reported their perceptions while completing the survey. Also, internal 

validity was threatened if teachers from the same school conversed with one another about the 

survey and ultimately ended up having an influence on one another’s responses.  

 

Ethical Procedures 

Prior to conducting the research study, the researcher first obtained permission to conduct 

the study by submitting a research proposal to her dissertation committee members at Centenary 

University. Next, the researcher submitted the study to Centenary University for IRB approval. 

In order for the researcher to utilize elements of the LPI and PTO, permission was granted by 

both entities (Refer to Appendices D and E). After the researcher successfully completed the IRB 

process and gained approval (Refer to Appendix G), the researcher electronically contacted 64 

randomly selected northern New Jersey school district administrators by email. In the electronic 

correspondence, the researcher shared a summary of the research study and explained the survey 

instruments to be used to conduct the study (Refer to Appendix A). Finally, the researcher 

requested permission from the school administrators to allow their staff to voluntarily participate 

in the research study. Once permission was granted, the school administrator forwarded the 

researcher’s email explaining the scope of the research study and a request for their participation 

on an anonymous, voluntary basis to their staff (Refer to Appendix B). Prior to participants’ 

completion of the survey, informed consent was collected electronically using Google Forms 

(Refer to Appendix C). Upon completion of the survey using Google Forms, a master list of 

survey questions (Refer to Appendix F) and responses was generated in an online spreadsheet. 

The time and date that the survey was completed automatically populated in the spreadsheet. 
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Additionally, the researcher provided participants with her contact information and the contact 

information of her dissertation chairperson in case they had any questions regarding the study. 

Online surveys have become increasingly popular among various types of research (Lappe, 

2000). These surveys provide flexibility in time and location, which gives the participant the 

ability to concentrate more fully on each question. Additionally, the researcher was not present 

while the survey was completed, which reaffirms the anonymity of the study (Ary, Jacobs, 

Razavieh, & Sorensen, 2006).  

 

Summary 

Chapter 3 carefully explains the research methods used to explore whether a relationship 

existed between teacher morale and principal leadership effectiveness in a K-12 school setting. 

The research methods for the study are outlined. Information in this chapter included 

methodology, the quantitative paradigm, participants descriptions, sampling, instruments used to 

conduct the research, and research procedures. Additionally, Chapter 3 outlines the plan of data 

analysis, including ethical considerations. Chapter 4 will share the results collected from the 

analysis.  
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Chapter 4: Research Findings 

 

As outlined in Chapter 1, the purpose of this research study will provide valuable data-

driven insight to the educational community about crucial leadership styles and practices that are 

conducive to both improving and contributing to positive teacher morale. The research 

investigated the relationship between specific principal leadership styles and positive teacher 

morale in a K-12 school setting in northern New Jersey. Research study results and data analysis 

are presented in this chapter.  

 

Data Collection 

Using Google Forms as the application platform, data were collected from all participants 

as a result of their survey completion. The first survey, the LPI, consisted of 30 questions. The 

second survey, the PTO, consisted of 25 questions. All participants thoroughly and successfully 

completed the combined surveys. Five general background questions were utilized to generate 

data on the participants which included years of experience, current role within the school, 

district demographic information, and if they are working in a content area that is affected by 

high-stakes testing. These specific questions generated information on each teacher’s or 

paraprofessional’s background. Additional information was gathered, including the school’s 

socioeconomic status and student/ community demographics. The online survey was 

administered to gather the participants’ dispositions based on their feelings and attitudes 

revolving around their principal’s style of leadership and its effectiveness within their place of 

employment (school district). Within the survey, both the PTO and LPI were carefully described 

to the building administrators prior to receiving notification requesting voluntary participation.  
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Description of Participants 

All research study participants were categorized based on the number of years of 

consecutive service in the field of education. The guidelines used involved “Non-Vested 

Teachers/ Aides” or “Vested Teachers/ Aides.” Those labeled as non-vested had one to nine 

years of consecutive service and those labeled as vested had 10 or more years of consecutive 

service. The above threshold of years was determined based on the New Jersey pension 

guidelines. For a teacher to be fully vested in the state pension system according to the 

guidelines, he or she is required to be teaching beyond 10 years. A total of 138 participants 

completed the survey; 31 participants (22%) were non-vested teachers/ paraprofessionals and 

107 participants (78%) were vested teachers/ paraprofessionals. The breakdown of participants 

with respect to their years of service is detailed in Figure 1. 

 

 
Figure 1. How many consecutive years of service do you have in the field of education? 

 

Research study participants were categorized based on whether they taught subjects with 

high-stakes testing implications. High-stakes testing includes teaching core subjects that are 

evaluated based on annual standardized test scores. Such implications could include being 
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subjected to receiving a mSGP score based on student academic achievement. Of the 138 survey 

participants, 62 participants (44.9%) taught a subject area with high-stakes testing implications, 

while 76 participants (55.1%) did not teach a subject area that had high-stakes testing 

implications. (See Figure 2.) 

 

 

 

Figure 2. Do you teach a subject that has high-stakes testing implications? 

 

All participants were categorized based on the type of district in which they were 

employed. The two categories were former Abbott Districts or Non-Abbott Districts. Former 

Abbott Districts are considered to share characteristics with the lower socioeconomic status as 

defined in NJDOE’s District Factor Groups Scale. Former Abbott Districts are said to contain 

higher populations of lower income students above the average rate in the state of New Jersey 

(New Jersey Department of Education, 2017). Of the 138 survey participants, 39 participants 

(28%) reported to be employed by a former Abbott District and 99 participants (72%) reported to 

be employed by a Non-Abbott District. (See Figure 3.) 

 

 

 



PRINCIPAL LEADERSHIP AND TEACHER MORALE 

 

48 

 

Figure 3. Is your school district classified as a former Abbott District? 

 

Research study participants were categorized based on the geographic location of their 

school. All participating districts were located in northern New Jersey; however, they were 

labeled as either “Rural” or “Non-Rural.” A rural district is characterized by geographic 

isolation, small population size, and remoteness. Of the 138 survey participants, 35 participants 

(25%) worked in a rural district and 103 participants (75%) worked in a non-rural district. (See 

Figure 4.) 

 

 

Figure 4. Choose which best describes the geographic location of your school. 
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Data Analysis 

As Chapter 1 outlined, the purpose of this research study aimed to determine if a 

statistically significant relationship existed between principal leadership and teacher morale. The 

research conducted intended to explore the relationship between teacher morale and principal 

leadership styles and practices by means of examining the data gathered from the survey. The 

results of the survey will be shared in this chapter. The initial data will be revealed by examining 

the means and the standard deviations of each group. Throughout this chapter, data will be 

shared to address each of the three research questions. Finally, the chapter will end with a 

summary discussing the major research findings. The survey data were collected electronically 

using Google Forms and responses were entered electronically into SPSS to ultimately uncover 

results. 

 

Results 

 Results of the research study were based largely upon the in-depth analysis of the three 

research questions which served as the vehicle to drive the exploration. Research Question 1 was 

stated as follows: Is there a relationship between principal leadership and teacher morale when 

examining teachers’ consecutive years of educational service? While analyzing this statement, 

“My principal tries to make me feel comfortable when visiting my classes”, there is no 

significant difference between teachers/ paraprofessionals that have been instructing for nine 

years or fewer (M = 8.48, sd = 1.79) and those that have been instructing for ten or more years 

(M = 67.58, sd = 2.76), t = 1.72, df = 136, p = .09, at the 95% confidence level. These results 

indicated that although the data do not support significance it lies close to the threshold. The 

results for this test are shown below in Tables 5 and 6. Table 5 demonstrates participant 
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responses to the statement: “My principal tries to make me feel comfortable when visiting my 

class.” 

 

Table 5  

 

Group Statistics “My Principal tries to make me feel comfortable when visiting my classes.” 

 

Consecutive years 

of educational 

service 

 

 

N 

 

 

Mean 

 

 

Std. deviation 

 

 

Std. error mean 

 

1 – 9 years 
 

31 
 

8.48 
 

1.79 
 

0.32 

10 + years 107 7.58 2.76 0.27 

 

 

Table 6 

 

Results of t Test and Descriptive Statistics for “My Principal tries to make me feel comfortable 

when visiting my classes.” 
 

 

 

Levene’s test for equality of variances 

 
95% CI for mean 

difference 

 

Score 

 

F 

 

Sig. 

 

T 

 

df 

Sig. 

