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Abstract
Davis, Frednardo Doryell. Ed.D. The University of Memphis. December 2016. TeacherLeaders’ Perceptions of Principal Instructional Leadership in Two Mid-South Charter high
Schools: Reginald Green, Ph.D
While leadership, most importantly instructional leadership, is very important to the
success of schools, it is just as important for principals to display instructional leadership behaviors.
Instructional leaders are responsible for creating a shared vision, observing instruction and giving
quality feedback, allocating educational resources, making decisions that are both driven by data
and address the School Improvement Plan (SIP) to positively impact the instructional program,
creating positive school, student and adult cultures, and nurturing adult learning and building
teacher capacity (Stronge, Richard, & Catano, 2008).
These things should be evident in the instructional program and displayed behaviors should
be recognized by other school personnel, to include teacher-leaders, through the implementation
of programs, systems, and routines. It would be beneficial to determine whether or not charter
high school principals are displaying instructional leadership behaviors that can be recognized by
other quasi-leadership personnel, teacher-leaders, who are positioned for collaborative measures
in order to obtain achievement for all students.
Teacher-leaders are a population to consider when observing instructional leadership or the
instructional leadership behaviors of the principal.

While teacher-leaders may formally or

informally fulfill different roles in the school, depending on the school’s needs and the principal’s
vision, they impact student achievement through mentoring and building teachers’ instructional
capacity, and by assisting in decision-making and collaborating with the school principal.
Teacher-leaders should have the ability to perceive and speak to the instructional leadership
vi

behaviors of the school principal. It is through the display of the instructional leadership behaviors
and implementation of processes and programs that teacher-leaders are able to more accurately
perceive and communicate beliefs about their principal’s practices regarding instructional
leadership.
The academic gaps that exist in our schools are vast, but they must not continue to go
unaddressed. A trusting partnership between the principal and teacher-leaders cannot only breed
success for the school but also impact student achievement. This study presents findings that
determine the perceptions that charter high school teacher-leaders who participated in this study
have about their principals’ display of instructional leadership behaviors according to the Teacher
Instructional Leadership Standards (TILS).
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Chapter 1
Introduction
America’s public schools face a future of rapid change, intensifying complexity and
growing uncertainty (Berry, 2014). Because of the growing uncertainty of public education, the
federal government has attempted to address the unfavorable status through its creation of
federal programs such as No Child Left Behind(NCLB) and the most recent Race to the Top
Initiative (RTTT). According to the Tennessee Department of Education (2012), Under No
Child Left Behind (NCLB), schools and school districts are measured on whether students meet
performance benchmarks in math, reading, science and attendance for grades 3 - 8, and all
previously mentioned subjects and graduation rates for high schools.
Furthermore, the Tennessee Department of Education (2012) states that schools not
meeting the achievement standards for two years are deemed “high-priority status.”The U.S
Department of Education (2014) explains that “high priority” schools are schools among the
lowest 5% of Title I schools in the state. This “high priority status” is based on the achievement
of the “all students” group in terms of proficiency on the statewide assessments (U.S Department
of Education, 2012). The U.S Department of Education (2012) further explains that the
statewide assessments are part of the SEA’s differentiated recognition, accountability and
support system, combined, and schools have demonstrated a lack of progress on those
assessments over a number of years in the “all students” group. In 2012, out of Tennessee’s 83
bottom 5% schools, 69 schools in Memphis were listed as bottom 5% schools based on poor
academic achievement; therefore, making them eligible for takeover (Roberts, 2012).
The Obama Administration created its signature education reform initiative – Race to the
Top Initiative – in an effort to ignite education innovation at the state-level (United States
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Department of Education, 2014, p. 1). Race to the Top served as a challenge and a call for states
to create their best ideas that would raise the stakes in preparing students to be college and career
ready, invest in America’s teachers and school leaders, turnaround America’s lowest-performing
schools, and use data to make decisions to support educators (U.S. Department of Education,
2014, p. 1). Since 2010, Tennessee has used more than $500 million in Race to the Top money
to reconstruct its education system, by seeking to turnaround its lowest-performing schools,
casting a substantial common-standards training effort, revamping teacher and principal
evaluations and updating technology in schools (Camera, 2014). While there were six priorities
in the Race to the Top Initiative that states were assigned to address in their plans, there was an
assigned focus to shift certain conditions at the school level for reform, innovation, and learning
found in “Priority Six”of the initiative (U.S. Department of Education, 2009). Race to the Top’s
Priority Six assigned states the task of formulating provisions for reform, innovation and learning
by providing flexibility and autonomy at the school-level in the following areas:
A.

Selecting staff;

B.

Implementing new structures and formats for the school day or year that yields
more learning time for students;

C.

Controlling the school’s budget;

D.

Awarding credit to students based on student performance instead of instructional
time;

E.

Providing comprehensive services to high-need students;

F.

Creating school climates and cultures that remove obstacles to, and actively
support student engagement and achievement; and
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G.

Implementing strategies to effectively engage families and communities in
supporting the academic success of their students (U.S. Department of Education,
2009).

During Tennessee’s second year of implementing the communicated infrastructures of
the Race to the Top Initiative, the State reported significant progress in communicating a refined
approach to improving and supporting school leadership (U.S. Department of Education, 2012).
There were State-level efforts to improve leadership pipelines and to focus on the transition from
input-based to outcomes-based determinations of leadership quality based on leadership needs
due to the implementation of the Tennessee Educator Acceleration Model (TEAM) and Common
Core State Standard (CCSS) initiatives. The priorities cataloged in Race to the Top intentionally
ensure there is a definitive reach to the school-level, which directly impacts principals as they are
supported in their instructional leadership outcomes. However, according to Bickmore and
Dowell (2014), research supporting explanations of school leadership and principal execution of
instructional leadership is grounded almost exclusively on traditional public school
administrators. This is a problem, due to the multiple variations of schools that are educating our
students. With this, it is important to consider other school types and the leadership in those
schools – most specifically, charter schools and charter school leadership.
Charter schools operate outside of local school districts’ direct control which makes the
role of the charter principal appear different from the role of the traditional principal (Bickmore
& Dowell, 2014). Although autonomy is a foundational characteristic of charter schools, there
are workload distinctions between charter school principals and traditional school principals.
Generally, charter school principals do not have the same kinds of district supports as traditional
principals have which causes charter school principals to function duties normally performed by
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district central office staff (human resources, accounting, transportation, and special education
departments) (Bickmore & Dowell, 2014). While these functions can be championed by
subcontracts, partnerships, or contracts with management organizations, the disparity is that
traditional principals’ expectations to grapple with these are not as prevalent. The undertaking to
balance the several obligations that charter school principals must manage could affect the
principal’s ability to execute instructional leadership behaviors and tasks.
According to Green (2009), researchers have defined instructional leadership in different
ways. First, instructional leadership is described by performance function. Next, it is described
by leadership behaviors. O’Donnell and White (2005) suggest that effective instructional leaders
must create environments where trust is felt and taking a risk can occur with high levels of
comfort for teachers to feel appreciated and to become followers. Instructional leaders create
and nurture a positive, collegial environment where teachers feel that they are a part of a healthy
community where their thoughts and expertise matter. As stated by Green (2009), instructional
leaders are individuals who have developed a vision that emphasizes high standards of learning,
communicates effectively, distributes leadership responsibilities, facilitates the establishment of
a school culture that is conducive to student learning, fosters opportunities for the entire faculty
and staff to conduct inquiry to identify proven instructional practices for the intention of
enhancing the instructional program in a manner that meets the needs of all students. As
instructional leaders, this is the expectation of principals who consider themselves to be effective
leaders in this capacity.
The effects of principals’ efforts may ultimately improve the teaching and learning
process through more focused instruction, improved teaching skills and clearer expectations
(O’Donnell & White, 2005).A focus on these areas surrounding teaching and learning will

4

undoubtedly enhance student achievement levels. The National Conference of State Legislatures
(2011) explained that effective principals create vision and set high expectations, develop and
support teachers and school staff, and strengthen school culture (p.4). In addition, effective
principals build leadership teams to share or distribute leadership roles among teachers and other
school staff to bolster student academic achievement (National Conference of State Legislatures,
2011). Although the principal is ultimately responsible for everything that happens in the school
building and should be considered the chief instructional leader, teacher-leaders have great
impact in the grind of achieving school success.
Devine and Alger (2012) declare that a school’s success is due to a collective approach to
leadership. It will take the hard work, dedication and collaboration of a school’s stakeholders to
address the issue of academic achievement (Nelson, 2006). Neumerski (2015) reports that
schools do not operate compartmentally, and leaders do not work in isolation. Additionally,
leaders—even when they do not work well together—coexist in schools and often share
responsibilities for instructional improvement (Neumerski, 2015). One person simply cannot
shoulder the accountability measures that school officials face and the difficult work that has to
be performed in today’s schools. The idea of recognizing a particular person as the leader can
take precedence for some school officials. However, principals can no longer serve in leading
an entire school instructional program without substantial participation from other educators
(Devine & Alger, 2012).
Principals are still expected to exude characteristics of individual leadership and
collaborative efforts with others to include teacher-leaders. Regardless of the particular position
that the teacher-leader may fulfill at that time - facilitators, curriculum writers, chairs, etc. – the
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collaborative force of both principals and teacher-leaders working together is essential for
student achievement.
As stated by Nappi (2014), teacher-leaders are usually classroom teachers who share their
expertise with others in different forms. They are an extended branch of leadership who inspire
instructional and cultural standards in the school. Teacher-leaders’ influence is very important to
the success of the school because of their ability to continue teaching students but extend their
reach beyond their own classrooms to other colleagues and classrooms (Nappi, 2014). The
partnership of the principal and teacher-leaders is an extraordinary fellowship that can prove to
be beneficial to a school community. The development and empowerment of teacher leadership
presents the mechanism of providing schools with human resources that will uphold the mission,
vision, and goals of that particular school (Nappi, 2014).
According to Berry (2014), it is time for a bold brand of school leadership at which
principals collaborate with expert teachers, such as teacher-leaders who still teach regularly, but
also have the time, space and incentives to develop their own ideas. Creating and maintaining
successful schools is not an easy task, and requires the efforts, work and attention of every
stakeholder in the school building.
Over the past two decades, as stated by Devine and Alger (2011), theorists have
consistently cited the importance of effective school leadership as a vehicle to improve
educational outcomes. As reported by Samuels (2010), effective principals encourage others to
join in the decision-making process in their schools. The combined influences of principals and
teacher-leaders on school decisions can positively impact student achievement. Devine and
Alger (2011) highlight that the principal is no longer considered the sole leader of a school, but;
rather, distributive leadership is enacted across the stakeholders (administration, teachers, and
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interested policymakers). Both principal and teachers have important and reciprocal roles in the
overall leadership quotient of a school, but to do so, an open and equitable relationship must be
in place in order to increase student achievement (Helterbran, 2010). This researcher believes
that the effective, collaborative relationship between the principal and teacher-leaders invigorates
teacher-leaders’ ability to identify the principal’s leadership behaviors and implemented systems
and processes. This causes the teacher-leaders to formulate perceptions about the principal’s
effectiveness as an instructional leader based on those displayed behaviors, which ultimately
affects student achievement. It is the combination of highly effective teaching with highly
capable school leadership that will change the outcomes for children in our schools-not one or
the other but both (Cheney, Davis, Garret, & Holleran, 2010).
Background of the Study
Expert teachers have been called to assume leadership functions at the instructional and
organizational levels (Devine & Alger, 2014). These leadership functions are referred to as
teacher-leadership. Teacher-leaders are former and even current teachers fulfilling a leadership
role, assigned formally or shared informally, who build the entire school’s capacity to improve
(Harrison & Killion, 2007). Teacher-leader roles consist of the following: resource provider,
instructional specialist, curriculum specialist, mentor, data coach, grade-level chair, and subjectarea chair (Harrison & Killion, 2007). Even though teacher-leaders fulfill a leadership role that
also calls for instructional leadership, there is still a clarion call for 21st century principals to be
instructional leaders in the quest of creating and maintaining successful schools for teachers,
students and the community. Instructional leaders are responsible for creating a shared vision,
observing instruction, giving quality feedback about instruction, allocating educational resources,
making decisions that are both driven by data and address the School Improvement Plan (SIP) to
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positively impact the instructional program, creating positive school, student and adult cultures,
and nurturing adult learning and building teacher capacity (Stronge et al., 2008).
According to Austen (2010), today’s principals need to activate the potential of
instructional teacher-leaders on their staff to assist them in leading instructional programs in
schools to increase student achievement. Leadership is no longer viewed as a status held by the
person who sits behind the door located in the main office. It is effective leadership and
collaboration that are capable of turning the tide on the present circumstance of a failing system
of schools in the country. The researcher presents this qualitative study to identify teacherleaders’ perceptions of their principal’s instructional practices displayed in selected charter
schools.
Statement of the Problem
Evidence of previous research has been conducted about the subjects of instructional
leadership and teachers’ perceptions. In fact, instructional leadership and perceptions of teachers
have been popular research subjects. However, there is minimal research that investigates the
perceptions of teacher-leaders concerning instructional practices that are revealed by charter high
school principals. It would be beneficial to consider the voice and perspective of teacher-leaders,
in regards to their perceptions of instructional leadership displayed by their principal.
Consequently, this research sought to close the gap in the literature by investigating teacherleaders’ practices of charter high school principals’ instructional leadership behaviors.
Significance of the Study
This study adds to the body of research that addresses principals’ instructional leadership
practices exemplified in charter high schools, as it is perceived by teacher-leaders. School
leaders, charter and public, may benefit from the study by intentionally focusing on the exertion
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of all the identified instructional leadership behaviors in their schools through actions and
implementation of systems and programs. An additional benefit for school leaders is to make the
actions explicit enough so that teacher-leaders and other vested stakeholders can identify and
acknowledge the principal as an instructional leader. College and university leadership
departments that have principal preparation programs, other principal preparation program
entities, and leaders of traditional district offices and charter management organizations can use
this study’s findings to improve current and future principals’ knowledge of instructional
leadership in order to improve student academic achievement. There are few studies that have
been written in regards to teacher-leaders’ perspective of instructional leadership practices. This
is a gap that needs to be closed.
Purpose of the Study
With the problems that are evident in today’s schools, collaboration amongst
administration and appointed leaders is imperative to achieve success for teachers and students.
The increase of charter schools’ presence as an answer to low-performing schools is resulting in
the decrease of public schools (Cordes, 2014). It is important to know whether or not charter
school principals are leading their schools guided by the actions and behaviors of instructional
leaders. The purpose of this study is to determine the perceptions that teacher-leaders have about
principals’ instructional practices, in two Mid-South charter high schools as determined by the
Teacher Instructional Leadership Standards (TILS). The researcher is also concerned with
determining a response to each of the five domains, as specified by TILS that characterize
instructional leadership in the context of the charter school environment.
Research Questions
This study was guided by the following research questions:
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1.

To what extent do teacher-leaders perceive that their principals utilize TILS
instructional leadership practices?

2.

Within schools, how similar or different are teacher-leaders’ perceptions of their
principal’s implementation of the TILS instructional leadership practices?

3.

Across schools, how similar or different are teacher-leaders’ perceptions of their
principal’s implementation of TILS instructional leadership practices?
Limitations

1. This study focuses on teacher-leaders’ perceptions of principals in their instructional
leadership roles.
2. This study focuses on charter school teacher-leaders that work with charter school
principals. It is limited to the responses of participants who participated in the focus
group.
3. This study did not take into consideration the total length of time that the principal
has served as the building leader.
4. This study did not take into consideration the total length of time that the teacherleaders have served as teacher-leaders in that school.
Assumptions
1. Teacher-leaders can accurately identify and assess the principal’s instructional
leadership as a charter school leader.
2. The responses received from participating teacher-leaders accurately reflect their
professional opinions regarding the principal’s instructional leadership.
3. Teacher-leader participants answered questions openly and honestly.
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4. The questionnaire is a valid assessment of principals’ actions based on what research
says instructional leaders should do.
Delimitations
1. The study is delimited to charter school teacher-leaders who educate and serve in the
Mid-South of the United States.
2. The study is delimited by the data collection procedure used.
3. The study is delimited to studying instructional leadership instead of any other types
of leadership.
The study focuses on the perceptions of charter high school teacher-leaders concerning
principals’ implementation of instructional leadership practices.
Theoretical Framework
The theoretical framework that will provide an understanding of teacher-leaders’
perceptions of principals’ instructional leadership is Robert House’s Path-Goal Theory (House,
1996). As stated by Green (2009), House believed that the leader’s motivational function is to
clarify the routes followers must travel to reach work goal attainment and remove any pitfalls
that they may encounter. Path-goal theory is a dyadic or two-fold leadership theory that focuses
on goal setting and expectancy of subordinates. In goal setting, it is suggested that setting
challenging but realistic goals and offering rewards for goal attainment is an effective manner of
motivating people. Expectancy theory explains the reasons people work hard to attain work
goals that consist of the following: (a) goal attainment is linked to something they value (e.g.,
recognition, increase in pay, promotion) and (b) the behaviors people engage in have a high
probability (expectancy) of reaching the goal.
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In other words, no motivation to work hard will be exerted by the people if they do not
place value on the reward for goal attainment or believe that their behavior will not lead them to
goal attainment. Green (2009) offered that a leader who implements Path Goal Theory displays
the behaviors that improves work performance and increases the opportunity for followers to
receive personal satisfaction while putting for the work that will yield goal-attainment.
As stated by House (1996), two general propositions were advanced by House and
Mitchell (1974) concerning path-goal theory. First, the leader’s behavior is acceptable and
satisfying to the subordinates so much that the subordinates see the leader’s behavior as either a
source of immediate or future satisfaction, or the leader’s behavior is motivational and increases
effort to the extent that (a) the leader’s behavior satisfies subordinates’ needs that are contingent
on effective performance and/or (b) the leader’s behavior compliments the subordinates’
environment by providing coaching, guidance, support and rewards necessary for effective
performance.
Underlying the path-goal theory is the premise that individuals who are in positions of
authority or leadership will be effective to the extent that they complement the environment that
subordinates work by providing essential, cognitive clarifications to ensure the subordinates
expect that they can achieve communicated work goals, as well as, experience intrinsic
satisfaction and receive rewards as a result of work goal attainment (House, 1996). In essence,
the principal must provide subordinates with the necessary information about the work goals and
the rewards that are attached to goal attainment. The principal must also provide the necessary
amount of support to subordinates so they can achieve communicated work goals in order to
increase the expectancy that a certain level of displayed work behavior will yield goal
attainment.

12

Furthermore, principals must also engage in behaviors and actions that remove work
obstacles and barriers that might cause disruption or hinder the subordinates’ ability to reach the
goal (Green, 2009). The behaviors and actions of the leaders are very critical in shaping the
perceptions of the school community members especially teacher-leaders and teachers. It is
those perceptions that determine the level of confidence school community members have in the
principal’s ability, the satisfaction of being a part of that school community or in the teaching
profession, the thoughts of pursuing leadership roles in the future, could impact school
community members’ day to day interactions and work ethics with other members of the school
community, or affect the comfort level of expressing ideas and helping to make decisions that
could possibly benefit the school community.
This theory is especially important for teacher-leaders because they are the individuals
who aid principals in carrying out the instructional supports rendered to teachers. Principals
have a direct line of impact with teacher-leaders as well as teachers, but it is especially important
for principals to be clear in communicating goals, establishing a reward system attached to the
goal, removing barriers and pitfalls and offering the resources and supports needed for goal
attainment (Green, 2009). The perceptions will begin with the teacher-leaders who share the
same space with the principal as discussions occur and participate in the process of hammering
out the needed instructional details that will hopefully drive towards academic success. Whether
positive or negative, perceptions will be created which will affect the school community;
thereby, affecting the road towards reaching or not reaching the goal.
Definition of Terms
A.

Achievement Gap– the status of low achievement or inability in one or more
academic areas in comparison to other groups to show achievement and ability in
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those areas (Williams, 2003).
B.

Charter Schools – publicly funded, privately managed and semi-autonomous
schools of choice. They do not charge tuition. They must hold to the same
academic accountability measures as traditional schools. They receive public
funding similarly to traditional schools. However, they have more freedom over
their budgets, staffing, curricula and other operations. In exchange for this
freedom, they must deliver academic results and there must be enough community
demand for them to remain open (Miron & Nelson, 2002).

C.

Instructional Leadership – style of leadership focused on making teaching and
learning the focus that is achieved by giving constructive feedback, giving
consistent and knowledgeable instructional support, direct modeling and coaching
(Horng & Loeb, 2010).

D.

Leadership Practices – practices of leaders that fall under the heading of capacity,
achievement, responsibility, participation and status (Editorial Projects in
Education Research Center, 2004).

E.

Principal/Administrative Leadership Characteristics – leadership
characteristics and traits that are owned and displayed by the school principal
(National Association of Secondary School Principals and National Association of
Elementary School Principals, 2013). These characteristics include:
communicating effectively, being solutions-oriented, taking risks, being visible,
addressing problems both timely and positively (Sheninger, 2011).

F.

Teacher Leader – a person assigned formally or shared informally that builds the
entire school’s capacity to improve consisting of the following: resource provider,
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instructional specialist, curriculum specialist, classroom supporter learning
facilitator, mentor, data coach, grade level chair and subject-area chair (Harrison &
Killion, 2007).
G.

Teacher Leadership – specific roles and responsibilities that recognize the talents
of the most effective teachers and deploy them to affect student learning, adult
learning and collaboration and school system improvement (Riggs, 2013).
Organization of the Study

In Chapter 1, the study introduced a background to the study, the problem and research
questions are identified, terms that are pertinent to the study identified, the purpose and
significance was described, a conceptualized framework was presented and limitations and
delimitations were identified. In Chapter 2, the literature for the study will be presented and the
importance of the literature to the study. In Chapter 3, the research methodology will be
described. In Chapter 4, the data will be presented and analyzed. In Chapter 5, there will be
findings from the data presented and discussed.
Summary
Research has shed little information regarding whether or not charter school principals,
specifically those who lead high schools, are intentionally regarding the execution of
instructional leadership behaviors to create and sustain schools that are conducive to high
academic achievement for students. Instructional leaders are needed in 21st century schools; in
addition, it is essential that principals showcase behaviors and actions that can and should be
identified by members of the school community. Since teacher-leaders are a part of the building
leadership who collaborate with the principal and are assigned to assist with positively impacting
teaching and learning, it would be beneficial to determine the perceptions that teacher-leaders
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have about their principal’s instructional leadership practices, in two Mid-South charter high
schools.
Teacher-leaders are often times seen as passive participants or educators receiving a
stipend who are blessed to work in schools without having a full class load or those who are
given administrative assignments because the principal does not possess the vision to properly
use them in the best way that will support teachers and the instructional program. However,
teacher-leaders are vital members of a school’s community, who are capable of increasing the
scope of effectiveness for teachers and for students (Nappi, 2014). If teacher-leaders are capable
of increasing the effectiveness for teachers and students and are a supportive measure for
principals to accomplish school success, it may be beneficial to amplify their prospective in
determining their view of the instructional leadership effect for charter high school principals.
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Chapter 2
Review of Literature
Introduction
Teacher-leaders’ perceptions about principals’ fulfilling the instructional leadership role
in schools are an extremely important variable to consider. The perceptions that teacher-leaders
have could impact the perceptions that other teachers adopt, foster a positive or negative culture
in the school building, impact the quality of work that is implemented, and determine whether or
not the teacher-leader will continue in that role at that school or another school altogether. In
other words, the perceptions that teacher-leaders have about the principal can definitely affect the
school on many levels because of teacher-leaders’ reach, which could potentially help or hinder
desired outcomes for the school. According to Winter (1987), the perceptions form a significant
part of the school’s shared belief system due to the penetrating effects of their thoughts and
feelings affecting the school’s culture.
The academic gaps that plague schools are very deep and widespread. According to
Brown (2010), one reason that the gaps are so persistent, pervasive, and significantly disparate is
that American schools have been pressured to preserve the status quo. Educational leaders who
are not leading the academic program in a way that does not yield academic and social success
for the school and students they serve are doing a disservice to students. This is a blatant
reflection of leadership. Finkel (2012) asserts that if a school does not make adequate yearly
progress under NCLB, the principal is held responsible.
Despite the monumental deficits that exist in today’s schools, principals are expected to
implement structures and programs that will address those deficits. Johnson (2008) highlights
that most principals are expected to select, manage, motivate, and evaluate their team of teachers
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so their school meets its academic goals. It is crucial that school principals are very involved in
the systems and processes imbedded in the school that are designed to impact the school’s goals.
Spiro (2013) says that educators and other vested stakeholders increasingly accept that learning
should be at the center of a school leader’s job and that a good principal participates in the life of
the school, more often than not by shaping its course from inside the classroom and outside the
office. Just as important is the collaborative relationship between the school principal and other
school-based leadership, especially teacher-leaders, which furthers the probability of student
achievement in schools.
Each of the following sections seeks to detail the historical aspects of the teacher-leader
role as well as their present benefit in today’s schools. Secondly, the research will feature
information about instructional leadership, the principal’s role as an instructional leader, the
perceptions that exist about instructional leadership, and the relationship between the school
principal and teacher-leaders. Lastly, the sections will provide research about some of the
variations between charter schools and American public schools, some differences between
charter and public schools regarding education and operations, and the appearance and work of
principals and teacher-leaders specifically in charter schools.
History of Teacher-Leaders
Teacher-leaders have a very important role in the academic and cultural nuances in a
school, and are considered to be the best, brightest, and most impactful in the school population.
Although there is extensive research conducted on the impact of teacher leadership, there are
teacher leaders in the school who still do not see themselves as leaders. They instead continue in
the Principals lead; teachers follow mindset that contradicts the creation of teacher leadership.
Nermerski (2012) states that teacher leadership came about as a means of addressing the isolated
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nature of teaching and the desire to increase teacher status (Talbert & McLaughlin, 1994; YorkBarr & Duke, 2004). Helterbran (2010) indicates that the guiding principles of teacher
leadership date to antiquity and received renewed interest in the twentieth century and most
specifically indicates that Bahn (1947) “charged administrators the task of developing the quality
of teacher leadership over 60 years ago” (p. 155). Teacher leadership has been issued an
assignment to join the force of leading the efforts to address teaching and learning needs in
schools across the country.
Teacher leadership is the process that teachers, individually or collectively, influence their
colleagues, principals, and other members of the school communities to improve teaching and
learning practices with the aim of increased student achievement (The Center for Comprehensive
School Reform and Improvement, 2005). Teacher leadership gives teachers who achieve high
performance the opportunity to give assistance to other teachers and grow in leadership
themselves. Teacher-leaders have a greater influence in the academic and cultural decisions that
affect schools.
Teacher-leaders have more input into the academic school structures revealing a shift in
the manner the teacher-leader role was and is presently used. According to Silva, Gimbert, and
Nolan (as cited in Lumpkin, Claxton, & Wilson, 2014), indicated that teacher leadership has
three evolutionary stages:
A.

Schools appointed teacher-leaders to serve as department heads or master teachers
with the emphasis of controlling teachers,

B.

Teacher-leaders became instructional leaders or curriculum develops, and

C.

Teacher-leaders worked with peers to improve professional practices by
redesigning schools, mentoring colleagues, solving school-wide problems, and
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engaging in professional development activities (Silva, Gimbert, & Nolan as cited
in Lumpkin et al., 2000).
Weiner (2011) states that teacher leadership was used as a strategy to diminish high
turnover rates of effective teachers or their exodus to administration. Many talented teachers
seek further fulfillment and challenge other than their regular teaching assignment as they yearn
to spread their expertise. Lambert (as cited in Devine & Alger, 2011) highlights a deeper benefit
of the role due to the notion that teacher leaders understand the major dimensions of learning in
schools which are the learning of students, learning of colleagues, learning of self, and learning
of the community (Lambert, as cited in Devine & Alger, 2011). Talented teachers make attempts
to have further influence in their work they perform.
According to Devine and Alger (2011), some teachers assume informal leadership roles
while others are assigned formal positions. The dynamic of informal or formal leadership roles
is dependent on the school’s context or culture, the principal’s vision and support, and the
academic needs of students. Informal roles encompass classroom-related functions, such as
planning, communicating goals, and regulating activities; whereas, formal roles entail specific
positions including department head/chair, subject coordinator, curriculum specialist,
instructional specialist/coach, or professional learning facilitator (Angelle & Schmid, 2007). The
push for formal teacher leadership roles (e.g., differentiated title and responsibilities, additional
pay) began in the 1980s (Mangin & Stoelinga, 2008; Weiner, 2011). The informal type of
teacher leadership runs much deeper, is self-generated, and holds the promise of serving as a
mechanism for continual professional learning and innovation in the school (Helterbran, 2010).
Both formal and informal teacher leadership types still exist and have influence in today’s
schools.
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Roles of Teacher-leaders in Schools
Although the expectations and job duties of teacher-leaders can vary from school-toschool, teacher-leaders can still impact teaching and learning outcomes in schools (Nappi, 2014).
There are variations of the manner that teacher leadership is used especially by school type.
High schools, which rely on the department-level structure, may require teacher-leaders who are
subject-area experts. Contrarily, schools structured under the middle school concept that operate
under interdisciplinary teaming might require teacher-leaders well-versed in collaboration
(Angelle & Schmid, 2007).
Devine and Alger (2011) emphasize that teacher-leaders take responsibility for inquiring
about problems, researching possible solutions, answering content related questions, inventing
frameworks to impact teaching and learning, and implementing recommendations. Effective
teacher leadership is associated with decreased teacher attrition, improved instructional decision
making and efficiency, and increased student achievement (Darling-Hammond, 2003; Hertling,
2001; Johnson & Birkeland, 2003; Weiner, 2011; Whitaker, 1996). This is definitely the case
when teachers are able to function, in their roles, both effectively and efficiently.
As stated by Devine and Alger (2011), the teacher-leader incorporates three main areas of
activity:
A.

The leadership of other teachers through coaching, mentoring, and leading
working groups,

B.

The leadership of developmental tasks that are central to improved learning and
teaching, and,

C.

The leadership of pedagogy through the development and modeling of effective
forms of teaching.
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Duties of teacher-leaders are more focused on teaching and learning rather than on the
elements centered on the management or discipline of the school as some leaders are expected to
address. Angelle and Schmid (2007) emphasize that most teacher-leaders do not consider
themselves as leaders, but perceive their work is done through collaboration. It is through the
element of collaboration that teacher-leaders establish deep connections and trust to make strides
in the work they do. Teacher-leaders conduct their work by observing teachers and giving
feedback, modeling lesson demonstrations, offering paths to resources, and creating curriculum
(Angelle & Schmid, 2007).
Accountability and Teacher Leadership
As reported by Helterbran (2010), highly qualified teachers are required to enter the
classroom. This population usually translates as minimally qualified holding certificates, a
bachelor’s degree, and an acceptable score on a Praxis or Praxis-type test in most states. Novice
teachers, Teach for America (TFA) teachers, and veteran teachers who happen to ascribe to the
teaching of lessons glazed with mediocrity showing unpreparedness that threatens the future of
students, schools, and communities. Teacher-leaders are extremely important to the work in
schools especially with this population so that teachers are more prepared as they stand before
children. The expertise and work of teacher-leaders can close the teacher skill gaps so that each
student has a better, well-equipped adult in every classroom. In order for teacher-leaders to be at
their best and do their best work, a needed component is essential – a supportive
principal/instructional leader.
Instructional Leadership
The principal is the key contributor who can shape the relevance and reverence of the
teacher leadership role in the school. According to Helterbran (2010), the principal has this
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ability to shape the manner that teacher-leaders are respected and revered because he or she has
position, power, authority, and the responsibility of accountability for the total school program.
This production of a culture that respects the work of teacher-leaders is essential to the level of
impact teacher-leaders can make towards school improvement by helping in the lift of bettering
the practices of teachers and increasing student achievement.
In today’s schools, the traditional, autocratic leadership does not adequately address the
level of reform necessary to meet the needs of students in the new and challenging world they
are destined to encounter. Helterbran (2010) states that leadership can no longer equate
exclusively with the man or woman in the principal’s office and the tendency to focus on the
managerial aspects of the job. In addition, with the high level of accountability on school
success, there is no room for a sole, omniscient person to take on all the burdens and decisions
that come along with being a school leader. School improvement ultimately will depend on
teacher leadership, which is largely untapped factor in schools today (Helterbran, 2010).
Effective principals ensure that student achievement is a priority in their schools. Those
principals who are considered effective principals focus on solidifying a safe and orderly school
environment, displaying a supportive and responsive attitude towards children’s needs, and
providing teachers a supportive and professional community that is focused on good instruction
(Wallace Foundation, 2013). It is essential that principals set the academic and social standard in
the school building and are successful in getting buy-in from the members of the school
community. It takes five years for a principal to get traction and to see positive change in a
school (McLester, 2014), but it also takes minimal to no teacher turnover as well.
History of Instructional Leadership
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Fink and Rimmer (2015) affirm that principals’ responsibilities have multiplied since
many generations ago when they served as the principal-teacher. Today’s education does not
resemble the education of the past, therefore, requiring more from all adults who educate
children. Horng and Loeb (2010) declare that many new principal preparation and development
programs emphasize the role of principals as the “instructional leader.” Presently, there is more
of an emphasis on principals’ ability to set goals to be reached by the end of the school year,
create a shared vision for stakeholders to adopt, produce a positive school climate, provide
resources for teachers to push students in reaching academic goals, and increase the professional
growth of teachers.
Hallinger (2005) discloses that the emphasis on instructional leadership was driven, in
large part, by the effective schools’ movement of the 1970s and 1980s and has since been
renewed because of the increasing demands school leaders are held accountable for student
performance. According to Brookover and Lezotte (as cited in Phillips, 2010) the emergence of
the instructional leadership role took place in the early 1980s and stated that the shift was
influenced largely by research that found that effective schools usually had principals who
stressed the importance of instructional leadership (Brookover & Lezotte, as cited in Phillips,
1982). Mitchell and Cunningham (1986) reveal that the term instructional leadership is popular
among many researchers, policy makers, and school reformers due to current pressures for
accountability and excellence. Jenkins (2009) reports that instructional leadership has made its
return with increasing importance placed on academic standards and the need for schools to be
accountable. The accountability measures that have been bestowed on schools requires that
school leaders become very strategic and forthcoming with school related elements that can
either hinder or heighten the possibility of achievement for students.
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Relationships between Teacher-Leaders and Instructional Leaders
The type of teacher leadership utilized in a building can vary; however, the constant is that
the role needs to be both nurtured and respected by both administrators and teachers. Teacher
leadership can be nurtured through roles and relationships when:
A.

Colleagues recognize and respect teacher-leaders who have subject-area and
instructional expertise

B.

High trust and positive working relationships exist both among teacher peers and
with administrators.

C.

Teacher leadership work that is central to the teaching and learning processes (as
opposed to administrative or managerial tasks) is routinely assigned.

D.

Teacher-leader and administrator-leader domains are clearly defined, including
their shared leadership responsibilities.

E.

Interpersonal relationships between teacher-leaders and the principal flourish (The
Center for Comprehensive School Reform and Improvement, 2005).

Retaining effective teachers in schools is very important to the process of creating
successful schools and maintaining that success. Allensworth (2012) states that one key element
in teacher retention are teachers’ perceptions of their colleagues as collaborators, the quality of
the work environment, influence over their work environment, and trust in their principal as an
instructional leader. Teachers who have these types of experiences in their schools are more
likely to continue their tenure in that school especially when a collegial relationship exists
between the principal and the staff.
The partnership between the school principal and other school professionals is very
important to the success of the school which is ultimately reflected in student achievement as
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well as student and adult cultures. Hauserman and Stick (2014) explain that shifting the
emphasis from a supervisor being the sole decision maker to greater teacher involvement fosters
reflection and positive change among teachers. There needs to be high levels of trust between
the principal and teacher-leaders in order for positive impact to occur in schools. Orr
andOrphanos (2007) convey that teacher job satisfaction and engagement in teaching have been
important school quality indicators, both as predictors of organizational commitment and teacher
retention, and as significant mediating influences on positive student outcomes.
Principal as the Instructional Leader
The responsibilities surrounding leadership rendered by 21st century principals differ
from those in earlier times. According to Spiro (2013), principals once focused mostly on the
“Bs” – buses, boilers, and books – managing the staff, crating rules and procedures, and making
sure the school was operating smoothly. Time has brought about a needed change for principals
and the manner they carry out their duties in today’s schools. The focus has turned in a direction
where principals are more collaborative and strategic in addressing the academic and social
needs of 21st century students and all that entails.
As stated by Bennis (1994), leadership in the 21st century will need to possess different
traits due to the pressing needs of today’s students. Burns (2013) emphasized that the principal’s
role in leading and managing school improvement efforts that promote student achievement is
very important to students’ success. The action items identified to drive the school improvement
efforts must be efficacious in order to enact positive change. Burns (2013) asserts that leaders
who can confront the academic inequalities and social injustices serving as barriers to student
achievement are needed. Schools are not one-dimensional; therefore, they need a leader who can
address the deeply rooted issues of students who enter the school. An element that addresses
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those issues of students includes addressing the needs of teachers to ensure a school of quality
professionals who are committed to quality work.
Principals are very important to teacher retention and teacher development. Teacher
retention and development greatly impacts student achievement. Shaw and Newton (2014)
reveals that it takes three to seven years for a novice teacher to become a high-quality teacher,
but over one-third of all teachers exit the profession within the first five years. The high turnover
in schools impedes student achievement and school success. Shaw and Newton (2014) adds that
one-third of all teachers leave the profession because they feel they have no administrative
support and they are not satisfied with their job/work environment. Principals have to be
mindful of the entire school program, which includes the professional and even emotional health
of the teachers who work in the school. It is not enough to simply think about the work that
takes place in the principal’s office.
The principal has to be present in the way of consistently interacting with individuals in
the school community to offer both guidance and support that aid in their growth. Shaw and
Newton (2014) declares that one can pour all the money in the world into training new crops of
teachers and pass mandates to assure high quality, but the efforts are amiss if schools do not have
leaders who can cultivate and retain great teachers. Fullan (1998) declares that the type of
leadership that is needed challenges us to face problems for which there are no simple, painless
solutions. The ills that impede learning are new which requires leadership that will look at new
ways to solve those barriers. It is those barriers that have caused the principal’s job more
complex and the responsibilities heavier. This lends itself to the notion that principals should
possess the type of leadership that presents the capacity to not only lead but also collaborate with
other said leaders in the building due to the complexities in schools. Schools have the potential
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to be more successful when positive relationships and partnerships are built outside of the school
building. Spiro (2013) asserts that while most school variables, considered separately, have
small effects on learning, good leadership can pull the pieces together which is extremely
beneficial to student achievement.
Green (2009) mentions that the ISLLC standards, particularly Standard Five, identifies
characteristics that are common among effective school leaders that speak to the personal
qualities of the leader such as: vision, knowledge, effective communication, fairness, dignity,
respect, risk taking, trustworthiness, accepting responsibility, being ethical, caring, accepting
consequences, collaborating, and being a consensus builder. Leaders who possess these
characteristics tend to most times gain the necessary level of buy-in from members of the school
community membership thereby creating a positive, trusting culture where people feel they
matter. According to research conducted by Brewster and Railsback (2003), trust fosters a set of
structural and socio-psychological organizational conditions that make productivity and school
improvement more conducive. This feeling then impacts the stakeholders’ professional practices
and their interaction with other adults in the and with students in the school community.
Principals need to be very involved in the school community as it relates to executing
those leadership attributes that quantify effective leadership. While it is important to have a
paradigm of characteristics in which principals should align themselves, it is very important that
the leader is not the only individual who knows that these are characteristics that are in his or her
possession (Green, 2009). As reported by Green (2009), it is essential that the leader’s
characteristics are shown through their actions and are recognized by other stakeholders. Other
vested stakeholders, including teacher-leaders, should be able to identify those executed
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characteristics through the principal’s actions and implemented structures and programs found in
the school.
Helterbran (2010) states that the principal is the lynchpin in creating and supporting a
school climate in which teacher leadership can flourish. In contrast, teacher leadership is very
unlikely to develop and flourish which will not allow the school to experience the pure impact
teacher-leaders can provide if leadership is vested with the principal only. McLester (2014)
emphasizes that principals should rely on teacher-leaders to help in making better decisions
because they are in the trenches. It is possible for teachers to engage in professional learning, be
collegial, and work in ways to strengthen practice, but full impact will not make its mark if the
principal is resistant or unwilling to share leadership. Working with teacher-leaders is not
without its challenges because there is a fine line between principal’s leadership and teacher
leadership because the principal is a member of team; yet, the principal is still the leader
(McLester, 2014).
Johnson (2008) emphasizes that the vast majority of principals see instructional
leadership as a key mission. As reported by Spiro (2013), leadership is the most important
school-related influence on student learning next to classroom instruction. Even though there is
an indirect impact with students, the principal has the ability to shape the instructional program
though classroom teachers interact with students more during this process. According to
Mitchell and Castle (2005), studies imply that academic and intellectual concerns should remain
at the top of the principal’s priority list and that principals need sufficient role autonomy and role
flexibility to focus on teaching and learning in classrooms” (p. 411). With this level of
autonomy, principals will not feel compelled to be confined to the office chair. Principals are
needed in the daily school activities. They need to be amongst the school community members
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in order to be able to address the needs of the school community. This interaction will lend
principals the depth of knowledge and experience needed to construct plans and methods to
address certain elements needing attention.
Perceptions of Instructional Leadership
Siegrist (1999) declares that early leadership studies addressed leadership traits that have
been based on power, and the focus was on differentiating between leaders and non-leaders. The
differentiation concerning whether a person is a leader based on power is irrelevant today.
Being a leader in today’s society is more about one being able to convince people to follow, to
buy-in, and to produce required results. Horng and Loeb (2010) declare that recognition of the
importance of school leadership has led to increased attention to recruiting and preparing school
leaders. Phillips (2010) emphasized that the school principal consists of many roles: manager
administrator, instructional leader and curriculum leader. Though there are many roles, however,
school principals have to balance or juggle between those roles.
A school’s preliminary purpose is to educate students to become academically competent
and competitive. Wilmore and Thomas (2001) emphasizes that the administrator facilitates the
implementation of a sound curriculum and appropriate instructional strategies designed to
promote optimal learning for all students. Mitchell and Cunningham (1986) assert that principals
act in an instructional leadership capacity when they emphasize academic achievement through
clearly stated goals, expect that all children can achieve, promote an orderly atmosphere
generally free of disciplinary problems, and express a commitment to improvement through
support of new practices and innovative ideas.
Spiro (2013) states that good principals are good administrators, but they are instructional
leaders who provide staff with guidance and a sense of mission and students with the motivation

30

to succeed. Instructional leaders ensure that the curricular arena is sacred and is at the center of
the school’s daily activities. According to Siergrist (1999), the curricular arena addresses that
leaders have knowledge of the following:
A.

Students’ experiences,

B.

Teacher/student interactions,

C.

The advisement function,

D.

Pairing of student and faculty,

E.

Tying student learning to practice,

F.

Involving the workplace,

G.

Establishing outcomes that immerse students in investigations of change, and

H.