(2-tailed) 

Mean 

difference 

Std. error 

difference 

  

Lower 

 

Upper 

Equal variance 

assumed 
6.75 0.01 1.72 136 0.09 0.90 0.53 

 
-0.134 1.94 

* p < .05 
 

**This does not meet the criteria of significant difference, but it was close to significance. 

 

 

Research Question 2 was stated as follows: Is there a relationship between principal 

leadership and teacher morale when examining staff involved in high-stakes testing? With regard 

to the statement, “Searches outside the formal boundaries of his/her organization for innovative 

ways to improve what we do,” there is a significant difference between teachers and staff 

involved in high-stakes testing areas (M = 6.32, sd = 2.27) and those not involved in high-stakes 

testing areas (M = 7.24, sd = 2.67), t = -2.14, df = 136, p = .03, at the 95% confidence level. This 

indicates that staff members linked to high-stakes testing feel different or less support from 
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administrators providing innovative ways to assist staff. The results are shown below in Tables 7 

and 8. Table 7 demonstrates participant responses to the statement: “Searches outside the formal 

boundaries of his/her organization for innovative ways to improve what we do.” 

 

Table 7 

 

Group Statistics “Searches outside the formal boundaries of his/her organization for innovative 

ways to improve what we do.” 

 

Do you teach a 

subject that has 

high-stakes testing 

implications? 

 

 

 

N 

 

 

 

Mean 

 

 

 

Std. deviation 

 

 

 

Std. error mean 

 

Yes 
 

62 
 

6.32 
 

2.27 
 

0.29 

No 76 7.24 2.68 0.31 

 

 

Table 8 

 

Results of t Test and Descriptive Statistics for “Searches outside the formal boundaries of his/her 

organization for innovative ways to improve what we do.” 

 

 

 

Levene’s test for equality of variances 

 
95% CI for Mean 

Difference 

 

Score 

 

F 

 

Sig. 

 

t 

 

df 

Sig. 

(2-tailed) 

Mean 

difference 

Std. error 

difference 

  

Lower 

 

Upper 

Equal variance 

assumed 
2.35 0.13 -2.14 136 0.03* -0.91 0.43 

 
-1.8 -0.07 

* p < .05 

 

When analyzing the statement, “Asks ‘What can we learn?’ when things don’t go as 

expected”, there is a significant difference between teachers and staff involved in high-stakes 

testing subject areas (M = 5.92, sd = 2.80) and those not involved in high-stakes testing subject 

areas (M = 7.34, sd = 2.79), t = -2.97, df = 136, p = .00, at the 95% confidence level. This 

indicates a clear disconnect between teachers and staff involved in high-stakes testing and their 
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perception of administrative support when reflecting upon outcomes. The results are shown 

below in Tables 9 and 10. Table 9 demonstrates participant responses to the statement: “What 

can we learn when things don’t go as expected?” 

 

Table 9 

 

Group Statistics for “Asks ‘What can we learn?’ when things don’t go as expected.” 

 

Do you teach a 

subject that has 

high-stakes testing 

implications? 

 

 

 

N 

 

 

 

Mean 

 

 

 

Std. deviation 

 

 

 

Std. error mean 

 

Yes 
 

62 
 

5.92 
 

2.80 
 

0.36 

No 76 7.34 2.79 0.32 

 

 

Table 10 

 

Results of t Test and Descriptive Statistics for “Asks ‘What can we learn?’ when things don’t go 

as expected.” 

 

 

 

Levene’s test for equality of variances 

 
95% CI for mean 

difference 

 

Score 

 

F 

 

Sig. 

 

T 

 

df 

Sig. 

(2-tailed) 

Mean 

difference 

Std. error 

difference 

  

Lower 

 

Upper 

Equal variance 

assumed 
0.04 0.85 -2.97 136 0.00* -1.42 0.48 

 
-2.37 -0.48 

* p < .05 

 

 

Upon analyzing responses to the statement, “Ensures that people grow in their jobs by 

learning new skills and developing themselves,” it becomes clear that there is a significant 

difference between teachers in high-stakes testing areas (M = 6.52, sd = 2.70) and those not in 

high-stakes testing areas (M = 7.57, sd = 2.67, t = -2.29), df = 136, p = .02, at the 95% 

confidence level. This indicates that teachers and staff involved in high-stakes testing feel less 

support from their administrators in learning new skills. The results are shown below in Tables 
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11 and 12. Table 11 demonstrates participant responses to the statement: “Ensures that people 

grow in their jobs by learning new skills and developing themselves.” 

 

Table 11 

 

Group Statistics for “Ensures that people grow in their jobs by learning new skills and 

developing themselves.” 

 

Do you teach a 

subject that has 

high-stakes testing 

implications? 

 

 

 

N 

 

 

 

Mean 

 

 

 

Std. deviation 

 

 

 

Std. error mean 

 

Yes 
 

62 
 

6.52 
 

2.70 
 

0.34 

No 76 7.57 2.67 0.31 

 

 

Table 12 

 

Results of t Test and Descriptive Statistics for “Ensures that people grow in their jobs by 

learning new skills and developing themselves.” 

 

 

 

Levene’s test for equality of variances 

 
95% CI for mean 

difference 

 

Score 

 

F 

 

Sig. 

 

t 

 

df 

Sig. 

(2-tailed) 

Mean 

difference 

Std. error 

difference 

  

Lower 

 

Upper 

Equal variance 

assumed 
0.14 0.71 -2.29 136 0.02* -1.05 0.46 

 
-1.98 -0.14 

* p < .05 

 

 

In response to the statement, “Asks for feedback on how his/her actions affect other 

people’s performance,” there is a significant difference between teachers and staff involved in 

high-stakes testing areas (M = 5.16, sd = 2.84) and those not in high-stakes testing areas (M = 

6.46, sd = 3.08), t = -2.54, df = 134, p = .01, at the 95% confidence level. This indicates that staff 

and teachers involved in the subject areas with high-stakes testing implications perceive 

administrators to not be concerned with obtaining feedback regarding their own actions and how 
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their leadership styles and actions affect teaching and, ultimately, students’ performance on high-

stakes tests. The results are shown below in Tables 13 and 14. Table 13 demonstrates participant 

responses to the statement: “Asks for feedback on how his/her actions affect other people’s 

performance.” 

 

Table 13 

 

Group Statistics for “Asks for feedback on how his/her actions affect other people’s 

performance.” 

 

Do you teach a 

subject that has 

high-stakes testing 

implications? 

 

 

 

N 

 

 

 

Mean 

 

 

 

Std. deviation 

 

 

 

Std. error mean 

 

Yes 
 

62 
 

5.16 
 

2.84 
 

0.36 

No 76 6.46 3.08 0.36 

 

 

Table 14 

 

Results of t Test and Descriptive Statistics for “Asks for feedback on how his/her actions affect 

other people’s performance.” 

 

 

 

Levene’s test for equality of variances 

 
95% CI for mean 

difference 

 

Score 

 

F 

 

Sig. 

 

t 

 

df 

Sig. 

(2-tailed) 

Mean 

difference 

Std. error 

difference 

  

Lower 

 

Upper 

Equal variance 

assumed 
1.67 0.2 -2.54 134 0.01* -1.30 0.51 

 
-2.31 -0.29 

* p < .05 

 

 

Evaluation of the statement “Builds consensus around a common set of values for 

running our organization” reveals that there is a significant difference between teachers in high-

stakes testing areas (M = 6.40, sd = 2.54) and those not in high-stakes testing areas (M = 7.3, sd 

= 2.59), t = -2.10, df = 136, p = .037, at the 95% confidence level. This indicates that teachers 
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and staff involved in high-stakes testing feel a disconnect from staff not involved in high-stakes 

testing areas when examining building a consensus around common values. The results are 

shown below in Tables 15 and 16. Table 15 demonstrates participant responses to the statement: 

“Builds consensus around a common set of values for running our organization.” 

 

Table 15 

 

Group Statistics for “Builds consensus around a common set of values for running our 

organization.” 

 

Do you teach a 

subject that has 

high-stakes testing 

implications? 

 

 

 

N 

 

 

 

Mean 

 

 

 

Std. deviation 

 

 

 

Std. error mean 

 

Yes 
 

62 
 

6.40 
 

2.54 
 

0.32 

No 76 7.33 2.59 0.30 

 

 

Table 16 

 

Results of t Test and Descriptive Statistics for “Builds consensus around a common set of values 

for running our organization.” 

 

 

 

Levene’s test for equality of variances 

 
95% CI for mean 

difference 

 

Score 

 

F 

 

Sig. 

 

t 

 

df 

Sig. 