Ensuring that students are actively engaged in the learning process.
Role of Instructional Leaders

Green (2009) asserts that instructional leaders engage in collaborative dialogue, they
distribute leadership responsibilities and facilitate the establishment of a school culture
conducive to student learning. Utilizing the key people in the school building and maximizing
their growth potential positively impacts the school community and student achievement. Green
(2009) explains that instructional leaders foster opportunities for the entire faculty and staff to
conduct inquiry to identify proven instructional practices that can be used to enhance the
instructional program in a manner that meets the need of all students.
There are high expectations for school principals and especially those who execute
instructional leadership characteristics. Wahlstrom and Lewis (2008) divulge that the principal
as an instructional leader is expected to understand the tenets of quality instruction as well as
have sufficient knowledge of curriculum to know that appropriate content is being delivered to
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all students. In order for the principal to give feedback to a teacher about teaching, he or she
must be well versed in the practice so effective forms of teaching can be coached. Wahlstrom
and Lewis (2008) explain that this presumes the principal is capable of providing constructive
feedback to improve teaching or is able to design a system in which others provide this support.
Enhancing instructional methods that are issued by teachers directly impacts student learning,
and is a great determinant of the school’s effectiveness. Fink and Rimmer (2015) articulate,
“With growing demands of the principalship, ensuring that principals have the knowledge and
skills to be instructional leaders is now more important than ever” (p. 43).
An effective instructional leader has the capacity for being a catalyst of change in a
school if they can tap into their power of influence. Wilmore and Thomas (2001) claim that
followers become leaders, and leaders become change agents so much to the point that ultimately
they transform the organization. The work of an effective instructional leader can be determined
by the evidence of effectiveness in a variety of areas in the school program. Mitchell and
Cunningham (1986) explain that principals also influence the quality of instruction when they
take action on such issues as class scheduling, assignments of students to classrooms, in-service
training activities, observation and evaluation of teachers, student discipline policies, distribution
of staff rewards, and innovative efforts at school improvement. These certainly are important
elements in a school that can affect academic performance, student and adult culture, and
ultimate student achievement. As reported by Lawson (2009), many principals and their
leadership teams, which includes teacher-leaders, are focusing not only on defining processes
and expected outcomes for individual employees, but also on building good relations to create a
positive school climate and culture and to make valuable community connections.
Charter Schools and American Public Education
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In 1983, the landmark and transformative A Nation at Risk Report sounded a clarion class
with its highly critical review of America’s public education system. Since this groundbreaking
report was released that literally shook the image of America’s schools and their adequate
performance for students, there have been many efforts to change the fate of a decaying
educational system (Junge, 2014). Junge (2014) declares that since Minnesota passed the first
charter school law in 1991, new education formats have consistently emerged and taken root
across the nation. This offers opportunities for new education initiatives and ideas to take root
and grow to fruition. Larson (2009) emphasizes that over the last 100 years, education in the
United States has remained relatively static. The formula that will catapult the American
education system to one that can be revered worldwide continues to still be determined.
However, charter schools have become an extreme focus in our educational system.
Kinderzierski, Muhammed, Wallace, and Lesh (2013) emphasize “Charter schools are
public schools that are free from many of the regulations applied to traditional public school yet
are held accountable for student performances” (p. 3). Charter schools have become a fordable
contender to the public school system. Raymond (2014) states that charter schools provide the
backdrop for an ongoing debate about the aims of publicly supported education and the role of
the individual in relation to the larger community. Kinderzierski et al. (2013) mention that
charter schools are autonomous with a wide control over their own curriculum, type of
instruction, budget, and internal structure. It is in that autonomy that charter schools are able to
quickly make adoptions to systems and programs that will address the needs of the students they
serve. Kinderzierski et al. (2013) indicate, “these schools are paid for with tax dollars and must
be open to any student in the district. The ‘stakeholders’ who approve a school’s charter can
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review, monitor and audit progress, hence some would argue charter schools have a ‘double’
accountability” (p. 3).
Kinderzierski et al. (2013) explain that the charter movement became a controversial
catalyst for school reform as new schools with private ownership decreed they had a better way
to educate America’s students. Charter school became an answer to the bureaucracy and low
performance of public schools in America. Junge (2014) updates that today more than 2.3.
million students attend about 6,000 charter schools in 42 states and the District of Columbia.
This presents the situation that many students who leave public schools are enrolled in charter
schools; thereby, taking the per pupil capital and academic talent with them.
As stated by Bushaw and Lopez (as cited in Raymond, 2014), over 20 years of operating
public schools in a relaxed regulatory environment in exchange for tighter accountability (or so it
is supposed to be), the collective experience of nearly 6,000 charter schools is a monumental and
largely untapped knowledge base about doing school under different terms and conditions.
Raymond (2014) revealed that most Americans (52%) said charter schools provide a better
education than other public schools. This idea is prompting charter schools to be utilized as
answers to low-performing schools, which are transitioning to be used on a larger scale.
Recently, Tennessee has taken the approach of incorporating charter schools, through
state law, creating a charter district tasked with increasing charter school presence through the
Achievement School District (ASD). Skinner (2015) writes that the state’s Achievement School
District, tasked with turning around the state’s lowest-performing schools, has taken over 27
schools in Shelby County since 2012 and transitioned most to charter operators” (p. 1). The
schools that were selected, former neighborhood schools, are given more autonomy to run the
schools, but have to accept all students who live in the proximity of the school.
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Created by the Tennessee legislature, the ASD currently runs 29 schools through charter
management organizations that are contracted with the ASD. This change in education was
definitely an appeal to charter supporters, and solidified the need for charter presence due to the
low academic performance of those schools that performed consistently at the bottom 5% of
schools in the state. Raymond (2014) articulates that high expectations, personal responsibility,
and the dignity of each and every person are common themes in charter schools.
Kinderzierski et al. (2013) indicate that charter school advocates have long argued that
they are an efficient and effective alternative for children who reside in predominately lowincome areas. The idea is that charter schools take root in areas that are consider
socioeconomically low which happens to be where the most academic need is located. They also
articulate that proponents believe charter schools have the opportunity to provide innovative and
‘cutting edge’ educational practices, being freed from the bureaucracy of public education. Due
to the presence of autonomy, principals and teachers are able and empowered to make decisions
in a timely manner that will benefit students. Rotberg (2014) divulges that although there has
been considerable public attention to test-based accountability and to comparing student
achievement in charter and traditional public schools, there has been less attention to the link
between charter schools and increased segregation.
Butrymowicz (2013) emphasizes that charter schools and their proponents argue that
charters must take any student who wants to attend – and randomly select students through a
lottery if too many apply – and, as such, can’t control who enrolls. Charter school critics believe
that charter schools recruit and seek out the academic astute and oust out students who are
academically challenged or have behavior problems. Butrymowicz (2013) emphasizes that some
experts are concerned that this trend is an example of the next phase of white flight, following a
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long history of white families seeking out homogeneous neighborhoods and schools. Rotberg
(2014) indicates that families often choose schools based on their perceptions of the extent to
which other families in the school community are “similar” to them.
Teacher-Leaders within Charter Schools
Teacher-Leaders are not only significant to the workload of principals in charter schools
but are very influential to the overall success of charter schools through student achievement.
Nappi (2014) reports that teacher-leaders’ work helps to shift the principal’s focus from
managerial leadership to instructional leadership. Though teacher leadership can take on
different forms that are dependent on the vision of the principal and needs of the school, teacherleaders are empowered to make important academic and cultural decisions that impact the
school. As stated by Nappi (2014), teacher-leaders can assume the authority to select textbooks
or departmental budgets; in addition to, providing professional development for teachers, leading
professional learning communities, and assisting new teachers.
Instructional Leaders within Charter Schools
Charter school principals must be adamant about fulfilling their role as instructional
leaders. Principals in charter schools especially face many difficulties, which can disrupt their
leadership focus causing their leadership actions to be hidden. Goff, Mavrogordato, and
Goldring (2011) reveal that the challenges charter school principals face not only consume large
amounts of time, but they also detract the principal’s focus from being an instructional leader.
An added measure to consider is the difficult demands involving principals who start-up charter
schools.
This measure of work means that the principal has to create all operational, managerial,
and educational practices for the school (Bickmore & Dowell, 2014). Even with the multitude of
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areas that charter school principals must focus for the success of the instructional program, they
must work hard to display instructional leadership behaviors. In a study of first-year urban
principals in traditional and charter schools, the research revealed schools where principals
focused on improving teacher capacity and staff cohesiveness, which are important aspects of
effective instructional leadership, obtained student achievement gains (Bickmore & Dowell,
2014).
Leaders in Charter Schools vs. Public Schools
In 21st century schools, effective leadership is essential for school success and student
achievement regardless of the school type. According to Bickmore and Dowell (2014), research
supporting views of school leadership and the enactment of instructional leadership has been
based almost solely on public school administrators. Given the fact that there is limited research
on instructional leadership in charter schools, it is still understood that charter and public schools
operate differently. Therefore, this calls for charter school leaders to focus on different school
components when compared to their traditional school principal colleagues, but also
acknowledging that similarities exist as well.
Charter school leaders experience more autonomy because charter schools operate under
a public issued charter rather than the local school district (Bickmore& Dowell, 2014). Charter
school leaders are able to make more autonomous decisions about curriculum, instruction, and
operations than their public school principal colleagues. While traditional school principals have
central office as cover in regards to different offices that aid the instructional and operational
needs of the school, charter school principals have to handle those elements either in-house or
contract other entities to provide the services. Charter school principals generally do not have
the same types of district support as traditional school principals regarding human resources,
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special education, and other district offices (Miron, 2014). Charter school principals have a
more difficult time with gaining positive relationships with the community to which they serve in
comparison to traditional school principals.
As stated by Bickman and Dowell (2014), many charter school principals spend a great
deal of time engaging parents and dealing with staff-student-family politics because of the
distrust that the community may have towards the charter school and the pressure to maintain
student enrollment for economic viability. This is especially the case in the event of conversion
charter schools – low-performing schools taken over by a government entity or a majority vote
of stakeholders. While there may be different aspects of responsibilities that vary between
charter and traditional school principals, an overarching similarity is that their effectiveness in
essential to school success.
Summary
A failing education system is not a condition that we must accept and continue to allow.
The research speaking to the effectiveness of types of leadership is vast. We also know that
principals cannot present proficient perform of work in while sitting in silos with the mission of
creating successful schools for their teachers, students, and the communities they serve. As it
has been stated, 21st century schools need instructional leaders to take the helm and push failing
schools towards greatness; however, those instructional leaders must also empower and listen to
their teacher-leaders to enact the positive change necessary to reach both school goals and
individual enhancements for members of the school community. Teacher-leaders have the
capacity to positively impact the school community in an influential way, but the principal has to
have a positive mindset about teacher leadership and use the role in an appropriate way. It is by
working together, pushing one another, challenging the problems instead of the people, and the
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principal being the confident instructional leader that schools will be able transition from the
status of failure to one where they flourish.
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Chapter 3
Research Design Methodology
Introduction
This chapter entails the overall research design and rationale used in this study. It
includes a discussion of the research design, sample selection, data collection methods, reliability
and validity, data analysis strategy, and ethical considerations. The purpose of this study is twofold. First, the study aims to determine the perceptions that charter school teacher-leaders in two
Mid-South charter high schools have about their principal’s instructional leadership practices.
Second, the study aims to provide a response to each of the five domains of the TILS that
characterize instructional leadership in the context of the charter school environment.
A qualitative approach with descriptive methods of data collection was used to answer
the following research questions:
1.

To what extent do teacher-leaders perceive their principals utilize TILS
instructional leadership practices?

2.

Within schools, how similar or different are teacher-leaders’ perceptions of their
principal’s implementation of the TILS instructional leadership practices?

3.

Across schools, how similar or different are teacher-leaders’ perceptions of their
principal’s implementation of TILS instructional leadership practices?
Research Setting

The state of Tennessee, most especially the Mid-South, has become a hotbed for
educational change in the last few years (Hardy, 2013). A majority of the failing schools in the
state were found in the Mid-South which challenged the public school regime and enhanced the
presence of charter schools through the Achievement School District. Even though, there were
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charter schools in operation before the Achievement School District, its presence certainly made
a line in the sand where the Mid-South constituents would make a decision on whether they
would stand with either charter schools or the recently merged Shelby County School District.
This deeply rooted division was due to the occurrences of schools deemed performing in the
bottom 5% of schools based on student achievement were taken from Memphis City Schools
(now Shelby County Schools) and distributed to charter operators. The charter operators were
promised multiple school sites by the Achievement School District.
According to the TILS, the practices central to effective school leadership consist of the
following:
A. Create a Shared Vision,
B. Create a Positive, Hospitable Climate,
C. Cultivate Leadership in Others,
D. Manage People, Data, and Processes, and
E. Improve Instruction.
It is by these practices that the teacher-leaders communicated their perceptions based on
interactions with and observations of their school principal. Teacher-leader participants
communicated perceptions about their leadership in regards to the standard variables of
instructional leadership. Both charter high schools have been in existence since the early part of
the 21st century.
Research Design
A comparative case study was utilized to compare the findings of select high school
teacher-leaders’ perceptions of their principals. A case study approach was the appropriate
research design for this particular study as defined (Leedy & Ormrod, 2016). That is,
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“researchers study two or more cases – often cases that are similar or different in certain key
ways – to make comparisons, build theory, or propose generalizations” (p. 253). The study
utilized focus group analysis for teacher-leaders that yielded primary qualitative data. A
qualitative approach to the study allowed the researcher to understand the common and varied
perceptions of charter high school teacher-leaders regarding their principal as an instructional
leader.
Creswell and Clark (2007) state that a researcher conducts qualitative research when a
“complex and detailed” understanding of the issue is needed; as well as, the contexts of which
the participants of the research speak to a particular issue (p. 40). Hatch (2002) states that this
type of study requires the data to be gathered “directly by the researchers themselves” rather than
on questionnaires or scale measurements (p. 7). This study utilized focus groups with charter
high school teacher-leaders. Using these methods in this study assisted in gaining more
information to aid in the understanding of instructional leadership that is perceived by teacherleaders. This form of qualitative research adhered to the constructionist epistemological
paradigm.
Crotty (1998) defines this as the view that all knowledge and all meaningful reality is
contingent upon human practices being constructed in and out of interaction between human
beings and their world that is developed and transmitted within a social context (p. 42). While
leadership in the school is not segregated to the school principal, this person is still considered to
be the chief leader in the building. The principal’s display of leadership is communicated to the
school community through the support that is rendered, decisions that are made, and interactions
that take place. It is through those actions and interactions teacher-leaders and other members of
the school community gain perceptions that offer stances concerning the effectiveness of the
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principal. Specifically, this research sought to understand the perceptions that charter school
teacher-leaders have about their principals as instructional leaders due to displayed actions and
interactions by the principal.
Constructionism speaks to the notion that objects do not hold value apart from the
meaning that humans attribute to them through interaction. Crotty (1998) asserts that the claim
of constructionism is that human beings construct meanings as they engage with the world they
are interpreting. Consequently, it is not enough to describe meaning along a continuum of
objective or subjective. Meaning is constructed through the interplay of humans and the world.
Crotty (1998) emphasizes that constructionists seek to understand reality and the meaning
through human experiences and the contexts that surround them rather than discovering
knowledge. Central to this approach to research is the idea of symbolic interactionism: that the
reaction humans have to objects is based on the meanings they ascribe to the object; that
meanings are derived from human immersion in its culture; and that meanings evolve through
interpretation over a period of time (Esterberg, 2002). Charter school teacher-leaders at each
school site gave insight regarding the effectiveness of instructional leadership displayed by the
principal. The information was based on the interactions and observations that teacher-leaders
had with the principal during the school year.
The researcher’s task was to interpret the meanings and constructs, and focus on the way
those realities evolved. As a result, constructionists view many different aspects of the reality
they examine through the multiple perspectives that present themselves in the course of a
research project. Through the use of teacher-leader focus groups, the researcher gained an
understanding of the perceptions teacher-leaders have about their principals’ implementation of
instructional leadership.
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Crotty (1998) explains that the constructionist researcher is focused on the interaction
with his or her research object and elucidated constructionism does not suppress the object but
intently focuses on it, which is not a stationary development. Instead, it is a meditation with
content. There is an inquiry for descriptive patterns that may communicate an understanding of
the subject and information that can be transferred across human interaction. Charter school
teacher-leaders offered information that themes were attached to determine similarities and
differences regarding perceptions of instructional leadership. Crotty (1998) states that
constructionists believe that understanding is not “objective, absolute, or generalizable” (p. 16).
The interaction can be explained through patterns that develop within the understanding of the
context and the interaction of the researcher and the research object.
Constructionist epistemological thought continues to grow in research platforms that not
only seek to make meaning of the world but also to understand the experiences of others. The
researcher who used a constructionist epistemological position invited the opportunity to develop
a deep understanding of the perceptions that teacher-leaders have about principals who lead
charter high schools as previous research has identified the actions and assignments that
instructional leaders are called to perform.
Methodology
This dissertation is a comparative case study in which focus group sessions with teacherleaders yielded primary qualitative data. Creswell (2014) states that qualitative interviews
consist of the researcher conducting face-to-face interviews with the participants, telephone
interviews, or focus group interviews. In addition, these interviews involve unstructured and
generally open-ended questions that were few in number and are intended to elicit views and
opinions from the participants (Creswell, 2014). This study sought to understand the perceptions
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charter high school teacher-leaders have about the behavior of their principals as instructional
leaders and how these instructional leadership behaviors are characterized within the charter
school environment, as identified by five of the TILS.
To design this study, the researcher chose charter high schools in the state of Tennessee.
The researcher chose Tennessee because the state has experienced many elements of education
reform within the last few years as it relates to different education options that are offered. For
convenience, the charter high schools chosen were based in the Mid-South. Specific criteria were
utilized in the selection of specific charter high schools. The researcher chose to select high
schools consisting of a full high school program (Grades 9-12) and sustainability, that is, in
operation for more than 10 years. The rationale for selecting high schools rather than elementary
or middle schools is based upon the position of research conducted in high schools and more
specifically, charter high schools. The high schools were chosen using the Tennessee Charter
School website, http://tnchartercenter.org/families/memphis, which provided a listing of all
operating charter schools in the state of Tennessee.
The researcher focused specifically on the teacher-leaders’ perceptions of their
principal’s instructional leadership behaviors, and the manner at which the teacher-leaders
perceived their principal to display and implement a leadership type based upon the five domains
of the TILS.
Data Sources
Interest in this study was caused by the work the researcher conducted as a public school
teacher, a charter school administrator, a Relay Graduate School of Education Principal Fellow,
and the reading of various forms of research that referenced instructional leadership in public
schools. The culmination of these events and circumstances increased my interest in the topic
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from the perspective that instructional leaders have been attached to school success, but teacherleaders, should be aware of these actions and categorize their principal based on the action. With
the increase of charter schools that are being created and taking over low-performing public
schools, it would be beneficial to know whether or not instructional leadership is a focus in
charter schools. The qualitative study employed a case-study approach to determine the teacherleaders’ perceptions of their principal’s instructional leadership.
Sampling Method
The participants for this study were eight charter high school teacher-leaders in two
charter high schools in Tennessee’s Mid-South. Research participants were selected from two
out of the nine charter high schools functioning in the Mid-South region of Tennessee. The
schools selected were identified utilizing a convenience technique at which both schools have
been operating for over ten years. The schools participating in this study have been chosen based
on characteristics such as: having been an operating charter located in the Mid-South and
offering fully-functioning grades, 9-12, for students. The identified sample of charter schools
was determined by using the Tennessee Charter School website which lists the functioning
charter schools in Tennessee. Subjects for this study were identified by their willingness to
participate, by their holding of the positions as teacher-leaders of their respective charter schools,
and personnel insight of the school principal.
After having obtained permission from the Institutional Review Board, the researcher
sent each principal an email for the purposes of revealing researcher identity, my affiliation with
the University of Memphis, a synopsis of my research, and a request to speak with each MidSouth charter school principal to inform them of the study’s benefits, relationship establishment,
and to obtain permission to contact teacher-leaders for their voluntary participation in this study.
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Per the Tennessee Charter School Center, charter school principals have the autonomy to
participate in the study; therefore, principals were the deciding factor for allowing researcher
access. Once permission had been granted, the researcher sent the principal a formal letter of
participation that invited participants to participate in the study and offered a timeline for
conducting the study, via email. The email gave an explanation of the purpose of the study and
presented a consent form that participants signed and returned to the researcher. The researcher
followed up each letter with a phone call to participants to answer any questions. The principals
were contacted in order to determine a suitable time and place to conduct the teacher-leaders’
focus groups. In the letter submitted to principals by the researcher, the researcher also thanked
the principals for allowing participation, summarized the purpose and background for the study,
and ensured anonymity. Voluntary participation was also emphasized, and a general idea of how
long the completion of the session was communicated.
Focus Group Protocol
The researcher developed a guide for the focus group discussion that was guided by
information in the Tennessee Teacher Perception Survey that is aligned to the Teacher
Instructional Leadership Standards (TILS). This was revised in 2013. Convenience sampling
was used. The focus groups contained 8 participants. The focus group questions were derived
from the Teacher Perception Survey (aligned with TILS). Five questions were developed.
Questions were prioritized by importance. Prompts for each question were developed. Probes
were developed for each question to explore the issue more in depth. The questions were
finalized and reviewed to ensure that they were aligned with the purpose of the study.
After IRB approval was obtained, the researcher identified and reserved the focus group
site. Participants were invited and verified by phone. Room assignments were finalized and a
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reminder call was made to participants. All materials were organized. A script was read to
explain to individuals the purpose of the group and to explain the focus group roles. The
participants were notified that the session was being recorded. Participants were asked if anyone
objected to being recorded. The participants were reminded that all information is confidential.
The researcher opened the session and proceeded through the questions. At the end of the 2-hr
discussion, the focus-group session was closed, using the text from the script. The complete list
of the focus group guide questions appear in Appendix A.
Researcher Subjectivity Statement
In qualitative theory, the researcher is the instrument. The data collection of focus group
sessions; in addition to the analysis are subjective. Glesne (1999) indicates that awareness of
one’s subjectivities can guide individuals to strategies to monitor those perspectives that might
shape, skew, distort, construe, and misconstrue what you had supposedly seen or heard when the
time comes for you to write your data. The data collected and recorded could include individual
values and prior experiences of the researcher. This may force the researcher to recognize his
personal values and biases to reduce his influence on the data collection and analysis.
Throughout the researcher’s career as an educator, he has worked in many different levels
and types of schools. The researcher has worked in public school as a middle and high school
English teacher. As an administrator, he has worked in an elementary charter setting; as well as,
a high school charter setting both requiring full-turnaround efforts due to the cultural and
academic plights that were deeply interwoven in the schools. The researcher worked as an
educator in the same high crime, impoverished community, for over a decade, during the time
when all public, city schools reported to Memphis City Schools. The researcher witnessed
boththe influx of the Achievement School District and the surrender of the Memphis City
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Schools charter to form a merger between Memphis City and Shelby County Schools.
During the researcher’s transition from being a part of the public school regime to
transitioning to charter schools with the Achievement School District, he was introduced to
leadership cohorts such as the New Leaders’ Emerging Leaders Program and Relay Graduate
School of Education Principal’s Fellows Program. Through those programs, the researcher had
more interaction with people associated with Teach for America, Doug Lemov and Uncommon
Schools, and Paul Bambrick-Santoyo. The experiences pushed his thinking and introduced him
to a mindset that was not public-school focused or charter-school focused, but education focused.
The researcher desired to have a place in doing the things that mattered and that were more
beneficial to teacher, students, schools, and the community.