(2-tailed) 

Mean 

difference 

Std. error 

difference 

  

Lower 

 

Upper 

Equal variance 

assumed 
0.18 0.67 -2.10 136 0.04* -0.93 0.44 

 
-1.80 -0.01 

* p < .05 

 

 

Upon analyzing the statement “The teachers in our school cooperate with each other to 

achieve common, personal, and professional objectives”, it is clear that there is a significant 

difference between teachers and staff involved in high-stakes testing areas (M = 6.61, sd = 2.23) 

and those not involved in high-stakes testing areas (M = 7.36, sd = 2.16), t = -1.98, df = 136, p = 
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.050, at the 95% confidence level. This indicates that those teachers who teach in subject areas 

with high-stakes testing implications have a strong disconnect when it comes to feelings of 

cooperation when striving towards professional objectives. Those teachers in the high-stakes 

testing subject areas report feeling isolated and in competition with and against one another to 

achieve higher standardized testing scores. The results are shown below in Tables 17 and 18. 

Table 17 demonstrates participant responses to the statement: “The teachers in our school 

cooperate with each other to achieve common, personal, and professional objectives.” 

 

Table 17 

 

Group Statistics for “The teachers in our school cooperate with each other to achieve common, 

personal, and professional objectives.” 

 

Do you teach a 

subject that has 

high-stakes testing 

implications? 

 

 

 

N 

 

 

 

Mean 

 

 

 

Std. deviation 

 

 

 

Std. error mean 

 

Yes 
 

62 
 

6.61 
 

2.23 
 

0.28 

No 76 7.36 2.16 0.25 

 

 

Table 18 

 

Results of t Test and Descriptive Statistics for “The teachers in our school cooperate with each 

other to achieve common, personal, and professional growth.” 

 

 

 

Levene’s test for equality of variances 

 
95% CI for mean 

difference 

 

Score 

 

F 

 

Sig. 

 

T 

 

df 

Sig. 

(2-tailed) 

Mean 

difference 

Std. error 

difference 

  

Lower 

 

Upper 

Equal variance 

assumed 
0.21 0.65 -1.98 136 0.05* -0.74 0.38 

 
-1.48 -0.00 

* p < .05 
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Results drawn from the statement “My principal has a reasonable understanding of the 

problems connected with my teaching assignment” show that there is a significant difference 

between teachers in high-stakes testing areas (M = 6.58, sd = 2.74) and those not in high-stakes 

testing areas (M = 7.53, sd = 2.73), t = -2.02, df = 136, p = .05, at the 95% confidence level. This 

indicates that there is a clear disconnect among teachers and staff involved in high-stakes testing 

and their counterparts’ view of the principals’ understanding of the high stress environment and 

challenges involved in their teaching assignments. The results are shown below in Tables 19 and 

20. Table 19 demonstrates participant responses to the statement: “My principal has reasonable 

understanding of the problems connected with my teaching assignment.” 

 

Table 19 

 

Group Statistics for “My principal has reasonable understanding of the problems connected with 

my teaching assignment.” 

 

Do you teach a 

subject that has 

high-stakes testing 

implications? 

 

 

 

N 

 

 

 

Mean 

 

 

 

Std. deviation 

 

 

 

Std. error mean 

 

Yes 
 

62 
 

6.58 
 

2.74 
 

0.350 

No 76 7.53 2.73 0.313 

 

 

Table 20 

 

Results of t Test and Descriptive Statistics for “My principal has reasonable understanding of 

the problems connected with my teaching assignment.” 

 

 

 

Levene’s test for equality of variances 

 
95% CI for mean 

difference 

 

Score 

 

F 

 

Sig. 

 

t 

 

df 

Sig. 

(2-tailed) 

Mean 

difference 

Std. error 

difference 

  

Lower 

 

Upper 

Equal variance 

assumed 
0.22 0.64 -2.02 136 0.05* -0.95 0.47 

 
-1.87 -0.02 

* p < .05 
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Investigation of the responses to the statement “My teaching associates are well prepared 

for their jobs,” shows that there is a significant difference between teachers and staff involved in 

high-stakes testing areas (M = 7.35, sd = 1.93) and those not in high-stakes testing areas (M = 

8.33, sd = 1.64), t = -3.20, df = 136, p = .00, at the 95% confidence level. This indicates that 

teachers and staff involved in high-stakes testing feel more pressure and lack confidence in their 

colleagues’ preparedness. The results are shown below in Tables 21 and 22. Table 21 

demonstrates participant responses to the statement: “My teaching associates are well prepared 

for their jobs.” 

 

Table 21 

 

Group Statistics for “My teaching associates are well prepared for their jobs.” 

 

Do you teach a 

subject that has 

high-stakes testing 

implications? 

 

 

 

N 

 

 

 

Mean 

 

 

 

Std. deviation 

 

 

 

Std. error mean 

 

Yes 
 

62 
 

7.35 
 

1.93 
 

0.25 

No 76 8.33 1.64 0.19 

 

 

Table 22 

 

Results of t Test and Descriptive Statistics for “My teaching associates are well prepared for 

their jobs.” 

 

 

 

Levene’s test for equality of variances 

 
95% CI for mean 

difference 

 

Score 

 

F 

 

Sig. 

 

t 

 

df 

Sig. 

(2-tailed) 

Mean 

difference 

Std. error 

difference 

  

Lower 

 

Upper 

Equal variance 

assumed 
1.82 0.18 -3.20 136 0.00* -0.97 0.31 

 
-1.58 -0.37 

* p < .05 
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Research question 3 was stated as follows: Is there a relationship between a school's 

socioeconomic status and staff morale? When evaluating the statement, “Describes a compelling 

image of what our future could be like,” it is clear that there is a significant difference between 

teachers and staff that were employed at a school district classified as a former Abbott District 

(M = 5.95, sd = 2.52) and those who were not employed within a former Abbott District (M = 

6.99, sd = 2.71), t = -2.07, df = 136, p = .04, at the 95% confidence level. This indicates that staff 

members teaching in lower socioeconomic climates feel their administrators lack an 

understanding of school vision and a common direction for growth. The results are shown below 

in Tables 23 and 24. Table 23 demonstrates participant responses to the statement: “Describes a 

compelling image of what our future could be like.” 

 

Table 23 

 

Group Statistics for “Describes a compelling image of what our future could be like.” 

 

Is your school 

district classified 

as a former Abbott 

District? 

 

 

 

N 

 

 

 

Mean 

 

 

 

Std. deviation 

 

 

 

Std. error mean 

 

Yes 
 

39 
 

5.95 
 

2.52 
 

0.40 

No 99 6.99 2.71 0.27 
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Table 24 

 

Results of t Test and Descriptive Statistics for “Describes a compelling image of what our future 

could be like.” 

 

 

 

Levene’s test for equality of variances 

 
95% CI for mean 

difference 

 

Score 

 

F 

 

Sig. 

 

t 

 

df 

Sig. 

(2-tailed) 

Mean 

difference 

Std. error 

difference 

  

Lower 

 

Upper 

Equal variance 

assumed 
0.217 0.18 -0.64 136 0.04* -1.04 0.50 

 
-2.03 -0.05 

* p < .05 

 

Investigation of responses to the statement, “Searches outside the formal boundaries of 

his/her organization for innovative ways to improve what we do” reveals that there is a 

significant difference between teachers and staff who were employed at a school district 

classified as a former Abbott District (M = 5.62, sd = 2.71) and those who were not employed 

within a former Abbott District (M = 7.22, sd = 2.35), t = -3.01, df = 136, p = .00, at the 95% 

confidence level. This indicates that staff members educating students with higher levels of 

poverty feel that their administrators lack innovation. This may be linked to the stringent funding 

policies, initiatives, and directives forced upon heavily funded schools in New Jersey. 

Administrators may be greatly influenced by top-down reforms. The results are shown below in 

Tables 25 and 26. Table 25 demonstrates participant responses to the statement: “Searches 

outside the formal boundaries of his/her organization for innovative ways to improve what we 

do.” 

 

 

 

 

 

 

 

 

 



PRINCIPAL LEADERSHIP AND TEACHER MORALE 

 

61 

Table 25 

 

Group Statistics for “Searches outside the formal boundaries of his/her organization for 

innovative ways to improve what we do.” 

 

Is your school 

district classified 

as a former Abbott 

District? 

 

 

 

N 

 

 

 

Mean 

 

 

 

Std. deviation 

 

 

 

Std. error mean 

 

Yes 
 

39 
 

5.82 
 

2.713 
 

0.434 

No 99 7.22 2.354 0.237 

 

 

Table 26 

 

Results of t Test and Descriptive Statistics for “Searches outside the formal boundaries of his/her 

organization for innovative ways to improve what we do.” 

 

 

 

Levene’s test for equality of variances 

 
95% CI for mean 

difference 

 

Score 

 

F 

 

Sig. 

 

t 

 

df 

Sig. 

(2-tailed) 

Mean 

difference 

Std. error 

difference 

  

Lower 

 

Upper 

Equal variance 

assumed 
1.35 0.25 -3.01 136 0.00* -1.40 0.47 

 
-2.32 -0.48 

* p < .05 

 

 

Upon analysis of responses to the statement “Asks ‘What can we learn?’ when things 

don’t go as expected,” there is a significant difference between teachers and staff who were 

employed at a school district classified as a former Abbott District (M = 5.90, sd = 2.84) and 

those who were not employed within a former Abbott District (M = 7.02, sd = 2.84), t = -2.09, df 

= 136, p = .04, at the 95% confidence level. This indicates that staff members working in 

districts with large numbers of students categorized as part of New Jersey’s lowest 

socioeconomic school bracket face different challenges. These results indicate that 

administrators may lack reflection on their leadership practices versus administrators of non-

former Abbott Districts. The results are shown below in Tables 27 and 28. Table 27 
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demonstrates participant responses to the statement: “Asks ‘What can we learn?’ when things 

don’t go as expected.” 

 

Table 27 

 

Group Statistics for “Asks ‘What can we learn?’ when things don’t go as expected.” 

 

Is your school 

district classified 

as a former Abbott 

District? 

 

 

 

N 

 

 

 

Mean 

 

 

 

Std. deviation 

 

 

 

Std. error mean 

 

Yes 
 

39 
 

5.90 
 

2.84 
 

0.45 

No 99 7.02 2.84 0.29 

 

 

Table 28 

 

Results of t Test and Descriptive Statistics for “Asks ‘What can we learn?’ when things don’t go 

as expected.” 

 

 

 

Levene’s test for equality of variances 

 
95% CI for mean 

difference 

 

Score 

 

F 

 

Sig. 

 

t 

 

df 

Sig. 

(2-tailed) 

Mean 

difference 

Std. error 

difference 

  

Lower 

 

Upper 

Equal variance 

assumed 
0.25 0.62 -2.09 136 0.04* -1.12 0.54 

 
-2.19 -0.06 

* p < .05 

 

 

When looking at responses to the statement “Gives people a great deal of freedom and 

choices in deciding how to do their work,” there is a significant difference between teachers and 

staff who were employed at a school district classified as a former Abbott District (M = 6.56, sd 

= 2.43) and those who were not employed within a former Abbott District (M=7.97, sd = 2.19), t 

= -3.29, df = 136, p = .00, at the 95% confidence level. This indicates that staff members of 

former Abbott Districts provide teachers with less choice when planning and designing lessons. 

Teachers working in these conditions have less choice in and control over their teaching 
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environment. These results may be relevant due to top-down reforms heavily impacting districts 

that perform lower than the state average. The results are shown below in Tables 29 and 30. 

Table 29 demonstrates participant responses to the statement: “Gives people a great deal of 

freedom and choice in deciding how to do their work.” 

 

Table 29 

 

Group Statistics for “Gives people a great deal of freedom and choice in deciding how to do 

their work.” 

 

Is your school 

district classified 

as a former Abbott 

District? 

 

 

 

N 

 

 

 

Mean 

 

 

 

Std. deviation 

 

 

 

Std. error mean 

 

Yes 
 

39 
 

6.56 
 

2.43 
 

0.39 

No 99 7.97 2.19 0.22 

 

 

Table 30 

 

Results of t Test and Descriptive Statistics for “Gives people a great deal of freedom and choice 

in deciding how to do their work.” 

 

 

 

Levene’s test for equality of variances 

 
95% CI for mean 

difference 

 

Score 

 

F 

 

Sig. 

 

t 

 

df 

Sig. 

(2-tailed) 

Mean 

difference 

Std. error 

difference 

  

Lower 

 

Upper 

Equal variance 

assumed 
0.85 0.36 -3.29 136 0.00* -1.41 0.43 

 
-2.25 -0.56 

* p < .05 

 

Interpreting the results of the statement “Ensures that people grow in their jobs by 

learning new skills and developing themselves” reveals that there is a significant difference 

between teachers and staff who were employed within a school district classified as a former 

Abbott District (M = 6.08, sd = 2.89) and those who were not employed within a former Abbott 
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District (M = 7.49, sd = 2.57), t = -2.82, df = 136, p = .01, at the 95% confidence level. This 

indicates that staff members who are employed within former Abbott Districts feel their 

administrators do not invest in staff development or provide opportunities for individual growth. 

This may be linked to administrators’ knowledge of high teacher turnover, which is common in 

districts that educate students in areas with higher poverty rates. The results are shown below in 

Tables 31 and 32. Table 31 demonstrates participant responses to the statement: “Ensures that 

people grow in their jobs by learning new skills and developing themselves.” 

 

Table 31 

 

Group Statistics for “Ensures that people grow in their jobs by learning new skills and 

developing themselves.” 

 

Is your school 

district classified 

as a former Abbott 

District? 

 

 

 

N 

 

 

 

Mean 

 

 

 

Std. deviation 

 

 

 

Std. error mean 

 

Yes 
 

39 
 

6.08 
 

2.88 
 

0.46 

No 99 7.49 2.57 0.26 

 

 

Table 32 

 

Results of t Test and Descriptive Statistics for “Ensures that people grow in their jobs by 

learning new skills and developing themselves.” 

 

 

 

Levene’s test for equality of variances 

 
95% CI for mean 

difference 

 

Score 

 

F 

 

Sig. 

 

t 

 

df 

Sig. 

(2-tailed) 

Mean 

difference 

Std. error 

difference 

  

Lower 

 

Upper 

Equal variance 

assumed 
2.02 0.16 -2.82 136 0.01* -1.42 0.50 

 
-2.41 -0.43 

* p < .05 
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In relation to the statement “Makes it a point to let people know about his/her confidence 

in their abilities,” there is a significant difference between responses of teachers and staff who 

were employed at a school district classified as a former Abbott District (M = 6.36, sd = 2.40), 

and those who were not employed within a former Abbott District (M = 7.73, sd = 2.44), t =        

-2.98, df = 136, p = .00, at the 95% confidence level. This indicates that staff members working 

among the lower socioeconomic population view their administrators as having less confidence 

in their abilities. The results are shown below in Tables 33 and 34. Table 33 demonstrates 

participant responses to the statement: “Makes it a point to let people know about his/her 

confidence in their abilities.” 

 

Table 33 

 

Group Statistics for “Makes it a point to let people know about his/her confidence in their 

abilities.” 

 

Is your school 

district classified 

as a former Abbott 

District? 

 

 

 

N 

 

 

 

Mean 

 

 

 

Std. deviation 

 

 

 

Std. error mean 

 

Yes 
 

39 
 

6.36 
 

2.40 
 

0.38 

No 99 7.73 2.44 0.25 

 

 

Table 34 

 

Results of t Test and Descriptive Statistics for “Makes it a point to let people know about his/her 

confidence in their abilities.” 

 

 

 

Levene’s test for equality of variances 

 
95% CI for mean 

difference 

 

Score 

 

F 

 

Sig. 

 

t 

 

df 

Sig. 

(2-tailed) 

Mean 

difference 

Std. error 

difference 

  

Lower 

 

Upper 

Equal variance 

assumed 
0.00 0.97 -2.98 136 0.00* -1.37 0.46 

 
-2.28 -0.46 

* p < .05 
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With regard to the statement “The teachers in our school work well together,” there is a 

significant difference between responses of teachers and staff who were employed at a school 

district classified as a former Abbott District (M = 7.15, sd = 2.07), and those who were not 

employed within a former Abbott District (M = 8.02, sd = 1.86), t = -2.39, df = 136, p = .02, at 

the 95% confidence level. This indicates that staff members who work in districts that were once 

classified as an Abbott District may have a disconnect with cohesive team-teaching atmospheres. 

Data indicate that teachers working in districts that tend to fall below the state average of poverty 

and may create frustration and cause seclusion among teachers. The results are shown below in 

Tables 35 and 36. Table 35 demonstrates participant responses to the statement: “The teachers in 

our school work well together.” 

 

Table 35 

 

Group Statistics for “The teachers in our school work well together.” 

 

Is your school 

district classified 

as a former Abbott 

District? 

 

 

 

N 

 

 

 

Mean 

 

 

 

Std. deviation 

 

 

 

Std. error mean 

 

Yes 
 

39 
 

7.15 
 

2.07 
 

0.33 

No 99 8.02 1.86 0.19 

 

 

Table 36 

 

Results of t Test and Descriptive Statistics for “The teachers in our school work well together.” 

 

 

 

Levene’s test for equality of variances 

 
95% CI for mean 

difference 

 

Score 

 

F 

 

Sig. 