The researcher has experienced

bureaucracy, but has also experienced autonomy that he used to make hard, necessary changes
that afforded him the opportunity to professionally and morally stretch others and himself.
As a teacher, the researcher was not only responsible for teaching his student who many
were four-to-five grade levels behind, but he was also responsible for their social growth. It is
because of that seriousness, he was able to achieve record gains in 8th grade English/Language
Arts while employed at Memphis City Schools and establish the best student and teacher culture
in the school building. The researcher was an ideal candidate for the Achievement School
District because he was able to make gains with kids, at all academic levels and had a level of
respect from the community. It was not because the researcher was so good at what he did. It
was because he cared enough to try to do his best each and every day.
The researcher began the Education Leadership and Policy Studies Program, six months
before accepting an administration position with the Achievement School District. At that time,
he began researching the topic of Instructional Leadership regarding the behaviors of an
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instructional leader and student academic results associated with an administrator as an
instructional leader. As an assistant principal, the researcher began incorporating instructional
leadership strategies as he interacted with teachers and students in spite of serving under a
principal, who on many occasions tried to box him into the “disciplinarian” role. The researcher
did not see this principal effectively incorporating instructional leadership actions, and it became
clear that teachers did not value the principal’s leadership as one that was effective.
After two years of serving as an assistant principal, the researcher was able to serve as an
Academy Principal at what was arguably the worst high school in Tennessee, based on academic
and cultural data. The researcher also had a higher level of autonomy in his possession to
incorporate the research read about instructional leadership. The researcher also incorporated
content learned in the Education Leadership and Policy Studies program, and in the Relay
Graduate School of Education Principal’s Fellows Program. As a result of the researcher’s
ability to set a clear mission and vision, observe and give feedback to teachers to improve
instruction, create positive adult and student cultures, cultivate leadership in others, and manage
people with respect, the school received academic success noted by a rise in ACT scores and an
increase in graduation rates. The researcher’s experiences as an educator and a doctoral student
influenced his pursued analysis of instructional leadership.
Validity and Reliability
Validity and reliability measures are often difficult to understand when conducting a
qualitative research. Creswell (2014) indicates that validity does not carry the same connotations
in qualitative research as it does in quantitative research. Neither is it a companion of reliability
(examining stability) or generalizability (the external validity of applying results to new settings,
people, or samples). Golafshani (2003) asserts that the credibility of qualitative research
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depends on the ability and effort of the researcher (p. 600). Stenbacka (2001) states that the idea
of reliability in qualitative research’s purpose is to develop understanding and to explain a
phenomenon or issue (as cited in Golafshani, 2003). Guba (1985) states that qualitative research
frames reliability in terms of dependability and consistency of the results. Patton (2002) states
that reliability is a consequence of validity in a qualitative research study when discussing the
ability of the researcher and the skill to conduct research.
In this study, dependability and consistency were determined by the researchers’
agreement that the research findings were understood if they presented the same set of data and
parameters. In order to increase the reliability of a study, describe the investigator’s role in the
research process, and keep detailed research records during the data collection process.
Terms abound in the qualitative literature that addresses validity such as trustworthiness,
authenticity, and credibility (Creswell & Miller, 2014, p. 201). Golafshani (2003) explains that
the quality of the research is related to the generalizability of the result and to the testing and
increasing the validity of the research (p. 603). Thick (Quantity), Rich (Quality) descriptions
communicated in the findings will allow the reader to apply those findings to similar contexts or
participants, which enhances the study’s external validity. The researcher conducted a focus
group session with teacher-leaders at each school site. The purpose of this method was to gain
details from teacher-leaders about perceptions of instructional leadership and the effectiveness of
the execution of the principal.
Due to the use of focus groups that included 8 teacher-leaders, point of saturation was
met. Point of Saturation means that the number of participants in the study was achieved
according to the type of qualitative study (Creswell, 2014). Fusch and Ness (2015) state that
focus groups are another data collection method geared towards eliciting multiple perspectives
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about the meaning of truth in situations where the observer cannot be separated from the
phenomenon.
To ensure internal validity in the study, multiple measures were used to increase the
validity in the study that included: member checks, participatory modes of research, and an
examination of the researcher’s bias (Creswell, 2014). The researcher conducted member checks
of the focus group session data to ensure the data reflected the participants’ knowledge and
intent. At the end of each interview, the researcher described the member-checking process to
the participants and asked whether or not the participant would like a hard copy or an electronic
copy of the complete interview transcript. Participants were asked to verify the transcripts and to
elaborate if they felt led.
Creswell (2014) emphasizes that if themes are established based on converging several
sources of data or perspectives from participants, this process can be claimed as adding to the
validity of the study. In this study, the researcher gathered data from the teacher-leaders who
work with their particular school principal. Information sources included insight offered during
teacher-leaders’ focus group sessions. The instruments used in this study consisted of the
teacher-leaders’ focus group guide. The Teacher-leaders’ Focus Group Guide was based on
information in the Tennessee Teacher Perception Survey aligned to the Teacher Instructional
Leadership Standards (TILS), which was revised in 2013.
Bergold and Thomas (2012) state that participatory research methods are geared towards
planning and conducting the research process with those people whose life-world and
meaningful actions are under study. Bergold and Thomas continue by mentioning that the
participatory research process enables co-researchers to step back cognitively from familiar
routines, forms of interaction and power relationships in order to fundamentally question and
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rethink established interpretations of situations and strategies. Participant input and researcher
bias were considered in the research design and analysis. The semi-structured format of the
focus groups allowed the researcher to probe deeper into issues where the participants possibly
exhibited particular expertise.
Data Analysis
Data gained in the two high school settings of the 8 teacher-leaders assisted in
understanding the patterns of leadership behaviors of instructional leaders and relationships of
charter school instructional leaders, regarding the five TILS domains. The researcher gathered
data from focus group interviews. The researcher examined the transcripts collected in the focus
group sessions. By examining the notes from the focus group sessions, the researcher was able
to identify themes from the teacher-leaders’ responses. Responses from the focus group
questions brought clarity to the teacher-leaders’ perceptions of their principals’ instructional
leadership behaviors and practices and how these instructional leadership behaviors, in the
context of the charter school environment, are characterized by the five domains of the TILS.
The emergent findings are connected to the literature and are linked to suggestions for future
studies. The data analysis process began with transcription of the interview recordings from the
teacher-leaders. Detailed responses can be observed in Appendix B.
Conversations and Interviews
The researcher had focus group interviews with eight teacher-leaders across two charter
high schools. The researcher recorded and transcribed these conversations that took place in the
focus group interviews. The focus group interviews with the teacher-leaders at each school site
included the following questions:
1. How does your principal communicate the school’s vision to the school community?
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2. In what ways does your principal discuss students’ progress, reward and recognize
superior performance, and show visibility or vested interest in the school?
3. How does your principal create professional growth opportunities for staff?
4. What forms of data are used throughout the year to determine goal attainment, growth
targets, and identify at-risk students?
5. How does your principal ensure that instructional time is sacred, observe instructional
practice, and give instructional feedback?
The researcher recorded and transcribed the focus group interviews inputting the
information given by the teacher-leaders in a matrix created in Microsoft Word. The researcher
used an Apple MacBook Pro laptop to record the information that the teacher-leaders relayed in
the focus-group interviews. The Garageband software, on the MacBook, was used to record the
teacher-leaders’ answers. The laptop also provided the means for me to transcribe the answers
that were given. The researcher’s IPhone was used to record the information as a precautionary
measure.
Coding and Analysis
After analyzing the data from the focus group interviews, emerging themes surfaced as a
result of the information that was provided by the teacher-leaders. Similar and different
behaviors emphasized by teacher-leaders in regards to their perceptions of instructional
leadership practices provided by their principals were identified. The teacher-leaders provided
information relating to the five instructional leadership domains at which the questions that were
asked probed for inquiry. The data collected was organized not only by the domain but also by
school setting. This was essential in the attempt to determine the similarities and differences
identified amongst teacher-leaders within schools and across schools in order to determine
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themes that were germane to the charter schools in the study.
The researcher manually coded the data. The researcher used a matrix created in
Microsoft Word to capture the information given by the teacher-leaders. The information
provided was placed in columns relating to the corresponding instructional leadership domains.
The researcher identified the common themes based on the similar and different information
given by the teacher-leaders. The similarities and differences were considered amongst teacherleaders within and across schools in order to address the study’s research questions.
Exposing Researcher Values
During this study, the researcher continuously inspected his personal values and
expectations through ongoing self-reflection and conversations with doctoral academic advisors.
The moments of self-reflection stimulated focus on maintaining a code absent of bias and did not
allow assumptions to interfere. The researcher was adamant about staying grounded in the data
provided by the research participants. The researcher was also intentional about reporting the
findings as they were communicated by the teacher-leaders participating in the study.
As a former traditional school teacher and charter school administrator, it was hoped that
this research regarding principal instructional leadership practice as perceived by teacher-leaders
would be a contribution in identifying best practices in charter schools for school leaders in
charter and traditional schools to synthesize and apply. The mission was to expose the founded
practices, whether beneficial or unbeneficial, so that they can be shared with other entities in
order for them to make good decisions when creating and running their schools. The
researcher’s concern is grounded in the observance of charter management organizations taking
over traditional public schools, with the vision of turning around academic achievement, but do
not deliver on accomplishing the hefty goals communicated. The researchers believes that all
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schools should be student-centered and focused on doing what is best for children to address
their academic and emotional needs.
Ethical Considerations
Ethical considerations included the use of an informed consent form, a discussion of the
focus-group session agendas, time frame, and the use of a smartphone recorder and/or Garage
band software were used to ensure the interview was captured verbatim. At the beginning of
each focus-group session, the researcher reviewed the informed consent protocol with the
participants and provided an opportunity for the participants to ask questions and seek clarity.
The researcher kept all arrangements with the participants in this study, and the identity of all
participants and charter management organizations/charter schools were kept in confidence. All
research data was safely stored, at the discretion of the researcher.
Delimitations and Limitations of the Study
The study primarily focused on charter school teacher-leaders’ perceptions of their
principals as instructional leaders and their practices used. Two charter high schools in the MidSouth were the focus, instead of all charter high schools in the Mid-South, or charter schools in
the entire state of Tennessee or all school types, to include public or religious schools, in
Tennessee. The teacher-leaders, used in this study, are charter school teacher-leaders in the MidSouth. The study was limited to the responses of participants who have participated in the focus
group sessions. The total length of time that the principal or school leader had served as the
building leader; as well as, the total length of time that a teacher had served as a teacher at that
school was not considered. Time availability of teacher-leaders and the responses teacherleaders gave about their principal as an instructional leader are also limitations.
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A secondary focus of the study involved charter school principals’ leadership behaviors
and the direct association with only five of the TILS domains. The research was delimited to
studying instructional leadership instead of any other identified leadership type displayed by the
principal in regards to the TILS domains.
Summary
This chapter explained the overall research design and rationale used for this research
study to determine teacher-leaders’ perceptions of instructional leadership. It included a
discussion of the use of a qualitative research design to collect and analyze data. The chapter
also discussed the data sources the study included (e.g., focus groups). In addition, the chapter
discussed data analysis strategies using thematic analysis to produce and refine themes that
emerged from the data. In conclusion, the researcher considered validity and reliability issues, as
well as, ethical considerations. Delimitations and Limitations were addressed.
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Chapter 4
Data Analysis and Results
Introduction
This chapter contains the findings from participant interviews as they relate to the
research questions composed for this study. Data from this study was gathered from two charter
high school principals and 8 charter high school teacher-leaders within these schools, all located
in a large metropolitan city, Memphis, Tennessee. Pseudonyms have been created for the
schools participating in the study for confidentiality and anonymity purposes - Achievement
Charter High School and Building Tomorrow’s Leaders Charter High School.
A review of the research questions, a summary of the research methods and a brief
description of the participants, in addition to, a synthesis of the findings from the sources of data
collection are presented in this chapter. Findings from this study will report the charter high
school teacher-leaders’ perceptions of the implementation of instructional leadership by the
school principals participating in this study and instructional leadership behaviors of the school
principals based on the five domains of select TILS that characterize the charter school
environment.
Research Questions
1. To what extent do teacher-leaders perceive that their principals utilize TILS
instructional leadership practices?
2. Within schools, how similar or different are teacher-leaders’ perceptions of their
principal’s implementation of the TILS instructional leadership practices?
3. Across schools, how similar or different are teacher-leaders’ perceptions of their
principal’s implementation of TILS instructional leadership practices?
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Summary of Methodology
This study is qualitative in nature. Before conducting the research, IRB approval was
sought and granted for this study. This resulted in the issuing of an IRB Approval Letter
(Appendix E), a Letter of Invitation for Principals (Appendix F) and the Informed Consent Form
that were given to the school principals. Teacher-leaders were given the Informed Consent for
Focus Groups (Appendix G). Both principals were emailed the Letter of Invitation that
highlighted the name of the study, reasons for selecting the particular school site, and permission
to conduct focus group sessions in the schools. Each participant received an informed consent
form and was given time to read through the document and ask questions.
Interviews were electronically captured with the participants’ consent using the
Garageband application on an Apple (Mac) Laptop and using the IPhone recording application.
All information gathered in the focus group sessions were transcribed for analysis purposes.
Data was analyzed as described in chapter 3 and information used by each participant resulted in
a presentation of the data findings. The results were extrapolated and placed in a matrix for
further presentation.
The researcher collected data through the use of focus groups. Focus group participants
were engaged in group sessions located in an enclosed room located at the school site lasting 1-2
hrs. Focus group sessions were enacted during Spring 2016 and were audio recorded to ensure
accuracy. All information from the audio recording were transcribed, coded, and analyzed to
address the research questions. Transcripts were used to identify relevant themes and respond to
the research questions.
Brief Description of Participants
The researcher held focus groups with 8 teacher-leaders (four from each school)
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(N = 8) across two charter high schools. A convenience method was implemented to obtain a
sample size of eight participants (N = 8). The participants included 2 African American males
and 6 African American females (see Appendix C). Participants’ names were not used in this
study to respect the confidentiality and anonymity of all participants.
Alignment of Research Questions with Focus Group Questions
The researcher used each of the focus group questions to answer each of the research
questions. The three sets of questions appear in Table 1.
Table 1
Research Questions with Focus Group Questions
Research Questions

Interview Questions
1. How does your principal communicate the
school’s vision to members of the school
community?

RQ1: To what extent do teacher-leaders
perceive that their principals utilize TILS
instructional leadership practices?
RQ2: Within schools, how similar or different
are teacher-leaders’ perceptions of their
principal’s implementation of the TILS
instructional leadership practices?
RQ3: Across schools, how similar or different
are teacher-leaders’ perceptions of their
principal’s implementation of TILS
instructional leadership practices?

2. In what ways does your principal discuss
students’ progress, reward and recognize
superior performance, and show visibility or
vested interest in the school?
3. How does your principal create
professional growth opportunities for staff?
4. What forms of data are used throughout
the year to determine goal attainment, growth
targets, and identify at-risk students?
5. How does your principal ensure that
instructional time is sacred, observe
instructional practice, and give instructional
feedback?

Summary of Findings
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Instructional Leadership is a leadership type that has specific criteria; however, there are
various ways to fulfill those domains and be successful. The findings of this study were
consistent, that the teacher-leaders were able to present insight about their principal’s actions and
behaviors which aligned to instructional leadership and the five TILS Domains. Collection of the
data from participants in the focus group sessions and the literature allowed the researcher to
determine that the 8 teacher-leader participants presented common themes (see Appendix D).
The responses given by the teacher-leaders were categorized by school location and by domains
that offered information regarding the study’s research questions.
The responses given by teacher-leaders at Achievement First Charter High School are
labeled as SCHOOL A; whereas, responses given by teacher-leaders at Building Tomorrow’s
Leaders Charter High School are labeled as SCHOOL B. The categorized responses from
participants in focus group sessions are aligned by each research question from the study. The
TILS Domains and focus group question is aligned to teacher-leader responses and overall
teacher-leader themes in Table 2. Following Table 2 is the narrative response of the collective
teacher-leader responses.
Research Question 1: To what extent do teacher-leaders perceive that their principals
utilize TILS instructional leadership practices?
Table 2
Overall Teacher-leaders Perceptions
TILS Domains & RQs
Schools A & B
Create a Shared Vision
How does your principal
communicate the school’s

Teacher-Leaders’
Perceptions
For the most part, they do make
announcements during the faculty
meetings which are held on
Thursdays. It’s printed in
classrooms, in front of the
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Overall TeacherLeaders’ Common
Themes
The principals use a
variety of methods to
communicate the
mission, vision, and core
values to teachers,

Table 2 (Continued)
vision to members of the
school community?

building. There has been buy-in
because you have students who
are eager to attend this school. So
whatever is being rendered to
them, in correspondence to the
parents, a lot of students are eager
to get here.
In the community, I know they
have reached out and gone to
different fairs to recruit students
and they’ve gone to different
community events to try to recruit
students into the school. The
vision statement is written all over
the school and we post it in our
classes.

Create a Positive,
Hospitable Climate
In what ways does your
principal discuss students’
progress, reward and
recognize superior
performance, and show
visibility or vested interest in
the school?

For parents, they send out letters
and make announcements on
Teacherease” – a communication
system used by the school.
He makes announcements every
day, and I like the fact that he
encourages the student body to
make good decisions and choices.
The climate is peaceful. There
are hardly any infractions that I
know of because everybody hears
that every day to make good
decisions and good choices. If
they do have situations, they are
directed to the person who deals
with discipline.
You always see him walking
around. He looks at the camera
and says ‘Get this…get that.’”
One thing he does is with report
cards, and I’ve seen very few
principals do this, but looking
specifically at everybody’s report
card and making individual
comments.
Announcements and quarterly
awards.
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students, parents, and
other stakeholders which
include: school-wide
announcements, focus
during faculty meetings,
at recruitment and
community fairs, and
throughout-bound
communications.

The principals place
emphasis on highlighting
the accomplishments of
students and teachers.
The principals recognize
student progress through
the use of school-wide
daily announcements,
writing individualized
notes on each student’s
report card, and
highlighting
achievement during
quarterly awards
ceremonies. Principals
emphasize the
accomplishments of
teachers through schoolwide and/or faculty
meeting announcements
and emails.
The principals show
visibility a vested

It’s a mandate (attending extracurricular activities). You have to
be at the game. There is supposed
to be administrator at every game.
He is at every function.
It’s like the daily mantra to make
good decisions. On the
comments, he is going to be
positive if their grades are
positive. If there are areas that he
is lacking, he is going to put that
on there also with areas to
improve. We have flyers where
progress is printed. With the
increase in the scholarship money
and the ACT, we just had our
graduation, so that was a part of
the ceremony because we just
found these things out. But we
were recognized.
He is very adamant about
checking everything in that
aspect. He will call in students
individually to speak with them
individually about their progress
or lack thereof.
He constantly (reinforces)
especially with sports season right
now …via announcements. If you
submit an announcement to him,
he does not hesitate to making the
announcement. That’s his tool as
it relates to school-wide – giving
shout-outs to students and
teachers performance. He’s
congratulatory in that aspect using
the announcement system to let
teachers know and then in faculty
meetings. We are acknowledged.
During Christmas Break, we got
an incentive for performance even
in five months. Honor’s
Programs.
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interest in the school by
being seen inside the
school (hallways and
classrooms) and
supporting students
outside of school (extracurricular activities).

That’s why it feels so safe
because it seems like he’s
everywhere. He’s visible and
vocal.
He makes announcements
accordingly or he documents it for
when he goes into certain
meetings. Data is on flyers to
recruit students to attend here.
For the most part, it is usually
done annually through their
graduation.
He does a lot of accolades during
faculty meetings or emails. (For
Students) Once again, the Honor’s
Programs - a variety of awards,
and incentives.
He mainly does random
walkthroughs.

Sometimes they will make
announcements about students’
progress in front of the students,
too. The morning
announcements, afternoon
announcements, sometimes over
the intercoms in our rooms they
will make different
announcements about different
scholars. Honor’s Programs
happen every six weeks.
He might say it to the students
like commending whatever
teacher if they did something. He
might say it in morning
announcements or afternoon
announcements.
“…being in the halls and he is at a
lot of the athletic events for the
scholars. Some scheduled
observations, but mainly
walkthroughs.
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Usually it’s (student progress is)
reiterated when we have our
faculty meetings, before testing
periods, and evaluations.
He writes on their report cards.
Honor’s Programs are held during
each reporting period.

Cultivate Leadership in
Others
How does your principal
create professional growth
opportunities for staff?

It’s individual. You have to seek
your own professional
development for the most part.
He also uses teacher evaluations.
He always wants us to seek more
professional development. If we
want to go to school for higher
education, he is always trying to
push us from staying stagnate.
The principal identifies strengths
and growth areas through
observations. They also ask the
students.

The principals encourage
professional
development/growth and
opportunities for
teachers to showcase
their talent which affords
leadership opportunities.
The principal also uses
teacher evaluations as a
method of identifying
growth opportunities for
teachers.

He always tries to put us in
leadership roles and assign us
different things to do to showcase
our talents and also encourage us
to seek outside leadership
opportunities to gain
advancement.
Manage People, Data &
Processes
What forms of data are used
throughout the year to
determine goal attainment,
growth targets, and identify
at-risk students?

Additional academic reports. We
mentioned that they do tutoring
through departments. Monday –
Thursdays, different departments
are required to do tutoring. That
most definitely will help students
who are not progressing well
academically in the classroom.
There is peer mediation…one-onone tutoring. The counselor did
have different programs if there
are students who have different
situations. She has pull-outs as
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Principals use different
forms of academic and
non-academic data to
include state test data,
attendance data, and etc.
to drive instructional,
remedial, and cultural
decisions in an effort to
provide needed supports
to students.

well from time to time to address
the behavior. We also have
motivational speakers who come
to speak to the entire school body,
males, and females.
Depending on the teacher, after
you go through some things, if
you see that a lot of students
missed the same questions, you
may try to re-teach that part.
Correspondences through
different teachers to parents. If
the teacher is trying to contact
them and inform the parents and
give them a heads up about their
child’s conduct and grades.
State tests, observations,
walkthroughs, and
evaluations…making sure that
instruction is up to par and
students are progressing the way
they should to be prepared. I like
that if a child had an issue they
put in Teacherease where it might
not have happened in my class but
I can go back and read and see
how he or she is acting in other
classes.
Depending on if they have an IEP
or some type of documentation on
them. They do have pull-outs.
They can’t see individual
conferences or tutoring with the
teacher in the classroom unless
it’s permitted. Scholars can work
independently and then you can
work with those who can’t. Pull
them out when they need.
Through Teacherease they
(parents) can see the progress,
too. So, it is not like it’s hidden.
They all have access to the grades
to see the progress.
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At first period, we have to fill out
a slip of students that are absent.
Usually, those students who are
absent, they’ll call and see what’s
going on with them. If they see a
repeated pattern, then they will
also contact the parent, and see
what’s going on with that student.
Improve Instruction

No interruptions on the intercom.

How does your principal
ensure that instructional time
is sacred, observe
instructional practice, and
give instructional feedback?