 

t 

 

df 

Sig. 

(2-tailed) 

Mean 

difference 

Std. error 

difference 

  

Lower 

 

Upper 

Equal variance 

assumed 
1.22 0.27 -2.39 136 0.02* -0.87 0.36 

 
-1.58 -0.15 

* p < .05 
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Results collected from the statement “I feel successful and competent in my present 

position” show there is a significant difference between responses of teachers and staff who were 

employed at a school district classified as a former Abbott District (M = 7.97, sd = 2.13) and 

those who were not employed within a former Abbott District (M = 9.00, sd = 1.14), t = -3.65, df 

= 136, p = .000, at the 95% confidence level. This indicates that staff members who work with 

New Jersey’s most struggling population feel less confident in their current positions. Teachers 

working in these climates face many environmental challenges that teachers in wealthier districts 

do not. These challenges can add stress to the work environment and cause additional pressures. 

The results are shown below in Tables 37 and 38. Table 37 demonstrates participant responses to 

the statement: “I feel successful and competent in my present position.” 

 

Table 37 

 

Group Statistics for “I feel successful and competent in my present position.” 

 

Is your school 

district classified 

as a former Abbott 

District? 

 

 

 

N 

 

 

 

Mean 

 

 

 

Std. deviation 

 

 

 

Std. error mean 

 

Yes 
 

39 
 

7.97 
 

2.13 
 

0.34 

No 99 9.00 1.14 0.16 
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Table 38 

 

Results of t Test and Descriptive Statistics for “I feel successful and competent in my present 

position.” 

 

 

 

Levene’s test for equality of variances 

 
95% CI for mean 

difference 

 

Score 

 

F 

 

Sig. 

 

t 

 

df 

Sig. 

(2-tailed) 

Mean 

difference 

Std. error 

difference 

  

Lower 

 

Upper 

Equal variance 

assumed 
15.19 0.00 -3.65 136 0.00* -1.03 0.28 

 
-1.58 -0.47 

* p < .05 

 

 

When analyzing the responses to the statement “I do not hesitate to discuss any school 

problems with my principal,” there is a significant difference between teachers and staff who 

were employed at a school district classified as a former Abbott District (M = 6.33, sd = 2.77) 

and those who were not employed within a former Abbott District (M = 7.61, sd = 2.96), t =        

-2.319, df = 136, p = .022, at the 95% confidence level. This indicates that staff members who 

are employed in districts formerly known as Abbott are less likely to discuss school problems 

with their administrators. This phenomenon may exist due to the well known problems that 

hinder schools in districts that educate students in the poorest socioeconomic environments. The 

results are shown below in Tables 39 and 40. Table 39 demonstrates participant responses to the 

statement: “I do not hesitate to discuss any school problems with my principal.”  
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Table 39 

 

Group Statistics for “I do not hesitate to discuss any school problems with my principal” 

 

Is your school 

district classified 

as a former Abbott 

District? 

 

 

 

N 

 

 

 

Mean 

 

 

 

Std. deviation 

 

 

 

Std. error mean 

 

Yes 
 

39 
 

6.33 
 

2.77 
 

0.44 

No 99 7.61 2.96 0.30 

 

 

Table 40 

 

Results of t Test and Descriptive Statistics for “I do not hesitate to discuss any school problems 

with my principal.” 

 

 

 

Levene’s test for equality of variances 

 
95% CI for mean 

difference 

 

Score 

 

F 

 

Sig. 

 

t 

 

df 

Sig. 

(2-tailed) 

Mean 

difference 

Std. error 

difference 

  

Lower 

 

Upper 

Equal variance 

assumed 
0.26 0.61 -2.32 136 0.02* -1.27 0.55 

 
-2.36 -0.19 

* p < .05 

 

 

Examination of responses to the statement “My teaching associates are well prepared for 

their jobs” revealed that there is a significant difference between teachers and staff who were 

employed at a school district classified as a former Abbott District (M = 7.13, sd = 2.31), and 

those who were not employed within a former Abbott District (M = 8.19, sd = 1.53), t = -3.16, df 

= 136, p = .00, at the 95% confidence level. This indicates that staff members working within 

districts formerly known as Abbott feel their fellow educators are not prepared for their jobs. 

These data may indicate that teachers employed in these poverty-stricken environments face 

tremendous challenges with many environmental factors that are difficult for teachers to remedy 
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in the classroom. The results are shown below in Tables 41 and 42. Table 41 demonstrates 

participant responses to the statement: “My teaching associates are well prepared for their jobs.”  

 

Table 41 

 

Group Statistics for “My teaching associates are well prepared for their jobs.” 

 

Is your school 

district classified 

as a former Abbott 

District? 

 

 

 

N 

 

 

 

Mean 

 

 

 

Std. deviation 

 

 

 

Std. error mean 

 

Yes 
 

39 
 

7.13 
 

2.31 
 

0.37 

No 99 8.19 1.53 0.15 

 

 

Table 42 

 

Results of t Test and Descriptive Statistics for “My teaching associates are well prepared for 

their jobs.” 
 

 

 

Levene’s test for equality of variances 

 
95% CI for mean 

difference 

 

Score 

 

F 

 

Sig. 

 

t 

 

df 

Sig. 

(2-tailed) 

Mean 

difference 

Std. error 

difference 

  

Lower 

 

Upper 

Equal variance 

assumed 
13.07 0.00 -3.16 136 0.00* -1.06 0.34 

 
-1.73 -0.40 

* p < .05 

 

 

Summary 

This chapter displayed a breakdown of all of the data based on participant responses 

collected. Each research question was analyzed utilizing information specific to the research 

question. All data output was organized and interpreted using SPSS software. Each response was 

dissected, examined, analyzed, and finally discussed. The following chapter will summarize the 

findings and conclusions of the research; further recommendations will also be revealed.  
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Chapter 5: Discussion, Conclusion, and Recommendations 

  This research provides data-driven insight to the educational community about crucial 

leadership styles and practices that are conducive to not only improving, but positively 

contributing to teacher morale. Due to the educational environment continuously changing, it is 

essential to instruct educational leaders in the benefits of creating and nurturing a positive 

learning community for staff that will boost morale and ultimately increase teacher effectiveness 

and productivity. It is important to note that school administrators, like teachers, are challenged 

with numerous education reforms. 

Whenever change is implemented as a result of outside reforms due to increased political 

demands, it will present its own set of challenges. These challenges create hurdles for the 

education system and are dealt with daily by building-level administrators. Building 

administrators are charged with finding ways to put out the proverbial daily fires that may break 

out, meet mounting demands, and satisfy all requirements. This includes juggling the great 

responsibility of cultivating teacher morale, developing one’s teaching staff, and maintaining the 

ideal school environment for effective teaching and optimal student learning, thus enabling 

pupils to reach their full potential all the while making teachers feel appreciated, happy, 

supported, and motivated so that they can be teachers who are energetic, positive-minded high 

performers with the ability to contribute fully to student achievement.  

 

Interpretation of the Findings 

 Chapter 4 presented the findings directly related to examining the relationship between 

principal leadership and and teacher morale in a K-12 school setting. Three research questions 

were explored to better understand if teachers’ consecutive years of educational service, teacher 
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involvement in high-stakes testing, or a school’s socioeconomic status influenced the 

relationship between principal leadership and teacher morale.   

 

Research Question 1: Is There a Significant Relationship Between Principal Leadership 

and Teacher Morale When Examining Teachers’ Consecutive Years of Educational 

Service? 

While examining if a teacher’s consecutive years of educational service affected the 

relationship between principal leadership and teacher morale, no statistical significance was 

found. The researcher would like to note that while examining the responses to the statement 

“My principal tries to make me feel comfortable when visiting my classroom,” this output was 

very close to the threshold, indicating that educators with more years of experience felt a slightly 

lower level of comfort. Educators were categorized into two groups: having nine or fewer 

consecutive years of experience, or having 10 or more consecutive years of experience. Teachers 

and paraprofessionals with over 10 years of experience felt a different level of comfort when an 

administrator entered their classroom. There is no literature examined and presented in this study 

to explain such a phenomenon.    

 

Research Question 2: Is There a Significant Relationship Between Principal Leadership 

and Teacher Morale When Examining Teachers Involved in High-Stakes Testing? 

This research further examined the relationship between principal leadership and teacher 

morale when analyzing educators involved in high-stakes testing. Responses collected implied 

that educators involved in high-stakes testing subject areas felt significantly different about their 

principals, teacher morale, and school leadership effectiveness when compared to their peers 

who were not involved in high-stakes testing. Data indicated in response to the statements 
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“Searches outside the formal boundaries of his/her organization for innovative ways to improve 

what we do,” “Asks ‘What can we learn?’”, and “Asks for feedback on how his/her actions affect 

other people’s performance,” show a significant difference between teachers and staff involved 

in high-stakes testing areas and participants who are not. Educators and staff involved with high-

stakes testing felt that their leaders lack innovative ways of supporting them. Data also indicated 

that teachers and staff involved in high-stakes testing felt less support from their administrators 

when learning new skills and when striving towards areas of professional growth. This indication 

by teachers who teach high-stakes testing subjects could be a result of the stress and burden of 

the importance that is placed on these tests by administration. Rowland (2008) indicated that 

teachers’ morale is defined as internal feelings of self worth related to enthusiasm. Rowland’s 

research also indicates that morale is influenced by external factors. School administrators and 

building principals may be hesitant to take risks due to the importance the results have when tied 

directly to school funding. Blazer (2008) explained that information gathered from high-stakes 

testing provides districts with a focal lens which influences professional development geared 

towards individual building needs. Teachers’ individual needs may not be a priority when the 

primary focus remains on testing. Noddings (2014) noted that standardized testing and 

interferences from policymakers in regard to curriculum development has had a negative effect 

on teacher morale. Many districts place a greater emphasis on the outcomes of such high-stakes 

tests. However, these practices can come with great staff scrutiny, as they are perceived as a 

time-consuming activity that greatly interferes with valuable instructional time. According to 

Hytten (2010), lower morale exists amongst educators who are exposed to the pressures of 

standardized testing. High-stakes tests can yield negative consequences within the educational 

realm and can be felt throughout an entire building. Non-supporters argue that high-stakes testing 

contributes to repetitive instruction, while limiting innovative classroom strategies (Yeh, 2005).  
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Whitaker (2003) stresses the importance of the principal’s role as the climate controller 

who ultimately can assist with pressures felt among their staff. When examining the responses to 

the statements “Asks for feedback on how his/her actions affect other people’s performance,” 

“Builds consensus around a common set of values for running our organization,” and “The 

teachers in our school cooperate with each other to achieve common, personal, and professional 

objectives,” there is a significant difference between teachers and staff involved in high-stakes 

testing areas and non-participants. This indicates that staff and teachers involved in the subject 

areas with high-stakes testing implications perceive building administrators to not be concerned 

with obtaining feedback regarding their own actions and these actions’ direct effect on 

performance outcomes. This also indicates that those teachers who teach in subject areas with 

high-stakes testing implications have a strong disconnect when it comes to feelings of 

cooperation when striving towards professional objectives. Yeh (2005) explained the negative 

consequences within the educational system that high-stakes testing contributed to, which 

resulted in high-stress, low-morale environments. Those teachers in the high-stakes testing 

subject areas may experience feelings of isolation and feel a sense of competition against one 

another to achieve higher standardized testing scores. Skaalvik and Skaalvik (2009) conducted 

research which examined environmental factors that can produce stress among educators. 

Literature suggests that increased stress is created as a result of such tests, and lower morale is a 

direct result of the added pressures. Nicholas and Berliner (2008) concluded that fear of job 

insecurity has influenced building climate across schools, and educators’ increased feelings of 

lack of self worth and growing pressure from performance quotas have generated lower teacher 

morale. With increased fear of job insecurity, this could lead to a lack of cooperation among 

teachers.  
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With regard to responses to the statements “My principal has a reasonable understanding 

of the problems connected with my teaching assignment, “The teachers in our school work well 

together,” and “My teaching associates are well prepared for their jobs,” there is a significant 

difference between teachers in high-stakes testing areas and those not involved in high-stakes 

testing areas. This indicates that there is a clear disconnect between the view of teachers and staff 

involved in high-stakes testing and their counterparts with respect to perception of principals’ 

understanding of the high stress environment and challenges involved in their teaching 

assignments. This also indicates that teachers and staff involved in high-stakes testing feel more 

pressure and lack confidence in their colleagues’ preparedness. Both of these indicators can be 

related to Blazer’s (2008) research, which explored several negative consequences connected to 

districts who are subjected to high-stakes testing. With tremendous focus on subject tested areas, 

many times lack of emphasis on and curriculum development in other important subject areas 

results. Blazer describes these outcomes as a narrowing of the curriculum, lack of focus on non-

tested subject-areas, excessive test preparation, and increased anxiety amongst students and 

teachers. 

 

Research Question 3: Is There a Significant Relationship Between a School’s 

Socioeconomic Status and Staff Morale? 

The final research question examined whether there is a relationship between a school’s 

socioeconomic status and teacher morale. Participants were organized into two groups: those 

working in school districts formerly categorized as Abbott Districts and those working in 

districts that were not formerly categorized as Abbott Districts. School districts formerly known 

as Abbott Districts serve communities that have great numbers of pupils who are considered to 

have the lowest socioeconomic status (New Jersey Department of Education, 2017). When 
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analyzing responses to the statements “Describes a compelling image of what our future could be 

like,” “Searches outside the formal boundaries of his/her organization for innovative ways to 

improve what we do,” “The teachers in our school work well together,” and “Asks ‘What can we 

learn?’”, there is a significant difference between teachers and staff who were employed at 

school district formerly classified as an Abbott District and those employed at a district that was 

not. This indicates that staff members teaching students in lower socioeconomic climates feel 

their administrators lack an understanding of a shared school vision and a common direction of 

growth. In addition, these data indicate that staff members educating students with higher levels 

of poverty feel their administrators lack innovation. Research by Earthman and Lemasters (2009) 

corroborated the additional stress placed on teachers due to environmental factors faced in lower 

socioeconomic status districts. This may be affiliated with the stringent funding policies, 

initiatives, and directives forced upon heavily funded schools in New Jersey. Data collected 

support that staff members working in districts with large numbers of students categorized as 

part of New Jersey’s lowest socioeconomic school bracket face different challenges than do staff 

members in districts in areas of greater wealth. Norman (2010) concluded that there is a 

relationship between lower staff motivation/ morale and increased work environmental pressures 

within districts who serve students within large populations of pupils of lower socioeconomic 

status. These results suggest that administrators may lack reflection on their leadership practices. 

Norman (2010) examined causes of diminishing staff motivation; his research uncovered a 

strong correlation between increased work environment pressures and school districts with large 

populations of pupils from lower socioeconomic status households. Additionally, Norman’s 

research uncovered that teacher retention and motivation issues existed at a much greater level in 

schools located in lower socioeconomic areas.   
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Responses to the statements “Gives people a great deal of freedom and choices in 

deciding how to do their work,” ”Ensures that people grow in their jobs by learning new skills 

and developing themselves,” and “Makes it a point to let people know about his/her confidence 

in their abilities,” show that there is a significant difference between teachers and staff who are 

employed at school districts classified as former Abbott Districts and those who were not. This 

indicates that staff members of former Abbott Districts receive less choice when planning and 

designing their lessons. Teachers working in these conditions have less choice in and control 

over their learning environments. These results may be relevant due to top-down reforms heavily 

impacting districts that perform lower than the state average. These data also reference that staff 

members who are employed at former Abbott Districts feel their administrators do not invest in 

staff development or provide opportunities for individual growth. This may be linked to to 

administrators’ knowledge of high teacher turnover which is common in districts that educate 

students in areas with higher poverty rates. Norman (2010) examined the influence of factors 

related to lower socioeconomic status in higher teacher turnover. Lyons’ (2017) research 

strongly supports the negative effects on teacher morale ideals due to exterior socioeconomic 

implications in the classroom. Lyons stresses the lack of parent involvement and home financial 

support that burdens the pockets of many teachers as they struggle to provide materials for their 

students. Environmental factors include lacking important fundamental supplies that can add 

strain and stress in the work environment. Teachers may seek better working environments if 

faced with continuous resource deficits in lower funded districts (Earthman & Lemasters, 2009). 

In responses to the statements “Makes it a point to let people know about his/her 

confidence in their abilities,” “The teachers in our school work well together,” “My teaching 

associates are well prepared for their jobs,” and “I feel successful and competent in my present 

position,” there is a significant difference between teachers and staff who were employed at a 
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school district classified as a former Abbott District and those who were not. These data support 

that staff members working with the lower socioeconomic population view their administrators 

as having less confidence in their ability. These data also imply that staff members that work in 

such districts have a disconnect with cohesive team-teaching atmospheres. This research has 

commonality with the research of Norman (2010), who concluded that school leaders must make 

it a point to establish open lines of communication with staff and invest in and promote growth 

amongst all staff. Norman stresses the importance of providing relevant professional 

development and giving teachers opportunities. This research indicated that staff members who 

work with New Jersey’s most struggling populations feel less confident in their current positions. 