The walkthroughs are done in the
beginning of the year. Just an
informal walkthrough to get a
synopsis of what’s going on in
individual classrooms. That’s not
done to be a part of the
observation process.
It’s the standard TEAM process.
There is a pre-observation, two
announced, two unannounced
evaluations in the context of the
TEAM evaluations. There is
always a feedback piece during
the post-observation conference.
It’s mandated by TEAM, but it’s
apart of our practice.
Few assemblies…just the things
are necessary (homecoming, pep
rally, honor’s programs) so our
instructional time is generally not
affected.
We use TEAM evaluation. That’s
the model we use.
Reinforcement via email.
One-on-One meetings.
They will let us know at staff
meetings about things.
Classroom observations that are
either scheduled or unscheduled.
Sometimes just being in the halls,
they might stand in the hall while
instruction time is supposed to be
going on just listening out. If they
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The principals ensure
that instructional time is
deemed important and
sacred by not allowing
interruptions during
instruction. These
interruptions include:
intercom announcements
and assemblies.
The principals observe
and give feedback using
the TEAM evaluation
system. The principals
also use other means of
observations such as
one-on-one meetings,
informal walkthroughs,
and pop-ins. Feedback
is issued in hard copy or
via email.

hear something that is of concern
they would address it to the
individual more or less before
they address it to the group. More
or less depends on if it’s going to
be one of the observational focus
parts. We have, dependent on the
years of experience, you are
required to have a certain amount
of observations. But, they also do
random pop-ups where they may
want to come in your room to
hear what’s going on. They will
try to give you some positive
feedback at the end of the day or
through email, but it’s not going
to be in our personal record.
More or less depends on if it’s
going to be one of the
observational focus parts. We
have, dependent on the years of
experience, you are required to
have a certain amount of
observations. But, they also do
random pop-ups where they may
want to come in your room to
hear what’s going on. They will
try to give you some positive
feedback at the end of the day or
through email, but it’s not going
to be in our personal record. They
may have documents that they’ve
already filled out and turn them
over to you after they’ve made
their copy.
You will have to go and have a
conversation during your planning
period.
I’ve had pop-ins or them listening
outside of my door and they
mention my lesson. They would
give me feedback.
When they evaluate you in your
classroom, with everything that he
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filled out, the principal sends it
back. So, you get to read his
comments. Then he met with me
and explained each comment,
which is for the formal. They
may have documents that they’ve
already filled out and turn them
over to you after they’ve made
their copy.

Create a Shared Vision
Six out of eight teacher-leaders across both school locations gave responses to the ways
their school principal communicates the school’s vision to members of the school community.
These teacher-leaders indicated that their principal communicates the vision to members of the
school community. Three participants in School A and three participants from School B
responded. Participant 1A stated that the principal has conveyed the vision by addressing
parents at open houses they have had at the school. Participant 2A stated the vision is
communicated during in-service and is a major focus on the first day of in-service and during
subsequent meetings. “It’s a part of what we do.”
Participant 2A declared that people have bought into the vision of the administrator and
that the principal has done a great job of getting people to buy into the vision. Participant 3A
spoke about students’ buy-in concerning the vision. Participant 3A spoke of the increase in the
amount of college scholarships students received this year in comparison to last year’s
graduating class. She also stated that there have been huge increases in ACT scores. She
attributes this success to the focus of working on students’ ACT scores in a class called
Academic Success or Academic Seminar which aided in gains in every area including Math.
Participant 1B conveyed that the school vision is communicated, for the most part, during
faculty meetings. The school vision is also printed in classrooms and in front of the school
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building. She also mentioned that students have bought into the vision because students are
eager to attend the school. Participant 2B stated that the principal communicates the vision at
different community events and student recruitment fairs. He agreed that the vision statement is
written all over the school and is posted in classes. Participant 3B stated that the principal
communicates with parents through letters and makes announcements on Teacherease – a
communication system used by the school. Participant 4A and Participant 4B did not offer a
response to this question. No further research was conducted with these two participants.
Create a Positive, Hospitable Climate
All eight teacher-leaders were able to speak to the ways their principal creates a positive,
hospitable climate by discussing student progress. Participant 1A, Participant 3A, Participant
1B, and Participant 2B all declared that their principal makes announcements to the school
community. These announcements occur daily and focus on encouraging students to make good
decisions, highlighting students who have been accepted to colleges and universities, and
announcing the amount of scholarship money students have earned. Participant 3A and
Participant 1B conveyed that their schools use flyers to show data points that reveal the progress
of the school. These flyers are used for recruitment purposes and feature information such as
ACT scores and the amount of scholarship money students have received to attend colleges and
universities.
Participants 2A and 3A indicated that the principal makes individual comments on every
student’s report card by making comments that are positive or stressing improvement based on
the student’s grades. Participants 2B and 4B indicated that students are rewarded every six
weeks at the school’s honor’s program that highlights their academic success. Participant 4A
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indicated an interesting event where the principal calls parents in an effort to make them aware
of their child’s/children’s academic status especially if underperformance is evident.
In reference to the types of tests other performance measures that are used to assess academic
and behavioral progress towards school goals, four out of eight teacher-leaders provided
information to this item. Based on the information provided, there is evidence of tests being
used to assess academic and behavioral progress. Common items were mentioned by Participant
2A, 1B, and 2B as they referenced the American College Test (ACT) and TNReady as tests used
to assess academic measures. Participants 2B and 3B highlighted teacher assessments are used.
Participant 2A highlighted that quarterly interim assessments are used. In addition,
Participant 2A highlighted that information collected in Teacherease assess progress for the
school’s behavior goals. Participants 1A, 3A, 4A, and 4B did not offer a response.
Seven out of eight of the teacher-leaders across both schools were able to give information
regarding ways the principal informs students and families of student and school progress.
Participant 4A and 1B explain that this information is given through telecommunication.
Participant 4A specifically identifies Parent Connect as a system that gives parents the
opportunity to see students’ progress for themselves.
Participants 3A and 1B highlighted report cards as a means for the principal to
communicate progress. Participants 2B and 3B conveyed that emails were used as a medium to
communicate progress. Participant 1A stated that the principal announces scholarships and
available money in the morning message. Participant 2A emphasized that Title I meetings,
parent meetings, and hard copy information were disseminated to communicate progress.
Participant 4B did not offer a response.
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Five out of eight teacher-leaders provided information regarding perceptions of their
principal reinforcing superior performance through rewards and special recognition of teachers
and students. From the evidence provided by the teacher-leaders, the principals reward and
recognize teachers and students for superior performance. Common items that teacher-leaders’
perceived their principals used to reward and recognize teachers and students were:
announcements, honor’s programs, awards, and incentives.
Participants 2A, 4A, 1B, and 2B conveyed those items. Participant 4A also included that
the principal used intercom announcements as a form of school-wide communication.
Participant 4A and 1B stated that their principals congratulated and gave accolades to teachers
during faculty meetings. Participant 3B stated that the principal writes on report cards, but did
not give an answer related to recognizing teachers’ performance. Participant 1A, 3A, and 4B did
not give responses. Five out of eight teacher-leaders across both schools provided insight to the
perceptions they have about their principals’ visibility, presence, and vested interest in the
school.
Overall, the teacher-leaders communicate that their principals are visible and have a
vested interest in the school. Participants 1A, 1B, and 2B spoke of the principals being in the
hallways walking around and conducting random walkthroughs. According to Participants 2A
and 2B, their principals are present at extra-curricular and athletic events. Participant 2A stated,
“He attends every game.” Participant 2B stated, “He is at a lot of athletic events for the
scholars.” Principal 1A states that the principal looks at the camera and provides direction to
staff to address certain situations that may occur in the school at a given time. Participant 4A
conveyed, “He is both visible and vocal. That’s why it feels so safe because it seems like he is
everywhere.” Participants 3A, 3B, and 4B did not offer responses.
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Cultivate Leadership in Others
According to the teacher-leaders, it can be determined that the teacher-leaders
participating in this study perceive their principals to cultivate leadership in others by providing
growth opportunities, identifying strengths and growth areas, and supporting in leadership
cultivation. Participant 3B is the sole person who identified that the principal creates
professional growth opportunities for staff by trying to put them in leadership roles and assign us
different things to do to showcase their talent. Commonalities identified in ways the principals
identify strength and growth areas were stated by Participant 2A, Participant 3A, Participant 1B,
and Participant 2B. They all stated that their principals identify strengths and growth areas
through observations and evaluations. Participant 4A highlighted that strengths and growth areas
are determined through the principal having one-on-one conversations with staff.
Seven out of eight teacher-leaders conveyed that their principals encourage them to see
professional development which includes out-of-state professional development. Participant 2B
added, “He pushes us to go to school and educate ourselves.” Participant 4B did not provide a
response. Four of the eight teacher-leaders provided answers relating to the principal requesting
feedback about his instructional practices. While Participants 1A, 4A, 3B, and 4B did not offer
responses, Participants 2A and 2B stated that both principals use one-on-one meetings to gain
feedback. Both also indicated the ability to have conversations with their principals.
Participants 3A and 1B indicated that the principals use email as a way to garner feedback.
Participant 1B added that the principal gained feedback during faculty meetings as well.
Manage People, Data, and Processes
Five out of eight teacher-leaders across both schools provided responses to information
regarding the data that are used to determine goal attainment throughout the year. Participants
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2A and 3B both stated that state test data are used. Participant 2A spoke of using the school
improvement plan (SIP) and looking at data from the previous year to set the school’s academic
goals. Some specific data points that Participant 2A highlighted were: TNReady, TNCore, and
End of Course Exams (EOC). Participant 2A also spoke of the use of subject area interim
assessments. Participants 1A, 3A, and 4A did not offer responses.
The participants of School B rendered insight to this question. Participant 1B stated that
the school uses academic reports, and also spoke of the incorporation of tutoring by subject area
departments to help students who are not progressing academically. Participant 2B stated that
teachers reflect and re-teach content that data reveals the need for it to be re-taught based on
classes’ performance percentages. Participant 3B explained that observation data, walkthrough
data, and evaluation data is used to endure that instruction. Participant 3B also indicated that
behavior data is placed in Teacherease. This method keeps teachers informed of student
behavior in other classes. Participant 4B claimed that attendance data is addressed by teachers
completing an absentee slip during the first period of the day. “When a student is identified as
absent, contact is made to determine reasons for the absentee.”
In reference to identifying growth targets, seven out of eight teacher-leaders were able to
provide insight. A commonality between schools were identified by Participant 3A and
Participant 1B who stated that ACT scores are a growth target and an area where they have
experienced gains. Participants 1A, 2A, and 3B all spoke of student population as being a target
where they have made gains. It has been identified that they have exceeded the student
population numbers for ninth grade. Participant 3B identified the Social Studies subject area as a
growth target because much of the focus is placed on English, Science, and Math. Participant
2A identified Math scores as a growth area. Participant 4A did not offer a response.

74

Participant 1B stated that there have been gains with students being accepted to, at least,
four colleges, receiving at least one scholarship, completing Tennessee Promise Applications,
and completing FAFSA financial aid applications. She states, “It’s hard work. You have to push
them and motivate the students. You have to make them do the work, and make them feel like
they are worthy.” Participant 2B also stated that there have been gains in college acceptance and
attributes those gains to Career Day, college fairs, and college tours. Participant 4B says that a
contribution to the school’s and students’ success is community service hours.
Six out of eight teacher-leaders provided information in regards to interventions
identified to help at-risk students at their prospective schools. Common themes that were
revealed consisted of tutoring and Special Education services which were highlighted by
Participant 2A, Participant 1B, and Participant 3B. Participant 2A stated that tutoring begins in
January because they put effort into identifying kids that need the academic intervention.
Participant 2A also spoke of special education services. In addition, Participant 2A spoke of the
implementation of RTI next year due to the State of Tennessee mandate and that students’
learning deficiencies are addressed in lesson plans that can be found in the remediation portion
of the lesson plan design.
In addition to tutoring, Participant 1B highlighted that peer mediation, pull-outs for
Special Needs students are used to address academic and behavioral needs. Participant 1B also
stated that motivational speakers come to the school to address the student body. Participant 3B
indicated that pull-outs are used depending on whether or not the student has an Individualized
Education Plan (IEP).
Improve Instruction
The teacher-leaders indicated a variety of things that speaks to the principals ensuring
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Instructional time is sacred. Principal 1A stated that there are no interruptions on the intercom
during the school day. Participant 3A stated that there are few assemblies. The assemblies that
take place are necessary (homecoming, honor’s programs, and etc.). Participant 1B highlighted
that the principal sends reinforcement via email. Participant 2B stated that updates are given
during staff meetings. Participant 3B indicated that the principal has conversations with teachers
during planning periods.
As it relates to the process of being observed and receiving feedback from the principal,
the teacher-leaders indicated common themes of being observed using the State of Tennessee’s
evaluation tool (TEAM) where scheduled and unscheduled evaluations are rendered and received
during walkthrough observations. Participant 2A indicated that informal walkthroughs are done
during the beginning of the school year. The purpose of the walkthrough is to get a synopsis of
what’s going on in individual classrooms. Participant 2A also stated that walkthrough
observations are not a part of the formal evaluation process. Participant 3A mentioned the use of
the TEAM Evaluation that is conducted by the principal.
Participant 2B indicated that classroom observations can be scheduled or unscheduled.
Participant 2B also stated that administration sometimes stands in the hall while instruction is
taking place. Participant 4B indicated occurrences of “pop-ins” which are quick, unscheduled
observations that the principal or another member of administration can conduct. She also stated
that the principal would listen outside of her door, and then follow-up with feedback about the
lesson. In regards to the principal giving feedback to teachers, the teacher-leaders identified that
the principal conducts one-on-one meetings, uses the state evaluation tool (TEAM) and the
observation interactions associated with the tool. Participant 2A indicated that the standard
TEAM process consists of: a pre-observation, two announced, and two unannounced
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evaluations. Participant 2A also stated that there is always a feedback piece during the postobservation conference.
Participant 2B stated that teachers are required to have a certain amount of observations
that are dependent on the teacher’s years of experience. The principal conducts random pop-ups
where he may go in the room to hear what’s going on, and will follow up with feedback at the
end of the day or through email. There are documents that have been completed that are turned
over to you once the administrator has made their copy. Participant 4B conveyed that the
principal sends you the document used with all o the information that was recorded when he
evaluates you in your classroom. This offers teachers the opportunity to read the principal’s
comments. She also indicated, “The principal met with me and explained each comment.”
Research Question 2: Within schools, how similar or different are teacher-leaders’
perceptions of their principal’s implementation of instructional leadership practices?
Table 3
Teachers-Leaders’ Perceptions within Schools
TILS Domains & RQs
School A
Create a Shared Vision
How does your principal
communicate the school’s
vision to members of the
school community?

Teacher-Leaders’
Perceptions
We’ve had a few open-houses,
and parents have been invited
in and he has addressed those
parents and he has spoken of
the direction at which the
school is trying to go.
We do it during in-service
with teachers. The mission
and vision is a major focus on
the first day of in-service and
during subsequent meetings.
There is a visioning activity
we do. The vision activity
gives people a chance to look
at what the vision is saying
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Common Themes
Comparisons & Contrasts
Comparison
Communicates the vision to
teachers and parents during
meetings.
Contrast
Increase in scholarships awarded
to the graduating class.

and do you have to re-create.
One thing that we have is you
have these staffs that are
constantly changing. So it’s
this thing where you have to
constantly re-evaluate what
the vision is and where people
are. So it’s a continuum.
Based just upon performances
with each other, people have
bought into the vision of the
administrator. So he has done
a great job of getting people to
buy into that vision of what
we want to do, like she said, to
maintain what we were.
Also, a great example of the
students’ buy-in to the vision
especially as it relates to postsecondary was a huge jump in
the amount of scholarships
from the last graduating class
to this graduating class. It’s
evident with the student body.
There’s evidence even with
them.
He makes announcements
every day, and I like the fact
that he encourages the student
In what ways does your
body to make good decisions
principal discuss students’ and choices. The climate is
progress, reward and
peaceful. There are hardly
recognize superior
any infractions that I know of
performance, and show
because everybody hears that
visibility or vested
every day to make good
interest in the school?
decisions and good choices. If
they do have situations, they
are directed to the person who
deals with discipline.
You always see him walking
around. He looks at the
camera and says ‘Get
this…get that.’”
Create a Positive,
Hospitable Climate
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Comparisons
The principal makes
congratulatory announcements
to teachers and students and
encourages students to make
good decisions and choices.
Principal is visible in the school
during the school day and during
extracurricular activities.
Makes individual comments on
students’ report cards.

Contrast
Monetary incentives for teachers

One thing he does is with
report cards, and I’ve seen
very few principals do this,
but looking specifically at
everybody’s report card and
making individual comments.
Announcements and quarterly
awards.
It’s a mandate (attending
extra-curricular activities).
You have to be at the game.
There is supposed to be
administrator at every game.
He is at every function.
It’s like the daily mantra to
make good decisions. On the
comments, he is going to be
positive if their grades are
positive. If there are areas that
he is lacking, he is going to
put that on there also with
areas to improve. We have
flyers where progress is
printed. With the increase in
the scholarship money and the
ACT, we just had our
graduation, so that was a part
of the ceremony because we
just found these things out.
But we were recognized.
He is very adamant about
checking everything in that
aspect. He will call in
students individually to speak
with them individually about
their progress or lack thereof.
He constantly (reinforces)
especially with sports season
right now …via
announcements. If you submit
an announcement to him, he
does not hesitate to making
the announcement. That’s his
tool as it relates to school79

wide – giving shout-outs to
students and teachers
performance. He’s
congratulatory in that aspect
using the announcement
system to let teachers know
and then in faculty meetings.
We are acknowledged.
During Christmas Break, we
got an incentive for
performance even in five
months. Honor’s Programs.
That’s why it feels so safe
because it seems like he’s
everywhere. He’s visible and
vocal.

Cultivate Leadership in
Others
How does your principal
create professional
growth opportunities for
staff?

He forwards emails to me to
give me tools as well.

Comparisons
Encourages professional
development and makes
General observations.
provisions for staff to attend
professional development
We had a leadership council to meetings.
start the year. He prefers
more to empower the teachers Identifies strengths and growth
and allow them to do things as areas through observations,
opposed to him always doing
evaluations, and one-on-one
those things. That’s in every
conversations.
facet. Whatever you feel like
your talent is, you can work
on that talent. We are
Contrasts
encouraged to do some sort of Sends information through email
professional development
throughout the school year.
The principal encourages
He identifies strengths and
teachers to showcase their
areas of growth through
talents and put them in
evaluations.
leadership roles.
He allows me coming in from
the district to attend my
meetings to stay abreast of
information. I don’t feel that
if I had that opportunity, I
would be well-equipped to do
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my job. So, he does afford me
the opportunity to go to
district-level meetings in that
sense. Teachers have the
opportunity to go out-of-town
for professional development.
He does let us because if we
are handicapped, we can’t be
effective. He identifies
strengths and areas of growth
through one-on-one
conversations.

Manage People, Data,
and Processes
What forms of data are
used throughout the year
to determine goal
attainment, growth
targets, and identify atrisk students?

The goal is to maintain that
number in ninth grade for
tenth grade.
Our guidance counselor
monitors transcripts all year
long to make sure you
(students) have what you
need…to graduate starting in
ninth grade.
Well, first it’s identified in our
school improvement plan.
You look at data from the
previous year and you set
goals based off the data from
the previous year. The main
data point is going to be our
TNReady, TNCore, TCAP,
EOC, or whatever they decide
to call it next year. So, it is
whatever the determination
per subject area that becomes
a part of our goal. There are
qualitative goals that go with
that also – behavior goals,
climate goals. All of those are
tied in the school
improvement plan. Each area
uses interim assessments. We
are constantly going back and
looking at are we matching
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Comparison
State Test Data

Contrasts
Student retention information
TCAP
TNReady
End of Course (EOC)
ACT
Mandatory meetings with the
principals to discuss students’
lack of academic achievement,
tardies, chronic absenteeism.
Interim Assessments
Tutoring

what we are doing to what our
stated goals were.
Because we have an overall
score of Level 2 in Math,
which is the first year we have
had a Level 2, we’ve been
looking at where our TVAAS
score progression based off
the predicted scores of those
kids on those individual
classes.
We have tutoring. We start
tutoring in January. We give a
semester to see where kids are.
A lot of people want to start
early, but we want to identify
those kids that need academic
interventions.
ACT. We had to stop taking
in ninth graders because we
had totally exceeded our
number for ninth graders.
The teachers are called upon
to monitor that particular
piece. That’s what we are
asked of to make sure that if
we have kids that are at-risk,
we are doing things in the
classroom. One thing that was
done on a larger scale was at
the end of the first semester,
all the kids that failed had to
have a mandatory meeting
with their parents and with the
principal. This is so the
parents could not say, at the
end of the school year, that ‘I
didn’t know.’ At the semester
point you were called. This
was mandatory. They had to
come. We did that for a few
different things (tardies,
absences). So, we put that in
place and all of this was
mandatory after the first
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semester…overnight
suspensions.

Improve Instruction
How does your principal
ensure that instructional
time is sacred, observe
instructional practice, and
give instructional
feedback?

No interruptions on the
intercom.

Comparison
TEAM Evaluation Process is
used to observe and give
The walkthroughs are done in feedback to teachers and
the beginning of the year. Just instructional practice.
an informal walkthrough to
get a synopsis of what’s going Contrasts
on in individual classrooms.
No interruptions on the intercom
That’s not done to be a part of
the observation process.
Few assemblies
It’s the standard TEAM
process. There is a preWalkthrough evaluations
observation, two announced,
two unannounced evaluations
in the context of the TEAM
evaluations. There is always a
feedback piece during the
post-observation conference.
It’s mandated by TEAM, but
its apart of our practice.
Few assemblies…just the
things are necessary
(homecoming, pep rally,
honor’s programs) so our
instructional time is generally
not affected.
We use TEAM evaluation.
That’s the model we use.

TILS Domains & RQs
School B
Create a Shared Vision
How does your principal
communicate the school’s
vision to members of the
school community?

Teacher-Leaders’
Perceptions
For the most part, they do
make announcements during
the faculty meetings which are
held on Thursdays. It’s
printed in classrooms, in front
of the building. There has
been buy-in because you have
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Common Themes
Comparisons & Contrasts
Comparisons
The vision is printed in the
school to include classrooms.
Correspondences are sent to
parents through letters and
announcements on Teacherease.

students who are eager to
attend this school. So
whatever is being rendered to Contrasts
them, in correspondence to the Make announcements during
parents, a lot of students are
faculty meetings.
eager to get here.
Principals attend fairs to recruit
In the community, I know they students to the school.
have reached out and gone to
different fairs to recruit
students and they’ve gone to
different community events to
try to recruit students into the
school. The vision statement
is written all over the school
and we post it in our classes.
For parents, they send out
letters and make
announcements on
Teacherease” – a
communication system used
by the school.
He makes announcements
Create a Positive,
accordingly or he documents it
Hospitable Climate
for when he goes into certain
In what ways does your
meetings. Data is on flyers to
principal discuss students’ recruit students to attend here.
progress, reward and
For the most part, it is usually
recognize superior
done annually through their
performance, and show
graduation.
visibility or vested
He does a lot of accolades
interest in the school?
during faculty meetings or
emails. (For Students) Once
again, the Honor’s Programs,
a variety of awards, and
incentives.
He mainly does random
walkthroughs.

Sometimes they will make
announcements about
students’ progress in front of
the students, too. The
morning announcements,
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Comparisons
The Principal makes
announcements about students’
progress during morning and
afternoon announcements.
Students receive accolades
during Honor’s Programs.
He shows visibility by
conducting walkthroughs, being
present in the hallway, and being
present at athletic events.

Contrasts
Students are given incentives.
Data is placed on flyers to
recruit students.
Gives accolades to staff during
faculty meetings and emails.

afternoon announcements,
sometimes over the intercoms
in our rooms they will make
different announcements about
different scholars. Honor’s
Programs happen every six
weeks.
He might say it to the students
like commending whatever
teacher if they did something.
He might say it in morning
announcements or afternoon
announcements.
“…being in the halls and he is
at a lot of the athletic events
for the scholars. Some
scheduled observations, but
mainly walkthroughs.

Shows visibility through
scheduled observations.
He writes on students’ report
cards to recognize student
performance.

Usually it’s (student progress
is) reiterated when we have
our faculty meetings, before
testing periods, and
evaluations.
He writes on their report
cards.
Honor’s Programs.

Cultivate Leadership in
Others
How does your principal
create professional
growth opportunities for
staff?

It’s individual. You have to
seek your own professional
development for the most part.
He also uses teacher
evaluations.
He always wants us to seek
more professional
development. If we want to
go to school for higher
education, he is always trying
to push us from staying
stagnate. The principal
identifies strengths and growth
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Comparisons
Principal encourages teachers to
seek their own professional
development
The principal uses teacher
evaluations to determine
strength and growth areas.

Contrast
The principal encourages
teachers to showcase their
talents and put them in
leadership roles.

areas through observations.
They also ask the students.
He always tries to put us in
leadership roles and assign us
different things to do to
showcase our talents and also
encourage us to seek outside
leadership opportunities to
gain advancement.
Manage People, Data,
and Processes
What forms of data are
used throughout the year
to determine goal
attainment, growth
targets, and identify atrisk students?

Additional academic reports.
We mentioned that they do
tutoring through departments.
Monday – Thursdays,
different departments are
required to do tutoring. That
most definitely will help
students who are not
progressing well academically
in the classroom.
There is peer mediation…oneon-one tutoring. The
counselor did have different
programs if there are students
who have different situations.
She has pull-outs as well from
time to time to address the
behavior. We also have
motivational speakers who
come to speak to the entire
school body, males, and
females.
Depending on the teacher,
after you go through some
things, if you see that a lot of
students missed the same
questions, you may try to reteach that part.
Correspondences through
different teachers to parents.
If the teacher is trying to
contact them and inform the
parents and give them a heads
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Comparisons
State test data and academic
reports are used to make
determinations.
IEPs to determine students in
need of pull-out services.

Contrasts
Tutoring opportunities are
offered for students.
Re-teaching methods are used in
classroom to address students’
misconceptions.
Absentee data

up about their child’s conduct
and grades.
State tests, observations,
walkthroughs, and
evaluations…making sure that
instruction is up to par and
students are progressing the
way they should to be
prepared. I like that if a child
had an issue they put in
Teacherease where it might
not have happened in my class
but I can go back and read and
see how he or she is acting in
other classes.
Depending on if they have an
IEP or some type of
documentation on them. They
do have pull-outs. They can’t
see individual conferences or
tutoring with the teacher in the
classroom unless it’s
permitted. Scholars can work
independently and then you
can work with those who
can’t. Pull them out when
they need. Through
Teacherease they (parents) can
see the progress, too. So, it is
not like it’s hidden. They all
have access to the grades to
see the progress.
At first period, we have to fill
out a slip of students that are
absent. Usually, those
students who are absent,
they’ll call and see what’s
going on with them. If they
see a repeated pattern, then
they will also contact the
parent, and see what’s going
on with that student.
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Improve Instruction
How does your principal
ensure that instructional
time is sacred, observe
instructional practice, and
give instructional
feedback?

Reinforcement via email.
One-on-One meetings.
They will let us know at staff
meetings about things.
Classroom observations that
are either scheduled or
unscheduled. Sometimes just
being in the halls, they might
stand in the hall while
instruction time is supposed to
be going on just listening out.
If they hear something that is
of concern they would address
it to the individual more or
less before they address it to
the group. More or less
depends on if it’s going to be
one of the observational focus
parts. We have, dependent on
the years of experience, you
are required to have a certain
amount of observations. But,
they also do random pop-ups
where they may want to come
in your room to hear what’s
going on. They will try to
give you some positive
feedback at the end of the day
or through email, but it’s not
going to be in our personal
record.
More or less depends on if it’s
going to be one of the
observational focus parts. We
have, dependent on the years
of experience, you are
required to have a certain
amount of observations. But,
they also do random pop-ups
where they may want to come
in your room to hear what’s
going on. They will try to
give you some positive
feedback at the end of the day
or through email, but it’s not
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Comparisons
Observes instructional practice
through unannounced and
announced
observations/evaluations.
Uses one-on-one meetings to
give instructional feedback.
Feedback about instructional
practices is given via email and
in hard copy version.

Contrasts
Keeps instructional time sacred
by giving updates during staff
meetings.

going to be in our personal
record. They may have
documents that they’ve
already filled out and turn
them over to you after they’ve
made their copy.
You will have to go and have
a conversation during your
planning period.
I’ve had pop-ins or them
listening outside of my door
and they mention my lesson.
They would give me feedback.
When they evaluate you in
your classroom, with
everything that he filled out,
the principal sends it back.
So, you get to read his
comments. Then he met with
me and explained each
comment, which is for the
formal. They may have
documents that they’ve
already filled out and turn
them over to you after they’ve
made their copy.

Create a Shared Vision
Participant 2A stated that the vision is communicated during in-service which takes place
at the beginning of the school year, but also highlighted that the vision is also communicated
during other meetings during the year. No differences were presented by other participants in
School A. Participant 1A spoke of other places the principal has communicated the vision, and
Participant 3A highlighted the level of student buy-in that students have shown towards the
vision and gains that have been achieved. Participant 1B indicated that the school’s vision is to
communicate during faculty meetings. Participants 2B and 3B mentioned other venues that the
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principal communicated the school’s vision, that the vision is written all over the school, and that
it is communicated to parents.
Create a Positive, Hospitable Climate
Participant 1A and Participant 3A communicated that the principal uses the intercom
daily to address the school community by encouraging students to make good decisions.
Participant 4A confirmed that the principal both made calls and met with parents throughout the
year to inform them of progress or lack of progress performed by the students. Participant 2A
and Participant 3A mentioned that the principal writes individual comments on each student’s
report card. Participant 1A and 3A mentioned hard copy artifacts, commencement programs and
flyers, which show academic progress of the school. Participant 1A mentioned the incorporation
of a “Brag Book” that will serve as a resource highlighting scholarships students have been
awarded.
Participants 2B and 4B stated that student progress is highlighted during honor’s
programs that occur every 6 weeks. While there were no apparent contrasts, Participant 2B
indicated that the principal discusses student progress as a way of creating a positive, hospitable
climate in other mediums. Participant 1B and 2B revealed that the principal makes
announcements about students’ progress during morning and afternoon announcements. This
progress includes information about the number of students who have been accepted into
colleges and universities and the amount of money those students have been awarded in
scholarships. Participant 1B also indicated that students’ progress is printed on flyers for
recruitment purposes. Participant 2A affirmed that academic tests such as TNReady and
quarterly interim assessments are used. Participant 2A also indicated that ACT scores are used
to assess progress.
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Participants 1B, 2B, and 3B highlighted the premise of using testing and benchmark data,
but provided more specificity. Participant 1B indicated that ACT Prep is used. Participant 2B
indicated that TNReady used. Participants 2B and 3B both conveyed that weekly assessments
issued by teachers are used to assess progress towards school academic goals.
Participants indicated ways that the principal informs students and families of student
and school progress. Participant 1A stated that the principal announces scholarships and
available money in the morning message. Participant 2A confirmed the principal’s response by
stating that student and school progress are communicated during meetings where parents are
present such as: Title I meetings and parent meetings. In addition to the previous statement,
Participant 2A added that student and school progress is disseminated in hard copy. Participant
3A stated that the principal puts individual comments on report cards. Participant 4A highlighted
that Parent Connect, a system through SMS, gives parents the opportunity to see students’
progress for themselves.
Participants indicated that students and families of student and school progress through a
variety of ways. Participant 1B indicated that student and school progress is communicated
through progress reports, and telecommunication. Participant 1B confirmed that
telecommunication the used in the form of the call-out system and text messages to inform
parents. Participant 2B and 3B indicated that emails are sent to inform parents about student and
school progress. Participants stated that their gives rewards and special recognition to both
teachers and students. Participant 2A indicated that announcements are made and quarterly
awards are issued. Participant 4A confirmed that the principal constantly reinforces superior
performance by giving announcements, and added that the use of announcements is their
principal’s tool for school-wide communication.
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Participant 4A conveyed that the principal congratulates teachers in faculty meetings, and
the staff received an incentive for performance during Christmas Break. According to
Participant 1B, the principal gives accolades to teachers during faculty meetings and
communicates performance through emails. Participant 2B stated that the principal verbally
commends both teachers and students during morning or afternoon announcements. Participant
3B indicated that the principal writes on students’ report cards.
Participants indicated that the principal is visible and has a vested interest in the school.
Participants 1A and 4A conveyed that the principal walks around the school. Participant 4A
even indicated that the school feels safe because it seems as if the principal is everywhere.
Participant 1A also indicated that the principal looks at the camera and provides direction for
staff to address certain situations that may occur in the school at any given time. Participant 2A
stated that the principal attends extra-curricular activities.
Participants in School B stated that the principal shows visibility, presence or vested
interest in the school. Participant 1B spoke about the principal’s propensity to conduct random
walkthroughs. Participant 2B highlighted that the principal is present in the hallways as it was
stated. In addition, he is supports students at athletic events.
Cultivate Leadership in Others
According to the participants, the principal cultivates leadership in others through
creating professional growth opportunities for them. Participant 1A stated that the principal
forwards emails and gives tools. Participant 2A and 3A agreed that the principal identifies
strength and growth areas through observations and evaluations. Participant 3A stated that staff
is encouraged to do some sort of professional development throughout the year. Participant 4A
stated that the principal allows her to attend district-level meetings. She believes that she would
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not be well-equipped to do her job if she did not have the opportunities. Participant 4A identified
the principal’s use of one-on-one conversations to identify strength and growth areas.
Participant 1B articulated that they most times have to seek their own professional
development. Participant 1B and Participant 2B both confirmed and agreed that the principal
identifies strengths and growth areas through observations and evaluations. Participant 2B added
that the principal asks students about the teachers’ strengths and growth areas to get their
prospective. Participants 2B and 3B also conveyed that the principal encourages them to seek
outside leadership opportunities to gain advancement. Participant 3B indicated that the principal
creates professional growth opportunities for the staff by offering opportunities to fulfill
leadership roles and assign them different things to do to showcase their talents.
Participant 2A indicated that the principal requests feedback about his instructional
practices through general conversation which also consist of one-on-one conversations.
Participant 3A stated that the principal may forward emails to get assistance related to tasks or
ideas. Participants indicated that the principal requests feedback about his instructional
practices. Participant 2B declared that the principal uses one-on-one conversations and that the
principal would rather you talk to him if you have a problem. Participant 2B added, “his door is
usually always open.” Participant 1B stated that the principal uses faculty meetings and emails
to request feedback.
Manage People, Data, and Processes
Participant 2A expressed that data from the previous school year is viewed which carries
over to goals that are placed in the school improvement plan. The school improvement plan also
includes behavior and climate goals. Participant 2A added that the main data points are
TNReady, TNCore, TCAP, and End of Course (EOC).Participant 1B highlighted that the school
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uses academic reports, and provides tutoring through departments from Monday to Thursday to
help students who are not progressing academically. Participant 2B revealed that teachers reflect
and re-teach based on the class’s performance percentage.
Participant 3B confirmed that state tests are used to determine goal attainment.
Participant 3B also indicated that the principal uses observation data, walkthrough data, and
evaluation data because those data points ensure that instruction is up to par and students are
progressing in the manner they should. Participant 3B spoke of the use of behavioral data that is
placed on Teacherease and keeps teachers informed of students’ behavior in other classes.
Participant 4B spoke of absentee data in the sense that teachers complete absentee slips at first
period. “Students and parents are contacted. If there is a repeated pattern, contact will be made
to determine the reasons for the absentees.” Participant 2A confirmed the growth in Math
scores. Participant 1A and 3A revealed growth in the school’s student population. Participant
3A indicated that there has been growth in ACT scores.
Participant 1B stated that all students are pushed to maintain at least an ACT score of 19,
they are accepted to at least four colleges, and have received at least one scholarship. She also
revealed that there is a goal to complete 100% Tennessee Promise applications and 100%
financial aid applications. She attributes pushing the students, motivating the students, making
the students do the work, and making them feel like they are worthy to those gains and
accomplishments. Participant 2B indicated college acceptance as growth target and attributes the
focus and introduction of career day events, college fairs, and college tours as measures that
attributed to the gains and accomplishments in that area.
Participants identified interventions designed to help at-risk students. Participant 2A
indicated the presence of special education services. Participant 2A also revealed that the school
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starts tutoring students in January so they can accurately identify kids who need the academic
intervention. He also clarified, “Kids’ learning deficiencies are addressed in lesson plans in the
remediation portion found in the lesson plan design.” Participant 3A reported that teachers
monitor the academic interventions for at-risk students in the classroom.
She also added that there is an address of students, on a larger scale (administration), who
failed classes by having a mandatory meeting with parents and the principal. Participant 1A
divulged that the school counselor monitors transcripts all year long to make sure students have
what they need to graduating beginning in the ninth grade. According to Participant 2A,
behavior depends on the infraction. “We make sure we give a punishment or consequence that
fits the situation. Specific behavioral interventions were not specified.
Participants highlighted interventions to help at-risk students. Participant 1B and 3B
indicated that pullouts are used to address students’ academic and behavioral needs. Participant
1B also identified peer mediation, and one-on-one tutoring. Participant 1B also confirmed the
use of motivational speakers who speak to the study body.
Improve Instruction
Participant 1A stated that the principal ensure that instructional time is sacred by ensuring
there are no interruptions on the intercom. Participant 3A indicated that there are few
assemblies. Participant 1B indicated that the principal sends reinforcement through emails.
Participant 2B stated that updates are given in staff meetings. Participant 3B revealed that the
principal has conversations with staff during planning periods. Participant 2A indicated that
informal walkthroughs are done at the beginning of the school year for the purpose of getting a
synopsis of individual classroom practices and functions. Participant 3A stated that the TEAM
evaluation is used.
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In reference to the type of observations that the principal conducts related to instructional
practices, Participant 2B stated that unscheduled and scheduled observations are used. He also
emphasized that administration sometimes stands in the hall during instructional time.
Participant 4B announced that she has had quick, unscheduled observations that are known as
“pop-ins.” She also stated that administration would follow-up with feedback about the lesson.
Participant 2A stated that the process of being observed and receiving feedback from the
principal follows the standard TEAM Process. “There is a pre-observation, two announced
evaluations, and two unannounced evaluations.
Participant 1B highlighted one-on-one meetings as a way of receiving feedback from the
principal. Participant 2B stated that teachers are required to have a certain amount of
observations that are dependent on the teacher’s years of experience. He added that the principal
conducts random impromptu observations and follow-up with feedback at the end of the day or
through email. If there are any documents that were completed, the principal turns them over to
you once he has made a copy.
Research Question 3: Across schools, how similar or different are teacher-leaders’ and
principal’s perceptions of the implementation of instructional leadership practices?
Table 4
Teacher-leaders Perceptions Across Schools
TILS Domains & RQs
School A
Create a Shared Vision
How does your principal
communicate the school’s
vision to members of the
school community?

Teacher-Leaders’
Perceptions
We’ve had a few open-houses,
and parents have been invited
in and he has addressed those
parents and he has spoken of
the direction at which the
school is trying to go.

Common Themes
Comparisons and Contrasts
Comparisons Across
Schools
Communicates the vision to
teachers and parents during
meetings.
Contrasts Across Schools
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We do it during in-service with
teachers. The mission and
vision is a major focus on the
first day of in-service and
during subsequent meetings.
There is a visioning activity we
do. The vision activity gives
people a chance to look at what
the vision is saying and do you
have to re-create. One thing
that we have is you have these
staffs that are constantly
changing. So it’s this thing
where you have to constantly
re-evaluate what the vision is
and where people are. So it’s a
continuum. Based just upon
performances with each other,
people have bought into the
vision of the administrator. So
he has done a great job of
getting people to buy into that
vision of what we want to do,
like she said, to maintain what
we were.
Also, a great example of the
students’ buy-in to the vision
especially as it relates to postsecondary was a huge jump in
the amount of scholarships
from the last graduating class to
this graduating class. It’s
evident with the student body.
There’s evidence even with
them.
TILS Domains & RQs
School B
Create a Shared Vision
How does your principal
communicate the school’s
vision to members of the
school community?

For the most part, they do make
announcements during the
faculty meetings which are held
on Thursdays. It’s printed in
classrooms, in front of the
building. There has been buyin because you have students
who are eager to attend this
school. So whatever is being
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Increase in scholarships
awarded to the graduating
class.
The vision is printed in the
school to include classrooms.
Correspondences are sent to
parents through letters and
announcements on
Teacherease.
Principal attends fairs to
recruit students to the school.

rendered to them, in
correspondence to the parents, a
lot of students are eager to get
here.
In the community, I know they
have reached out and gone to
different fairs to recruit students
and they’ve gone to different
community events to try to
recruit students into the school.
The vision statement is written
all over the school and we post
it in our classes.

TILS Domains & RQs
School A
Create a Positive,
Hospitable Climate
In what ways does your
principal discuss students’
progress, reward and
recognize superior
performance, and show
visibility or vested interest
in the school?

For parents, they send out
letters and make
announcements on
Teacherease” – a
communication system used by
the school.
Teacher-Leaders’
Perceptions
He makes announcements
every day, and I like the fact
that he encourages the student
body to make good decisions
and choices. The climate is
peaceful. There are hardly any
infractions that I know of
because everybody hears that
every day to make good
decisions and good choices. If
they do have situations, they are
directed to the person who
deals with discipline.
You always see him walking
around. He looks at the camera
and says ‘Get this…get that.’”

Common Themes
Comparisons AND
Contrasts
Comparisons Across
Schools
The principals make
congratulatory
announcements to teachers
and students and encourages
students to make good
decisions and choices.
Principals are visible in the
school during the school day
and during extracurricular
activities.
Principals make individual
comments on students’ report
cards.

One thing he does is with report
cards, and I’ve seen very few
principals do this, but looking
Contrasts Across Schools
specifically at everybody’s
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report card and making
individual comments.
Announcements and quarterly
awards.
It’s a mandate (attending extracurricular activities). You have
to be at the game. There is
supposed to be administrator at
every game. He is at every
function.

Monetary incentives for
teachers are given

It’s like the daily mantra to
make good decisions. On the
comments, he is going to be
positive if their grades are
positive. If there are areas that
he is lacking, he is going to put
that on there also with areas to
improve. We have flyers where
progress is printed. With the
increase in the scholarship
money and the ACT, we just
had our graduation, so that was
a part of the ceremony because
we just found these things out.
But we were recognized.

The principal gives accolades
to staff during faculty
meetings and emails.

He is very adamant about
checking everything in that
aspect. He will call in students
individually to speak with them
individually about their
progress or lack thereof.
He constantly (reinforces)
especially with sports season
right now …via
announcements. If you submit
an announcement to him, he
does not hesitate to making the
announcement. That’s his tool
as it relates to school-wide –
giving shout-outs to students
and teachers performance.
He’s congratulatory in that
aspect using the announcement
system to let teachers know and
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Students receive accolades
during Honor’s Programs.
Students are given incentives.
Data is placed on flyers to
recruit students.

Shows visibility through
scheduled observations.

then in faculty meetings. We
are acknowledged. During
Christmas Break, we got an
incentive for performance even
in five months. Honor’s
Programs.
That’s why it feels so safe
because it seems like he’s
everywhere. He’s visible and
vocal.
TILS Domains & RQs
School B
Create a Positive,
Hospitable Climate
In what ways does your
principal discuss students’
progress, reward and
recognize superior
performance, and show
visibility or vested interest
in the school?

He makes announcements
accordingly or he documents it
for when he goes into certain
meetings. Data is on flyers to
recruit students to attend here.
For the most part, it is usually
done annually through their
graduation.
He does a lot of accolades
during faculty meetings or
emails. (For Students) Once
again, the Honor’s Programs, a
variety of awards, and
incentives.
He mainly does random
walkthroughs.

Sometimes they will make
announcements about students’
progress in front of the
students, too. The morning
announcements, afternoon
announcements, sometimes
over the intercoms in our rooms
they will make different
announcements about different
scholars. Honor’s Programs
happen every six weeks.
He might say it to the students
like commending whatever
teacher if they did something.
He might say it in morning
announcements or afternoon
announcements.
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“…being in the halls and he is
at a lot of the athletic events for
the scholars. Some scheduled
observations, but mainly
walkthroughs.
Usually it’s (student progress
is) reiterated when we have our
faculty meetings, before testing
periods, and evaluations.
He writes on their report cards.
Honor’s Programs.
TILS Domains & RQs
School A
Cultivate Leadership in
Others

Teacher-Leaders’
Perceptions
He forwards emails to me to
give me tools as well.

How does your principal
create professional growth
opportunities for staff?

General observations.
We had a leadership council to
start the year. He prefers more
to empower the teachers and
allow them to do things as
opposed to him always doing
those things. That’s in every
facet. Whatever you feel like
your talent is, you can work on
that talent. We are encouraged
to do some sort of professional
development throughout the
school year. He identifies
strengths and areas of growth
through evaluations.
He allows me coming in from
the district to attend my
meetings to stay abreast of
information. I don’t feel that if
I had that opportunity I would
be well-equipped to do my job.
So, he does afford me the
opportunity to go to districtlevel meetings in that sense.
Teachers have the opportunity
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Common Themes
Comparisons and Contrasts
Comparisons Across
Schools
Encourages professional
development and makes
provisions for staff to attend
professional development
meetings.
Identifies strengths and
growth areas through
observations, evaluations, and
one-on-one conversations.
The principal encourages
teachers to showcase their
talents and put them in
leadership roles.

Contrasts Across Schools
The principal sends
information through email.

to go out-of-town for
professional development. He
does let us because if we are
handicapped, we can’t be
effective. He identifies
strengths and areas of growth
through one-on-one
conversations.
TILS Domains & RQs
School B
Cultivate Leadership in
Others
How does your principal
create professional growth
opportunities for staff?

TILS Domains & RQs
School A
Manage People, Data, and
Processes
What forms of data are
used throughout the year to
determine goal attainment,
growth targets, and identify
at-risk students?