Teachers working in these climates face many environmental challenges that schools in wealthier 

districts do not. These challenges can add stress to the work environment and cause additional 

pressures. Norman stressed that school leaders must make it a point to establish open lines of 

communication as well as provide relevant professional development opportunities to promote 

growth amongst all staff. These findings are corroborated by Hytten (2010): “In such conditions, 

where morale is low, anxiety is high, budgets are insufficient, and the life prospects of students 

in the community are grim, we need much more than individual teachers who are hopeful to 

change the course of our education future” (p. 2). 

With regard to responses to the statements “The teachers in our school work well 

together,” “I feel successful and competent in my present position,” and “I do not hesitate to 

discuss any school problems with my principal,” there is a significant difference between 

teachers and staff who were employed at a school district classified as a former Abbott District 

and those who were not employed within a former Abbott District. This indicates that staff 

members who work in districts that were once classified as Abbott may have a disconnect with 

team-teaching cohesive atmospheres. Teachers working in these climates face many 
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environmental challenges that districts in wealthier schools do not. Murray (2012) explained how 

educating students in high poverty areas can contribute to added stress due to teachers lacking 

exterior and parental support. These challenges can add stress to the work environment and cause 

additional pressures. These data showed that teachers felt less likely to discuss issues with 

administrators. This phenomenon may exist due to the well-known non-school-related 

environmental factors that hinder schools in districts that educate students in the poorest 

socioeconomic environments. These problems may be larger in scope with external factors that 

are far beyond the support provided by building principals. Teachers who work in low 

socioeconomic status school districts are often faced with challenges resulting from high poverty 

within the community. In turn, this can result in low parental involvement, with back to school 

nights and other school-sponsored events frequently having poor attendance.  

 

Limitations of the Study 

 The limitations of the research study included the location and sample size of both the 

school districts and participants, as well as the voluntary nature of the survey. All research study 

participants were limited to being employed as teachers or paraprofessionals located in northern 

New Jersey, which was convenient and accessible to the researcher as it is her home state. It is 

important to note that school districts in other parts of New Jersey or even surrounding states 

may adhere to different or additional procedures and mandates. Even though 64 schools were 

invited to participate in the research study, only 14 school administrators gave permission to 

have staff participate. However, not every employee in each of the schools participated, which 

influenced the data depending on individual district or school levels of teacher morale. Hence, 

the results of the research study to an extent will not be relevant to public school districts all 

across the United States as a result of strong variations in school district size, the geographic 
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location of the schools, township population, demographics, and well as the student body 

makeup and teacher composition. In addition, the large majority of participants were vested to 

the field and sampling availability to practitioners with nine or less years of experience was 

limited. When collecting data from survey participants, information regarding gender was not 

specified; this researcher was unable to identify a connection among gender, relationships, 

principal leadership, and teacher morale.  

 

Recommendations 

It is recommended that additional research be conducted to analyze the relationship 

between teacher morale and principal leadership. This research focused solely on participants in 

northern New Jersey schools. A greater variety of participants and further research would help 

the educational research community to gain deeper insight and understanding in the realm of 

effective leadership characteristics that would influence higher morale and increase teacher 

productivity. These data provided information that highlighted a phenomenon that participants 

who were affected by high-stakes testing and teaching students in New Jersey’s lowest 

socioeconomic climates experienced lower morale levels and perceived their leaders as having 

less effective leadership skills and abilities. It is recommended to continue research to gather 

further information on leadership characteristics that would promote higher teacher morale, 

support leadership skills, and influence teacher productivity in these stressful climates. Data 

collected from further research could benefit administrators serving schools directly affected by 

such climates and promote meaningful professional development for principals. It is important to 

note this study did not collect participant data regarding gender. Additionally, further research is 

needed to measure a relationship between teacher morale and principal leadership styles. 

Historically, national studies indicate that female teachers dominate at the classroom level; 76% 
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are women (Superville, 2017). On the contrary, 78% of superintendents are male, so males tend 

to hold the highest level of leadership within school districts (Superville, 2017). This is a stark 

statistic and could be a focus of future research when looking at developing ways to boost and 

shift the teacher morale and climates within a school building or district as a whole. 

In addition, thousands of school districts are plagued with financial crisis while teachers 

are continually working without union contracts. These high-stress working conditions create a 

challenging environment in which to build morale. Additional research is needed to develop 

better understanding of leadership qualities that could potentially promote productivity, lower 

staff stress levels, and increase morale amongst staff, especially when those staff are working 

without contracts.  

 

Implications 

Research findings conclude that teachers’ consecutive years of educational service was 

not a factor in the teacher morale equation in relationship to principal leadership styles. 

Furthermore, a vested teacher compared to a non-vested teacher did not differ in terms of 

reporting high levels of teacher morale. Principals charged with leading staff of mixed 

experience levels should be sensitive to the feelings and needs of all those working in the 

building regardless of years of experience. The first teacher hired or the newest teacher right out 

of college appear to have a lot of the same needs when it comes to the teacher morale/ principal 

leadership equation and being able to fulfill their job responsibilities, working towards reaching 

the self-actualization plateau.   

Teachers working in high-stakes testing subject areas felt differently when compared to 

their non-tested subject area peers. These differences included lacking leaders who were able to 

think outside of formal boundaries for innovative ways to improve building initiatives, leaders 
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who ensured growth and development of their staff, and leaders who had a reasonable 

understanding of the problems connected with their staff’s teaching assignments. Based on the 

research of Kouzes and Posner’s Five Practices of Exemplary Leadership, administrators 

working with teachers exposed to high-stakes testing environments should engage in 

professional development both personally and for their staff. This development will guide 

leaders on the path toward challenging the process and bringing innovative skills and tools into 

their classrooms. 

Teachers working in high poverty areas within school districts formerly classified as 

Abbott experienced low levels of teacher morale. Staff working in such environments reported 

experiencing low confidence levels in their own teaching abilities as well as those of their peers. 

Data also indicate low instances of both feeling successful in their current teaching assignments 

and being prepared for the daily challenges they faced. Drawing from the previous research of 

Kouzes and Posner’s Five Practices of Exemplary Leadership and based on the findings of the 

present study, it can be asserted that administrators working with teachers in former Abbott 

districts should engage in specific professional development focusing on strategies to recognize 

achievements and contributions of their staff, celebrate accomplishments, and develop leaders 

within their own school buildings.   

Principals currently in the field should focus on reflection practices, such as self-

assessment and staff surveys. By engaging in reflective behaviors, principals will be more in tune 

with teacher morale and individual climate within their school building, and they will strengthen 

morale based on staff feedback. The results of this study have provided valuable information 

related to teacher morale and principal leadership. This study is significant to education for the 

purpose of understanding best practices in relation to teacher morale and effective principal 

leadership strategies. It also provides information for developing best practices in school 
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leadership that will help administrators to retain effective and motivated teachers by supporting 

them in fulfilling their career objectives. The results have implications that can support 

professional development and elevate leadership skills to assist teachers in feeling supported and 

valued in high-stakes testing and low socioeconomic environments. This study provides critical 

insight that can assist administrators with focused areas of development and in improving 

leadership practices that could positively affect teacher morale and support school staff across 

the state. 

 

Conclusion 

Once a well-respected profession, teaching has changed drastically in today’s dynamic 

educational climate. As a result, so have the attitudes of teachers and their job satisfaction, which 

has gradually brought down overall morale in the profession as a whole. The changes that have 

caused these negative effects came in the shape of education reforms such as high-stakes testing, 

revised teacher evaluation protocols, expanded tenure requirements, and the “Common Core,” 

NCLB, and “Race to the Top” initiatives. Additionally, many technological advancements were 

introduced and believed to modernize education (Editorial Projects, 2015). Unfortunately, most 

initiatives have failed to produce and instead led to a drastic decline in public school teacher 

morale. With increased demands, lower wages, decreased incentives, increased health care 

contributions, and stress from top-down education reforms, public school teacher morale has 

plummeted (Ward, 2015). Educators are choosing to leave the profession at an alarming rate. In 

2018, public educators quit at an average of 83 per 10,000 a month, marking the highest rate for 

the profession since records began in 2001, according to the Labor Department (Hackman & 

Morath, 2018). In addition, standardized testing has placed immense fiscal constraints on school 

districts to increase technology usage and administer the state-mandated tests. 