It’s individual. You have to
seek your own professional
development for the most part.
He also uses teacher
evaluations.
He always wants us to seek
more professional development.
If we want to go to school for
higher education, he is always
trying to push us from staying
stagnate. The principal
identifies strengths and growth
areas through observations.
They also ask the students.
He always tries to put us in
leadership roles and assign us
different things to do to
showcase our talents and also
encourage us to seek outside
leadership opportunities to gain
advancement.
Teacher-Leaders’
Perceptions
The goal is to maintain that
number in ninth grade for tenth
grade.
Our guidance counselor
monitors transcripts all year
long to make sure you
(students) have what you
need…to graduate starting in
ninth grade.
Well, first it’s identified in our
school improvement plan. You
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Common Themes
Comparisons and Contrasts
Comparisons Across
Schools
State test data and academic
reports are used to make
determinations (TCAP
TNReady, End of Course
(EOC), and ACT).
Tutoring opportunities are
offered for students.
Absentee data is collected

look at data from the previous
year and you set goals based off
the data from the previous year.
The main data point is going to
be our TNReady, TNCore,
TCAP, EOC, or whatever they
decide to call it next year. So,
it is whatever the determination
per subjectarea,that becomes a
part of our goal. There are
qualitative goals that go with
that also – behavior goals,
climate goals. All of those are
tied in the school improvement
plan. Each area uses interim
assessments. We are constantly
going back and looking at are
we matching what we are doing
to what our stated goals were.
Because we have an overall
score of Level 2 in Math, which
is the first year we have had a
Level 2, we’ve been looking at
where our TVAAS score
progression based off the
predicted scores of those kids
on those individual classes.
We have tutoring. We start
tutoring in January. We give a
semester to see where kids are.
A lot of people want to start
early, but we want to identify
those kids that need academic
interventions.
ACT. We had to stop taking in
ninth graders because we had
totally exceeded our number for
ninth graders.
The teachers are called upon to
monitor that particular piece.
That’s what we are asked of to
make sure that if we have kids
that are at-risk, we are doing
things in the classroom. One
thing that was done on a larger
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Contrasts Across Schools
Student retention
Mandatory meetings with the
principal and at-risk students
to discuss the lack of
academic achievement,
tardies, chronic absenteeism.
Interim Assessments
IEPs to determine students in
need of pull-out services.

scale was at the end of the first
semester, all the kids that failed
had to have a mandatory
meeting with their parents and
with the principal. This is so
the parents could not say, at the
end of the school year, that ‘I
didn’t know.’ At the semester
point you were called. This
was mandatory. They had to
come. We did that for a few
different things (tardies,
absences). So, we put that in
place and all of this was
mandatory after the first
semester…overnight
suspensions.
TILS Domains & RQs
School B
Manage People, Data, and
Processes
What forms of data are
used throughout the year to
determine goal attainment,
growth targets, and identify
at-risk students?

Additional academic reports.
We mentioned that they do
tutoring through departments.
Monday – Thursdays, different
departments are required to do
tutoring. That most definitely
will help students who are not
progressing well academically
in the classroom.
There is peer mediation…oneon-one tutoring. The counselor
did have different programs if
there are students who have
different situations. She has
pull-outs as well from time to
time to address the behavior.
We also have motivational
speakers who come to speak to
the entire school body, males,
and females.
Depending on the teacher, after
you go through some things, if
you see that a lot of students
missed the same questions, you
may try to re-teach that part.
Correspondences through
different teachers to parents. If
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the teacher is trying to contact
them and inform the parents
and give them a heads up about
their child’s conduct and
grades.
State tests, observations,
walkthroughs, and
evaluations…making sure that
instruction is up to par and
students are progressing the
way they should to be prepared.
I like that if a child had an issue
they put in Teacherease where
it might not have happened in
my class but I can go back and
read and see how he or she is
acting in other classes.
Depending on if they have an
IEP or some type of
documentation on them. They
do have pull-outs. They can’t
see individual conferences or
tutoring with the teacher in the
classroom unless it’s permitted.
Scholars can work
independently and then you can
work with those who can’t.
Pull them out when they need.
Through Teacherease they
(parents) can see the progress,
too. So, it is not like it’s
hidden. They all have access to
the grades to see the progress.

TILS Domains & RQs
School A

At first period, we have to fill
out a slip of students that are
absent. Usually, those students
who are absent, they’ll call and
see what’s going on with them.
If they see a repeated pattern,
then they will also contact the
parent, and see what’s going on
with that student.
Teacher-Leaders’
Perceptions
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TILS Domains & RQs
Comparisons and Contrasts

Improve Instruction
How does your principal
ensure that instructional
time is sacred, observe
instructional practice, and
give instructional feedback?

TILS Domains & RQs
School B
Improve Instruction
How does your principal
ensure that instructional
time is sacred, observe
instructional practice, and
give instructional feedback?

No interruptions on the
intercom.
The walkthroughs are done in
the beginning of the year. Just
an informal walkthrough to get
a synopsis of what’s going on
in individual classrooms.
That’s not done to be a part of
the observation process.
It’s the standard TEAM
process. There is a preobservation, two announced,
two unannounced evaluations
in the context of the TEAM
evaluations. There is always a
feedback piece during the postobservation conference. It’s
mandated by TEAM, but
it’sapart of our practice.
Few assemblies…just the
things are necessary
(homecoming, pep rally,
honor’s programs) so our
instructional time is generally
not affected.
We use TEAM evaluation.
That’s the model we use.
Reinforcement via email.
One-on-One meetings.
They will let us know at staff
meetings about things.
Classroom observations that are
either scheduled or
unscheduled. Sometimes just
being in the halls, they might
stand in the hall while
instruction time is supposed to
be going on just listening out.
If they hear something that is of
concern they would address it
to the individual more or less
before they address it to the
group. More or less depends on
106

Comparisons Across
Schools
TEAM Evaluation Process is
used to observe and give
feedback to teachers and
instructional practice.
Walkthrough
evaluations/Pop-ups
Feedback about instructional
practices is given via email
and/or in hard copy version.
Uses one-on-one meetings to
give instructional feedback.

Contrasts Across Schools
No interruptions on the
intercom
Keeps instructional time
sacred by giving updates
during staff meetings.
Few assemblies which
emphasizes keeping
instructional time sacred.

if it’s going to be one of the
observational focus parts. We
have, dependent on the years of
experience, you are required to
have a certain amount of
observations. But, they also do
random pop-ups where they
may want to come in your room
to hear what’s going on. They
will try to give you some
positive feedback at the end of
the day or through email, but
it’s not going to be in our
personal record.
More or less depends on if it’s
going to be one of the
observational focus parts. We
have, dependent on the years of
experience, you are required to
have a certain amount of
observations. But, they also do
random pop-ups where they
may want to come in your room
to hear what’s going on. They
will try to give you some
positive feedback at the end of
the day or through email, but
it’s not going to be in our
personal record. They may
have documents that they’ve
already filled out and turn them
over to you after they’ve made
their copy.
You will have to go and have a
conversation during your
planning period.
I’ve had pop-ins or them
listening outside of my door
and they mention my lesson.
They would give me feedback.
When they evaluate you in your
classroom, with everything that
he filled out, the principal sends
it back. So, you get to read his
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comments. Then he met with
me and explained each
comment, which is for the
formal. They may have
documents that they’ve already
filled out and turn them over to
you after they’ve made their
copy.

Create a Shared Vision
Participant 2A confirmed that the vision is communicated during in-service which takes
place at the beginning of the school year, but also highlighted that the vision is also
communicated during other meetings during the year. No differences were presented by other
participants in School A. Participants 1A spoke of other places the principal has communicated
the vision, and Participant 3A highlighted the level of student buy-in that students have showed
towards the vision and the gains that have been achieved. Participant 1B confirmed the
statement by indicating that the school’s vision is communicated during faculty meetings.
Participants 2B and 3B mentioned other venues that the principal communicated the school’s
vision. They stated that the vision is written all over the school, and that it is communicated to
parents.
Create a Positive, Hospitable Climate
Participant 1A and Participant 3A confirmed that the principal uses the intercom daily to
address the school community by encouraging students to make good decisions. Participant 1B
and 2B revealed that the principal makes announcements about students’ progress during
morning and afternoon announcements. This progress includes information about the number of
students who have been accepted into colleges and universities and the amount of money those
students have been awarded in scholarships. Participant 4A confirmed that the principal made
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calls and met with parents throughout the year to inform them of progress or lack of progress
performed by the students. Participant 2A and Participant 3A mentioned that the principal writes
individual comments on each student’s report card.
Participant 1A and 3A mentioned hard copy artifacts, commencement programs and
flyers, which show academic progress of the school. Participant 1A mentioned the incorporation
of a “Brag Book” that will serve as a resource highlighting scholarships students have been
awarded. Participants 2B and 4B stated that students’ progress is highlighted during honor’s
programs that occur every 6 weeks. While there were no apparent contrasts, Participant 1B also
indicated that students’ progress is printed on flyers for recruitment purposes.
Participant 2A affirmed that academic tests such as TNReady and quarterly interim
assessments are used; however, Participant 2A also indicated that ACT scores are used to assess
progress. Participants 1B, 2B, and 3B upheld the premise of using testing and benchmark data,
but provided more specificity. Participant 1B indicated that ACT Prep is used. Participant 2B
indicated that TNReady used. Participants 2B and 3B both conveyed that weekly assessments
issued by teachers are used to assess progress towards school academic goals.
Participants indicated ways that the principal informs students and families of students’
and the schools’ progress. Participant 2A stated that student and school progress are
communicated during meetings where parents are present such as: Title I meetings and parent
meetings. Participant 3A stated that the principal puts individual comments on report cards.
Participant 1A stated that the principal announces scholarships and available money in
the morning message. In addition to the previous statement, Participant 2A added that student
and school progress is disseminated in hard copy. Participant 4A highlighted that Parent
Connect, a system through SMS, gives parents the opportunity to see students’ progress for
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themselves. Participant 1B indicated that student and school progress is communicated through
progress reports and telecommunication. Participant 1B confirmed that telecommunication at
which the principal indicated the use of the callout system and text messages to inform parents.
Participant 2B and 3B indicated that emails are sent to inform parents about student and school
progress.
Participants stated that the principal gives rewards and special recognition to both
teachers and students. Participant 2A indicated that announcements are made and quarterly
awards are issued. Participant 4A confirmed that the principal constantly reinforces superior
performance by giving announcements, and added that the use of announcements is the
principal’s tool for school-wide communication. Participant 4A conveyed that the principal
congratulates teachers in faculty meetings, and the staff received an incentive for performance
during Christmas Break. According to Participant 1B, the principal gives accolades to teachers
during faculty meetings and communicates performance through emails. Participant 2B stated
that the principal verbally commends both teachers and students during morning or afternoon
announcements.
Participants indicated that the principals are visible and has a vested interest in the
school. Participants 1A and 4A conveyed that the principal walks around the school. Participant
4A even indicated that the school feels safe because it seems as if the principal is everywhere.
Participant 1A also indicated that the principal looks at the camera and provides direction for
staff to address certain situations that may occur in the school at any given time. Participant 2A
stated that the principal attends extra-curricular activities. Participant 2B highlighted that the
principal is present in the hallways as it was stated. In addition, he is supports students at athletic
events. Participant 1B stated that the principal has a propensity to conduct random walkthroughs.
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Cultivate Leadership in Others
Participant 4A stated that the principal allows her to attend district-level meetings. She
believes that she would not be well-equipped to do her job if she did not have the opportunities.
Participant 1B articulated that they most times have to seek their own professional development.
Participant 1A stated that the principal sends emails and gives tools. Participant 2A and 3A
agreed that the principal identifies strength and growth areas through observations and
evaluations. Participant 4A identified the principal’s use of one-on-one conversations to identify
strength and growth areas.
Participant 3A stated that staff is encouraged to do some sort of professional development
throughout the year, but does not state that the principal provides this development. Participant
3B indicated that the principal creates professional growth opportunities for the staff by offering
opportunities to fulfill leadership roles and assign them different things to do to showcase their
talents. Participants 2B and 3B also conveyed that the principal encourages them to seek outside
leadership opportunities to gain advancement. Participant 1B and Participant 2B both confirmed
and agreed that the principal identifies strengths and growth areas through observations and
evaluations. Participant 2B added that the principal asks students about the teachers’ strengths
and growth areas to get their prospective.
Participant 2A indicated that the principal requests feedback about his instructional
practices through general conversation which also consist of one-on-one conversations.
Participant 2B declared that the principal uses one-on-one conversations and that the principal
would rather you talk to him if you have a problem. Participant 2B added, “His door is usually
always open.” Participant 3A stated that the principal may forward emails to get assistance
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related to tasks or ideas. Participant 1B stated that the principal uses faculty meetings and emails
to request feedback.
Manage People, Data, and Processes
Participant 2A expressed that data from the previous school year is viewed which carries
over to goals that are placed in the school improvement plan. The school improvement plan also
includes behavior and climate goals. Participant 2A added that the main data points are
TNReady, TNCore, TCAP, and End of Course (EOC). Participant 3B confirmed that state tests
are used to determine goal attainment. Participant 3B also indicated that the principal uses
observation data, walkthrough data, and evaluation data because those data points ensure that
instruction is up to par and students are progressing in the manner they should. Participant 1B
highlighted that the school uses academic reports, and provides tutoring through departments
from Monday to Thursday to help students who are not progressing academically.
Participant 2B revealed that teachers reflect and re-teach based on the class’s
performance percentage. Participant 3B spoke of the use of behavioral data that is placed on
Teacherease and keeps teachers informed of students’ behavior in other classes. Participant 4B
spoke of absentee data in the sense that teachers complete absentee slips at first period. Students
and parents are contacted. If there is a repeated pattern, contact will be made to determine the
reasons for the absentees.
Participant 2A revealed the growth in Math scores, but along with Participant 1A and 3A
revealed growth in the school’s student population. Participant 3A indicated that there has been
growth in ACT scores. Participant 1B stated that all students are pushed to maintain at least an
ACT score of 19, they are accepted to at least four colleges, and have received at least one
scholarship. She also revealed that there is a goal to complete 100% Tennessee Promise
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applications and 100% financial aid applications. She attributes pushing the students, motivating
the students, making the students do the work, and making them feel like they are worthy to
those gains and accomplishments. Participant 2B indicated college acceptance as growth target
and attributes the focus and introduction of career day events, college fairs, and college tours as
measures that attributed to the gains and accomplishments in that area.
Participant 2A indicated the presence of special education services. Participant 2A also
revealed that the school starts tutoring students in January so they can accurately identify kids
who need the academic intervention. He also clarified, “Kids’ learning deficiencies are
addressed in lesson plans in the remediation portion found in the lesson plan design.” Participant
1B and 3B indicated that pullouts are used to address students’ academic and behavioral needs.
Participant 3A reported that teachers monitor the academic interventions for at-risk students in
the classroom.
She also added that there is an address of students, on a larger scale (administration), who
failed classes by having a mandatory meeting with parents and the principal. Participant 1B also
identified peer mediation, and one-on-one tutoring. Participant 1B also confirmed the use of
motivational speakers who speak to the student body. Participant 1A divulged that the school
counselor monitors transcripts all year long to make sure students have what they need to
graduating beginning in the ninth grade. According to Participant 2A, behavior depends on the
infraction. “We make sure we give a punishment or consequence that fits the situation. Specific
behavioral interventions were not specified.
Improve Instruction
Participant 1A stated that the principal ensures that instructional time is sacred by
ensuring there are no interruptions on the intercom. Participant 3A indicated that there are few
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assemblies. Participant 1B indicated that the principal sends reinforcement through emails.
Participant 2B stated that updates are given in staff meetings. Participant 3B revealed that the
principal has conversations during planning periods.
Participant 2A indicated that informal walkthroughs are done at the beginning of the
school year for the purpose of getting a synopsis of individual classroom practices and functions.
Participant 3A stated that the TEAM evaluation is used. Participant 2B stated that unscheduled
and scheduled observations are used. He also emphasized that administration sometimes stands
in the hall during instructional time. Participant 4B announced that she has had quick,
unscheduled observations that are known as “pop-ins.” She also stated that administration would
follow-up with feedback about the lesson.
Participant 2A revealed that the principal follows the standard TEAM Process when
observing and giving feedback. “There is a pre-observation, two announced evaluations, and
two unannounced evaluations.” Participant 1B highlighted one-on-one meetings as a way of
receiving feedback from the principal. Participant 2B stated that teachers are required to have a
certain amount of observations that are dependent on the teacher’s years of experience. He
added that the principal conducts random impromptu observations and follow-up with feedback
at the end of the day or through email. If there are any documents that were completed, the
principal turns them over to you once he has made a copy.
Summary
This chapter commenced with an introduction, research questions, summary of
methodology, brief description of participants, data analysis, and summary of findings with
interview and focus group transcripts. The data collection methods were instrumental in
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determining the execution of instructional leadership practices. Based on these findings, Chapter
5 will provide the researcher’s summary, discussion, and conclusions.
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Chapter 5
Summary, Discussion, and Conclusions
Introduction
The study provided a definition of instructional leadership, and the current research
which explains the behaviors of instructional leaders. Green (2009) articulates that instructional
leaders are individuals who have developed a vision that emphasizes high standards of learning,
communicates effectively, distributes leadership responsibilities, facilitates the establishment of
a school culture that is conducive to student learning, fosters opportunities for the entire faculty
and staff to conduct inquiry to identify proven instructional practices for the intention of
enhancing the instructional program in a manner that meets the needs of all students. With the
need of instructional leadership, due to the high number of failing schools and attempts to reform
education through No Child Left Behind (NCLB) and Race to the Top (RTTT), the study speaks
to not only the essentiality of principals being instructional leaders but also the importance of the
instructional leadership behaviors to be perceived by stakeholders to include teacher-leaders.
In addition, the study provided a definition of teacher-leaders and emphasized the benefits and
the impact of teacher-leadership in schools. According to Nelson (2006), hard work, dedication
and collaboration of a school’s stakeholders are needed to address the issue of academic
achievement. Therefore, the literature reflects the importance of both principals as instructional
leaders and teacher-leaders and the need for collaboration between the two groups for school
success.
This literature review provided historical and relevant insight about the role and benefit
of teacher-leaders in schools, the transition of the school principals’ position over time to
become instructional leaders, perceptions of instructional leadership, and the work of both
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teacher-leaders and principals in charter schools. The literature revealed that teacher leadership
was originally created to diminish teacher turnover due to the aspirations of becoming
administrators, but also serves as an entity designed to address the needs of teachers which
impacts student learning. The effective execution of instructional leadership by 21st century
principals has become a necessity in the educational system. In fact, Hallinger (2005)
emphasizes that though instructional leadership was known in the 1970s and 1980s, the
increasing demands of school leaders has caused this leadership style to re-emerge. The literature
reveals that teacher-leadership may look differently depending on the grade levels offered,
whether it is a traditional school, or a charter school; however, a positive, collaborative
relationship between the principal and the teacher-leaders is essential to student achievement.
As a result of educational reform involving a stronger role that principals must play as
instructional leaders in schools, specific skills and behaviors are needed to successfully lead
diverse school populations. More importantly, with the increase and growth of charter schools in
metropolitan areas across the country, there is a great need to discuss the skills and behaviors
that instructional leaders need to successfully lead diverse student populations in these specific
environments. As indicated by researchers such as Burns (1994), an effective instructional leader
must be able to address a plethora of barriers faced by students in urban environments.
To date, there is a sparse amount of research on urban charter high school principal’s
instructional leadership skills and behaviors as perceived by their teacher leaders. As well, there
is a position of research that focuses on the reported teacher leader’s response of the principal’s
instructional leadership based on selective instructional leadership standards, TILS. With this in
mind, the researcher was interested in analyzing, comparing, and contrasting the instructional
leadership behaviors of principals in urban charter high schools and how the five selective TILS
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domains characterize the charter school environment.
The following research questions were derived for that purpose:
1. To what extent do teacher-leaders perceive that their principals utilize TILS
Instructional leadership practices.
2. Within schools, how similar or different are teacher-leaders’ perceptions of their
principal’s implementation of the TILS instructional leadership practices?
3. Across schools, how similar or different are teacher-leaders’ perceptions of their
principal’s implementation of TILS instructional leadership practices?
Discussion of Each Research Question
As I examined the insight teacher-leaders gave concerning the perceptions of
instructional leadership implementation rendered by their charter school principal, it became
clear that there is perceived evidence of instructional leadership practice in the schools. I
immediately noticed that teacher-leaders were able to identify actions tied to instructional
leadership. The teacher-leaders also offered supporting information regarding those actions that
their charter school principal rendered in terms of instructional leadership practices which have
been tied to the TILS standards that show alignment. Teacher-leaders at both school locations
were able to reinforce and deeply solidify the attention and implementation of the instructional
leadership standard enacted by their charter school principal. The teacher-leaders’ ability to
perceive the instructional leadership behaviors of their principals is supported by Green (2009)
stating that leader’s characteristics are shown through their actions; therefore, those actions are
recognized by other stakeholders. While there were confirmations of actions and habits
identified between the two groups, it has also been determined that there are some approaches
and actions that were of focus at individual schools by individual charter school principals. This
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speaks to the notion that even though different implementations have the tendency to occur based
on the school leader, it can still apply to the instructional leadership frame and contribute to
possible school success.
Summary of Findings: Addressing Each Research Question
Research Question 1: To what extent do teacher-leaders perceive that their principals
utilize TILS instructional leadership practices?
Create a Shared Vision. Study participants identified an assortment of instructional
leadership behaviors their principals’ display as school leaders. Based on the information
provided by the teacher-leaders, it can be determined that there is an extreme satisfaction in
regards to the instructional leadership behaviors displayed by their principals which impact the
school environments. Teacher-leaders indicated that their principals communicate the school’s
vision to members of the school community by conveying the vision with teachers during inservice and subsequent meetings, to parents and community members, and students (Wallace
Foundation, 2013).
Create a Positive, Hospitable Climate. Examining the findings indicated that principals
create a positive, hospitable climate by openly rewarding and acknowledging achievement while
also framing high expectations, showing high visibility inside the school (hallways and
classrooms) and outside the school (extra-curricular activities), communicates with parents about
school matters, and giving individual feedback and responses to students about their academic
performance on report cards. These findings are supported by Spiro’s (2013) assertion that the
role of the principal has changed from primarily administrative to a multifaceted role
incorporating the feedback from teacher-leaders and the student and community needs.
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Cultivate Leadership in Others. Teacher-leaders reported that their principals cultivate
leadership in others by identifying prospective leadership opportunities based on staff members’
present performance, through general observations and evaluations, and by encouraging
professional development for professional enhancement. In support of this finding, Bickmore
and Dowell (2014) indicate that principals focus on improving teacher capacity and staff
cohesiveness.
Manage People, Data, and Processes. Various forms of data are used throughout the
year to determine goal attainment, growth targets, and identify at-risk students. The principals
urge the use of academic reports which involve the use of state assessment data which also aids
in tutoring efforts. Student retention data, student chronic absentee and tardy data are also used.
Burns (2013) work supports these findings suggesting that instructional leaders are confronted
with environmental factors that have an impact upon student’s success.
Improve Instruction. According to the respondents, their principals ensure that
instructional time is sacred, observe instructional practice, and give instructional feedback by
protecting instructional time from interruptions on the intercom and keeping assemblies to a
minimum. The principal conducts walkthroughs and TEAM informal and formal observations
which include feedback about instructional practices. In support of this finding, Wahlstrom and
Lewis’ (2008) maintain that principals need to be able to provide constructive feedback to
improve teaching or be able to design a system in which others provide that support.
Research Question 2: Within schools, how similar or different are teacher-leaders’
perceptions of their principal’s implementation of the TILS instructional leadership
practices?
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The answers provided by the teacher-leaders in regards to their perceptions of their
principals’ implementation of instructional leadership practices supports an overall consensus of
satisfaction. Information shared by the teacher-leaders at both school sites present both
similarities and differences when answers are compared with information provided by the other
colleagues who work within the same school site.
School A
Create a Shared Vision. In regards to creating a shared vision, it was repeated by
teacher-leaders that the principal communicates the school vision to teachers and parents. The
contrast not re-emphasized centered on student buy-in. It was stated that the increase in
scholarships awarded to the graduating class from year to year indicates student buy-in of the
vision. As I agree with these findings, Spiro (2013) conveys that good principals are
instructional leaders who provide staff with guidance and a sense of mission and students with
motivation to succeed.
Create a Positive, Hospitable Climate. When considering the manners at which the
principal creates a positive, hospitable climate, identified comparisons were determined. The
principal openly congratulates students and encourages students to achieve high expectations.
The principal is visible during the school day and supports students who participate in extracurricular activities. He also shows a vested interest in students’ academic performance by
writing individual comments on students’ report cards. An identified contrast not re-emphasized
was that financial incentives are given to teachers. In support of these findings, The Wallace
Foundation (2013) explained that effective principals focus on solidifying a safe and orderly
school environment, displays a supportive and responsive attitude towards children’s needs, and
provides a supportive and professional community for teachers.
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Cultivate Leadership in Others. In the matter of cultivating leadership in others,
teacher-leaders agreed that the principal provides professional growth opportunities for staff by
encouraging professional development. It was also agreed that the principal also uses
observations, evaluations, and one-on-one conversations to identify strength and growth areas for
school personnel. Information not re-emphasized referenced that the principal sends information
regarding tools through email and encourages teachers to showcase their talent which creates
opportunities for leadership roles. In support of these findings, Newton (2014) indicates that
schools must have leaders who can cultivate and retain great teachers.
Manage People, Data, and Processes. The comparison was identified on a larger scale
regarding managing people, data, and processes. Teacher-leaders referred to state tests when
providing answers. Within that, teacher-leaders identified the various forms of data points that
are used to determine goal attainment, growth targets, and identify at-risk students throughout
the year. Data points which were mentioned by more than one teacher-leader were: TCAP,
TNReady, End of Course (EOC), ACT, and interim assessments. Information from these data
points drive tutoring efforts as a means to offer support to students. Other forms of data that are
used that impact students’ performance are data which gives information about student retention,
chronic absenteeism, and tardy information. Mandatory meetings with the principal occur with
the intention of discussing students’ lack of academic achievement because of these instances.
In support of these findings, Burns (2013) emphasizes that the principal’s role in leading school
improvement efforts that promote student achievement is very important to students’ success.
Improve Instruction. Pertaining to ways the principal improves instruction, teacherleaders agreed that that the principal uses the TEAM evaluation process to observe and give
feedback to teachers about instructional practices. The contrasts that were not re-emphasized by
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teacher-leaders revealed that the principal insists on keeping instructional time sacred by not
disturbing instructional time with intercom announcement interruptions and frivolous, nonessential assemblies. Also, the principal uses walkthrough evaluations to observe instructional
practices. In support of these findings, Burns (2013) asserts that leaders who can confront the
academic inequalities and social injustices serving as barriers to student achievement are needed.
School B
Create a Shared Vision. In the matter of creating a shared vision, teacher-leaders
agreed that the principal communicates the school’s vision to members of the school community
by emphasizing it in the school’s décor (printed in the school to include classrooms) and parents
receive this communication through letters and announcements. Contrasts that were not reemphasized include that the principal announces the vision during faculty meetings and when
recruiting students at school fairs. In support of these findings, Winter (1987) state that
perceptions form a significant part of the school’s shared belief system due to their thoughts and
feelings affecting the school’s culture.
Create a Positive, Hospitable Climate. Teacher-leaders confirmed that the principal
creates a positive, hospitable climate by making announcements about students’ progress and
giving recognition to students during honor’s programs. He shows visibility by conducting
walkthroughs, being present in the hallway, and supporting students in their participation of
extra-curricular activities. Contrasts that were not re-emphasized: that data is placed on flyers to
recruit students, he gives accolades to staff during faculty meetings and emails, he shows
visibility through scheduled observations, and he writes on students’ report cards to recognize
student performance. In support of these findings, Green (2009) reports that it is essential that
leader’s characteristics are shown through their actions and are recognized by other stakeholders.
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Cultivates Leadership in Others. Teacher-leaders confirmed that the principal
cultivates leadership in others by encouraging teachers to seek their own professional
development and uses teacher evaluations to determine strengths and growth areas to create
professional capacity of school personnel. Information that was not re-emphasized by teacherleaders consists of the notion that the principal encourages teachers to showcase their talents
which lends itself to leadership opportunities. In support of these findings, Hauserman and Stick
(2014) explain that greater teacher involvement fosters reflection and positive change among
teachers.
Manage People, Data, and Processes. With regards to managing people, data, and
processes, teacher-leaders indicated that state test data and academic reports are used to make
determinations and IEPs are used to determine students in need of pull-out services. Information
not re-emphasized consisted of: tutoring opportunities for students, re-teaching methods in
classrooms to address students’ misconceptions, and the use of absentee data. In support of this,
Spiro (2013) asserts that good leadership can pull school variables that have effects on learning
and benefit student achievement.
Improve Instruction. In reference to the principal improving instruction, teacherleaders re-emphasized that the principal observes instructional practice through unannounced and
announced observations/evaluations. He also gives feedback in one-on-one meetings. Feedback
is given either via email or in hard copy format. Information that was not re-emphasized
consisted of the notion that the principal keeps instructional time sacred by giving updates during
staff meetings. In support of these findings, Spiro (2013) says that a good principal shapes a
school from inside the classroom and outside the office.
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Research Question 3: Across schools, how similar or different are teacher-leaders’
perceptions of their principal’s implementation of TILS instructional leadership practices?
Create a Shared Vision. Across schools, teacher-leaders re-emphasized that the
principal creates a shared vision by communicating the vision to teachers and parents during
meetings. Information not re-emphasized from teachers across schools entailed: increase in
scholarships awarded to the graduating class from year to year, vision included in the school’s
décor, correspondences that are sent to parents, and efforts to recruit students at school fairs. In
support of these findings, Spiro (2013) conveys that good principals are instructional leaders who
provide staff with guidance and a sense of mission and students with motivation to succeed.
Create a Positive, Hospitable Climate. Across schools, teacher-leaders re-emphasized
that both principals crate a positive, hospitable climate by discussing students’ progress, making
congratulatory announcements to students and reiterating high expectations for them to achieve.
The principals show visibility during the school day and by supporting students at extracurricular activities. Both principals show a vested interest by making comments on students’
report cards. Contrasts identified due to the lack of re-emphasizing by more than one teacherleader consist of: incentives are given to teachers and students, students receive accolades
during honor’s programs, staff receive accolades during faculty meetings and via email, shows
visibility through scheduled observations, and data is placed on flyers to recruit students. In
support of these findings, Mitchell and Cunningham (1986) assert that principals act in an
instructional leadership capacity when they promote an orderly atmosphere generally free from
disciplinary problems and expect that all children can achieve.
Cultivate Leadership in Others. Across schools, teacher-leaders confirmed that their
principals cultivate leadership in others by encouraging professional development, using
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observations, evaluations, and one-on-one conversations to identify strengths and growth areas,
and encouraging teachers to showcase their talent that opens opportunities for leadership roles.
A contrast identified concerns that professional growth information is sent via email. In support
of these findings, Brewster and Railsback (2003) reveal that trust fosters a set of structural and
socio-psychological organizational conditions that make productivity and school improvement
more conducive.
Manage People, Data, and Processes. In regards to managing people, data, and
processes, forms of data that are used throughout the year to determine goal attainment, growth
targets, and at-risk students. Teacher-leaders across both schools indicated that state test data and
academic reports are used to make determinations. Some data measures mentioned were TCAP,
TNReady, End of Course (EOC), and ACT. Tutoring opportunities are offered for students
using this data. Information that was not re-iterated by other teacher leaders identified ascontrasts
consisted of: the use of interim assessments, and the use of IEPs to determine students in need of
pull-out services. Other data which indirectly impacts student academic progress used is
information regarding student retention, tardies, and chronic absenteeism. Mandatory meetings
with the principal convene with at-risk students for the purpose of discussing low academic
achievement. In support of these findings, Fullan (1998) that the type of leadership that is
needed challenges us to face problems for which there are no simple, painless solutions.
Improve Instruction. In the matter of principals improving instruction, teacher-leaders
indicated that both principals used the TEAM Evaluation process to observe and give feedback
to teachers, and used walk-through evaluations and “pop-ups.” One-on-one meetings are used to
give feedback; in addition, feedback is given in the forms of hard copy and issued via email. In
support of this action, Johnson (2008) convey that most principals are expected to select, manage
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motivate, and evaluate their teams of teachers so their school meets its academic goals.
Contrasts which are indicated due to teacher-leaders not confirming those answers across schools
consist of the notions that instructional time is valued and considered sacred due to no intercom
interruptions during instruction, updates are given during faculty meetings, and few assemblies
that interrupt instructional time. With regards to the support of this study’s findings with which I
agree, Mitchell and Castle (2005) imply that academic and intellectual concerns should remain at
the top of the principal’s priority list and that principals need sufficient role autonomy and role
flexibility to focus on teaching and learning in classrooms.
Discussion
As I examined the insight teacher-leaders gave concerning the perceptions of
instructional leadership implementation rendered by their charter school principal, it became
clear that there is a high perceived evidence of instructional leadership practice in the schools. I
immediately noticed that teacher-leaders were able to identify actions tied to instructional
leadership. The teacher-leaders also offered supporting information regarding those actions that
their charter school principal rendered in terms of instructional leadership practices which have
been tied to the TILS standards that show alignment. Teacher-leaders at both school locations
were able to reinforce and deeply solidify the attention and implementation of the instructional
leadership standard enacted by their charter school principal. The teacher-leaders’ ability to
perceive the instructional leadership behaviors of their principals is supported by Green (2009)
stating that leader’s characteristics are shown through their actions; therefore, those actions are
recognized by other stakeholders.
There were only minor differences in regards to different implementations of
instructional leadership across schools. This occurrence is based upon individual school leaders’
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instructional leadership style and possibly to the diverse school culture and climate.
Cross Analysis of Path-Goal Theory and Teacher-Leader Responses
For this study, Path-Goal Theory was identified as the theoretical framework to provide
an understanding of teacher-leaders’ perceptions of principals’ instructional leadership practices
in the charter high school setting. The Path-Goal Theory is comprised of two components. The
first component of Path-Goal states that the leader’s behavior is acceptable and satisfying to the
subordinates so much that the subordinates see the leader’s behavior as either an immediate
source of satisfaction or future satisfaction (House, 1996). The second component of Path-Goal
states that the leader’s behavior is motivational and increases effort to the extent that (a) the
leader’s behavior satisfies subordinates’ needs that are contingent on effective performance and
(b) the leader’s behavior compliments the subordinates’ environment by providing coaching,
guidance, support and rewards necessary for effective performance (House, 1996). At least one
or more of the Path-Goal Theory components applies to the findings revealed about teacherleaders’ perceptions of principal instructional leadership practices in the charter high school
setting.
Table 5 provides a cross analysis of the theoretical lens Path-Goal Theory (House’s,
1971, Path-Goal Theory of Leader Effectiveness) with the overall themes related to findings in
the study. That is, (1) supportive leadership – approachable, pleasant work environment with
concerns for the well-being of others, (2) participative leadership – consults with stakeholders
when making decisions about work-related matters, and (3) achievement-oriented leadership –
sets goals and shows confidence in followers to meet challenging performance requirements and
achieve excellence (as cited in Green, 2013, p. 42). The italicized words and cross analysis
directly relates to the five TILS domains as indicated in Table 5.
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Table 5
Cross Analysis of Path-Goal Theory and Teacher-Leader Responses
Theoretical
Framework (PathGoal Theory)
The leader’s behavior
is acceptable and
satisfying to the
subordinates so much
that the subordinates
see the leader’s
behavior as either an
immediate source of
satisfaction or future
satisfaction.