PRINCIPAL LEADERSHIP AND TEACHER MORALE 

 

84 

Significant data were provided through this research study for the purpose of 

understanding the relationship between principal leadership and teacher morale. This research 

lends insights into best practices in school leadership styles that will promote the retention of 

effective teachers while facing challenges related to high-stakes testing and teachers working 

within New Jersey’s most challenging socioeconomic environments. This study provides 

information to better understand principal leadership effectiveness and teacher morale. It 

carefully researched whether a relationship existed between principal leadership and teacher 

morale while examining teachers’ consecutive years of educational service, teachers involved in 

high-stakes testing environments, and whether there was a relationship between a school’s 

socioeconomic status and teacher morale. This research concludes that consecutive years of 

service had no significance when examining principal leadership and teacher morale.   

On the contrary, the results from the qualitative analysis imply that teachers working in 

high-stakes testing subject areas felt differently when compared to non-tested subject area 

teachers. Research suggested that teachers involved in high-stakes subject areas need 

administrators to be much more reflective on their own actions, to be more innovative ways to 

improve building initiatives, to ask for more “self” constructive feedback from their staff 

(Blazer, 2008). The data analysis also reveals that participants involved in high-stakes testing 

reported feeling that they lack administrators who build a consensus around a common sense of 

educational values, and that teachers involved in high-stakes testing felt a lack of cohesiveness 

and cooperation with fellow educators to achieve common goals. Building administrators must 

fully understand the environmental effects of high-stakes testing and ways to better support their 

staff (Whitaker, 2003).  

Overall, the results of the analysis conclude when examining teacher morale and 

principal leadership that participants working in districts formerly known as Abbott Districts felt 
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differently about overall teacher morale and principal leadership than did teachers and staff 

working in higher socioeconomic areas. Data indicated that principals need to better develop 

positive, compelling images of future goals; look for innovative ways to improve; and focus on 

developing educators to work cohesively with other staff. According to the study, principal 

leaders working in areas that are exposed to the lowest socioeconomic environmental factors 

need to support teachers in allowing their staff to have options in decision making and while 

developing lessons. This study also reveals that principals working in the above-mentioned 

districts need to focus on providing individualized professional development tailored for 

teachers’ individual needs rather than just providing broad, building-focused professional 

development. Research showed that principals working in these climates need to support their 

teachers and show higher confidence in their abilities and promote team building initiatives to 

improve collaboration and confidence amongst staff (Lyons, 2017). Principals need to become 

more approachable and encourage teachers to discuss the various daily challenges they face. 

To determine if a relationship existed between principal leadership and teacher morale, 

levels of teacher morale were calibrated using the PTO and the LPI. The PTO measured factors 

affecting teacher morale. The LPI measured staff perceptions of principal effectiveness in 

relation to the Five Practices of Exemplary Leadership (Kouzes & Posner, 2012). The results are 

supported by factors such as consecutive years of educational service, involvement in high-

stakes testing environments, and a school’s socioeconomic status. The overall research study 

results closely reflect the conditions of the current educational climate in the state of New Jersey. 

While current teachers may love their chosen profession, the added pressures of high-stakes 

testing, budget cuts, lack of principal support, and ongoing changing reforms are causing a 

drastic drop in teacher morale.  
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This research provides pertinent information that will help administrators tailor their 

leadership skills to better suit the needs of their staff. This study provides data-driven insight 

which will assist the educational community regarding crucial leadership styles and practices that 

are conducive to building and contributing to positive teacher morale. The environment for 

educators is continuously changing, and it is imperative to prepare and provide administrators 

with insight into the needs of educators to foster positive teacher morale. It is essential to tutor 

educational leaders in the benefits of creating and nurturing a learning community for staff that 

will build teacher effectiveness and lead to increased productivity. 
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Appendix A: Letter to Building Administrator 

 

January 7, 2018 

 

Dear Building Administrator, 

  

This letter is an invitation to consider allowing your teaching staff to participate in a qualitative 

research study I am conducting as part of my Doctoral degree in the Department of Education at 

Centenary University under the supervision of Dr. Timothy Frederiks. I would like to provide 

you with more information about this research study and what your staff’s involvement would 

entail if you decide to allow them to take part.  

 

My doctoral dissertation will explore the relationship between principal leadership and teacher 

morale in a K-12 school setting. This study will provide data-driven insight to the educational 

community about crucial leadership styles and practices that are conducive to both improving 

and contributing to positive teacher morale. With the educational environment continuously 

changing it is essential to tutor educational leaders in the benefits of creating and nurturing a 

learning community for staff that will boost morale and ultimately increase teacher effectiveness 

and productivity. It is important to note, school administrators, like teachers are challenged with 

continual education reforms. 

 

Participation in this study is completely voluntary. It will involve an online survey approximately 

8 minutes in length and utilize Google Forms. Participants may decline to answer any of the 

survey questions if they wish. Further, participants may decide to withdraw from this study at 

any time without any negative consequences by advising the researcher. All responses collected 

will remain anonymous and completely confidential. Participant names will not appear in any 

thesis or report resulting from this study. 

 

If you have any questions regarding this study, or would like additional information to assist you 

in reaching a decision about giving your staff the opportunity to participate, please contact me at 

(###)###-#### or by e-mail at *******@gmail.com. You can also contact my dissertation 

committee chair, Dr. Timothy Frederiks by e-mail at frederikst@centenaryuniversity.edu 

 

I would like to inform you that this study has been reviewed and received ethics clearance 

through the IRB at Centenary University. However, the final decision about teacher participation 

is yours. I hope that the results of my study will be of benefit to educational leaders as well as to 

the broader research community.  

 

I very much look forward to collecting data from your teachers and thank you in advance for 

your assistance in this research study  

 

Sincerely,  

Ms. Jennifer Macones 

 

Centenary University Doctoral Candidate  
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Appendix B: Recruitment E-mail to Teachers/ Paraprofessionals 

 

Dear Teacher/ Paraprofessional, 

 

Attached please find a formal letter describing my doctoral research study and my intentions to 

have members of your teaching and support staff participate in a survey. 

 

If you so choose to kindly allow your staff to participate please forward the following link 

below: 

 

https://goo.gl/forms/K6WOziZsq2brhYhq2 

 

**** 

This survey is 100% anonymous, information pertaining to specific districts, schools, and/or 

teachers will not be shared within my dissertation. 

**** 

 

Thank you for your support and consideration, 

 

Jennifer Macones 

 

Principal 

Centenary University Doctoral Candidate 
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Appendix C: Informed Consent Letter 
 

Hello, 

 

I am conducting a research study of principal leadership and teacher morale in a K-12 school 

setting. 

 

The data you provide will be recorded anonymously. This informed consent statement will be 

filed separately from your responses, so no one will know that the answers/responses you 

provide are yours. The study involves collecting data from several teachers and support staff who 

work in Northern New Jersey schools in a K-12 setting. 

 

You can ask questions about the research study or about being a participant at any time or by 

calling me at ###-###-#### or via e-mail at *******@gmail.com. In addition, for any research 

questions regarding your experience in this study, please contact: Tara Veerman at 

veermant@centenaryuniversity.edu (IRB Chair) by phone at ###-###-####. 

 

Your participation in this study is voluntary and you may withdraw at any time. You may refuse 

or discontinue participation at any time without consequence or prejudice.  

 

If your participation in our research has caused you to feel uncomfortable in any way, or if our 

research prompted you to consider personal matters about which you are concerned, we 

encourage you to not continue with the participation of this voluntary research. 

 

Signing your name below indicates that you have read and understand the contents of this 

Consent Form and that you agree to participate in this study. 

 

Consent 

I have read the above information and I fully understand the nature of my participation. I 

understand that my involvement in this study will be confidential, and that if a summary of the 

results is used for educational or publication purposes, my individual results will not be 

identified. I also understand that I have the right to terminate my participation at any time during 

the study. Lastly, I understand the risks of participating in the study, including the self-

consciousness I may feel while participating. Lastly, I certify that I am at least 18 years of age. 
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Appendix D: LPI Permission Letter 
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Appendix E: PTO Permission Letter E-mail 

 

From: Santos, Maryann P <msdb@purdue.edu> 

Sent: Sunday, July 9, 2017 10:42 AM 

To: Macones, Jennifer; Neidlinger, Rita J 

Subject: Re: Research Study Permission Request 

 

Dear Jennifer, 

 

Thank you for your email. We routinely provide permission for the use of the Purdue Teacher 

Opinionaire for research purposes. Feel free to use it and best of luck with your dissertation. 

 

Maryann Santos, Ph.D. 

Professor and Dean, 

Purdue University 

College of Education 

Beering Hall, Room 6138 

100 N. University Street 

West Lafayette, IN 47907-2098 

(765) 494-2336   Fax:  (765) 494-5832 
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Appendix F: Google Forms Survey Questions 
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Appendix G: IRB Approval Letter 

 

 

 

 

 

 

 

 

 