The leader’s behavior
is motivational and
increases effort to the
extent that (a) the
leader’s behavior
satisfies subordinates’
needs that are
contingent on
effective performance
and

Overall Themes

Theme: Participative Leadership
The principals use a variety of
methods to communicate the mission,
vision, and core values to teachers,
students, parents, and other
stakeholders which include: schoolwide announcements, focus during
faculty meetings, at recruitment and
community fairs, and throughoutbound communications.
Principals use different forms of
academic and non-academic data to
include state test data, attendance
data, and etc. to drive instructional,
remedial, and cultural decisions in an
effort to provide needed supports to
students.
Theme: Achievement-Oriented
Leadership
The principals place emphasis on
highlighting the accomplishments of
students and teachers. The principals
recognize student progress through
the use of school-wide daily
announcements, writing individualized
notes on each student’s report card,
and highlighting achievement during
quarterly awards ceremonies.
Principals emphasize the
accomplishments of teachers through
school-wide and/or faculty meeting
announcements and emails.
The principals ensure that
instructional time is deemed important
and sacred by not allowing
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TILS Domains

A. Create a Shared
Vision,
B. Create a Positive,
Hospitable Climate,
C. Improve Instruction

A. Create a Shared
Vision,
B. Create a Positive,
Hospitable Climate,
C. Cultivate Leadership
in Others,
D. Manage People,
Data, and Processes,
and
E. Improve Instruction.

interruptions during instruction.
These interruptions include: intercom
announcements and assemblies.

Theoretical
Framework (PathGoal Theory)
(b) the leader’s
behavior
compliments the
subordinates’
environment by
providing coaching,
guidance, support and
rewards necessary for
effective
performance.

Overall Themes

Theme: Supportive Leadership
The principals show visibility a vested
interest in the school by being seen
inside the school (hallways and
classrooms) and supporting students
outside of school (extra-curricular
activities).
The principals observe and give
feedback using the TEAM evaluation
system. The principals also use other
means of observations such as one-onone meetings, informal walkthroughs,
and pop-ins. Feedback is issued in
hard copy or via email.

TILS Domains

A. Create a Shared
Vision,
B. Create a Positive,
Hospitable Climate,
C. Cultivate Leadership
in Others,
D. Manage People,
Data, and Processes,
and
E. Improve Instruction.

The principals encourage professional
development/growth and opportunities
for teachers to showcase their talent
which affords leadership
opportunities. The principal also uses
teacher evaluations as a method of
identifying growth opportunities for
teachers.

Interrelation of Path-Goal Theory Framework and the Five TILS Domains
The findings in this study indicate that there is a direct connection between the path-goal
theory framework and the five TILS domains. With knowledge of how path-goal theory
framework informs the five TILS domains, school leaders, as the instructional leader, the
findings in this study establish identifying factors that contribute to a transformational learning
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environment that leads to the improvement of charter high schools. Green (2013) states that,
“with knowledge, leaders can establish the right conditions; then, alignment of the
instructional program, acquiring commitment from faculty members, and motivating
them to work for school organizational goal attainment will not be a problem” (p. 42).
Create a Shared Vision. The component of Path-Goal Theory which applies to creating
a shared vision is that the leader’s behavior is acceptable and satisfying to the subordinates so
much that the subordinates see the leader’s behavior as either an immediate source of satisfaction
or future satisfaction. Examples of findings in the research which support this component are,
“There has been buy-in because you have students who are eager to attend this school. So
whatever is being rendered to them, in correspondence to the parents, a lot of students are eager
to get here.” and “For the most part, they do make announcements during the faculty meetings
which are held on Thursdays.
It’s printed in classrooms, in front of the building.” As it relates to creating a shared
vision that is indicative of the charter schools in this study, there is an emphasis on
communicating and creating a shared vision to attain buy-in from school personnel, students,
parents, and other stakeholders. The leader’s behavior shows the importance of the school’s
vision is displayed by the focus on communicating the vision to all school personnel on a regular
and consistent basis consisting of in-service, subsequent meetings, and community fairs. The
importance is also emphasized in the school’s décor.
Create a Positive, Hospitable Climate. The component of Path-Goal Theory which
applies to creating a positive, hospitable climate is that the leader’s behavior is motivational and
increases effort to the extent that (a) the leader’s behavior satisfies subordinates’ needs that are
contingent on effective performance and (b) the leader’s behavior compliments the subordinates’
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environment by providing coaching, guidance, support and rewards necessary for effective
performance. Examples of findings in the research which support this component are, “He
makes announcements every day, and I like the fact that he encourages the student body to make
good decisions and choices,” “You always see him walking around. He looks at the camera and
says ‘Get this…get that,’” and “He constantly (reinforces) especially with sports season right
now …via announcements. If you submit an announcement to him, he does not hesitate to
making the announcement. That’s his tool as it relates to school-wide – giving shout-outs to
students and teachers performance.” As it relates to creating a positive, hospitable climate
indicative of the charter schools in this study, there is a focus on communicating and
emphasizing the accomplishments of teachers and students and communicating high behavioral
and academic expectations to the school body which are emphasized in the charter schools. In
this sense, the leader builds a positive climate by motivating teachers and students and rewarding
their performance.
Cultivate Leadership in Others. The component of Path-Goal Theory which applies to
cultivating leadership in others is that the leader’s behavior is motivational and increases effort to
the extent that (a) the leader’s behavior satisfies subordinates’ needs that are contingent on
effective performance and (b) the leader’s behavior compliments the subordinates’ environment
by providing coaching, guidance, support and rewards necessary for effective performance.
Examples of findings in the research which support this component are, “He always tries to put
us in leadership roles and assign us different things to do to showcase our talents and also
encourage us to seek outside leadership opportunities to gain advancement” and “He always
wants us to seek more professional development. If we want to go to school for higher
education, he is always trying to push us from staying stagnate.” As it relates to cultivating
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leadership in others that is indicative of the charter schools in this study, the leaders emphasize
professional development and growth for the teachers. According to the teacher-leaders’
responses, the charter school leaders are adamant about helping teachers to grow professionally
and push them to obtain leadership opportunities within and outside the school. In this sense, the
leader is providing coaching, guidance, support, and rewarding subordinates for effective
performance.
Manage People, Data, and Processes. The component of Path-Goal Theory which
applies to managing people, data, and processes is the leader’s behavior is acceptable and
satisfying to the subordinates so much that the subordinates see the leader’s behavior as either an
immediate source of satisfaction or future satisfaction. Examples of findings in the research
which support this component are, “Additional academic reports. We mentioned that they do
tutoring through departments. Monday – Thursdays, different departments are required to do
tutoring. That most definitely will help students who are not progressing well academically in
the classroom” and “State tests, observations, walkthroughs, and evaluations…making sure that
instruction is up to par and students are progressing the way they should to be prepared.” As it
relates to managing people, data, and processes that is indicative of charter schools in this study,
different forms of data are used, to include state test data, in order to drive decision making for
goal attainment and student achievement. Subordinates would see the leader’s behavior as either
an immediate source of satisfaction or future satisfaction because of the work that subordinates
will perform that would hopefully push the school to achieving the goals that have been set, have
the potential to receive accolades and rewards for effective and hard work displayed.
Improve Instruction. The component of Path-Goal Theory which applies to improving
instruction is that the leader’s behavior is motivational and increases effort to the extent that (a)
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the leader’s behavior satisfies subordinates’ needs that are contingent on effective performance
and (b) the leader’s behavior compliments the subordinates’ environment by providing coaching,
guidance, support and rewards necessary for effective performance. Examples of findings in the
research which support this component are, “It’s the standard TEAM process. There is a preobservation, two announced, two unannounced evaluations in the context of the TEAM
evaluations. There is always a feedback piece during the post-observation conference. It’s
mandated by TEAM, but it’s apart of our practice” and “No interruptions on the intercom.” As it
relates to improving instruction that is indicative of charter schools in this study, leaders place a
focus on observing and giving feedback to teachers to impact teacher capacity and student
achievement. Leaders who perform this duty provide subordinates with the coaching, guidance,
and support they need to enhance their craft and increase student achievement.
Implications
While the clarion call has sounded for 21st century school leaders to be instructional
leaders, it is essential that those behaviors are effectively displayed. Kinderzierski, Mhammed,
Wallace, and Lesh (2013) indicated the autonomous nature of charter schools in regards to
curriculum, instruction-type, budget focuses, and internal structure; however, a focus on
effectively displaying the instructional leadership components should be a priority for today’s
school leaders. This is especially the case given the unfavorable status that many of the schools
in the U.S are performing. While it is important for school leaders to display instructional
leadership behaviors, it is also important for school leaders to make those behaviors so explicit
that other stakeholders, to include teacher-leaders, can identify them.
Teacher-leaders are very important to the work in schools regardless of the school type.
Nappi (2014) reports that teacher-leaders’ work helps to shift the principal’s focus from
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managerial leadership to instructional leadership. Considering this case, there is benefit in
garnering the insight that teacher-leaders have about the instructional leadership behaviors
displayed by their principals. This study promotes an interest in adding to the narrative and
knowledge about instructional leadership as it is implemented by charter high school principals,
implemented in the charter school setting and perceived by charter school teacher-leaders.
The findings suggest that teacher-leaders are able to perceive the behaviors of their
principals which align to the instructional leadership framework. Teacher-leaders were able to
identify behaviors, structures, and processes that their charter school principals displayed and
implemented. The findings also suggest that teacher-leaders gave information regarding the
instructional leadership behaviors which featured similarities and differences across school
relating to those behaviors, but still applied to the instructional leadership framework. Lastly,
the findings revealed that teacher-leaders offered similar and different information regarding
their perceptions of instructional leadership behaviors implemented by their charter high school
principal.
The findings should serve as a guide to assist charter and public school leaders through
the identification of implemented instructional leadership behaviors and the importance of
explicit implementation. College and university leadership departments that have principal
preparation programs, other principal preparation program entities, and leaders of traditional
district offices and charter management organization can use the study’s findings to improve
current and future principals’ knowledge of instructional leadership in order to improve student
academic achievement.
Recommendations for Future Research
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Through further examination of principals’ implementation of instructional leadership
practices as it is perceived by teacher-leaders in the charter high school setting, leaders will be
introduced to more instructional leadership strategies and behaviors that can lead to school
success. To this degree, further research will emphasize the need for collaboration amongst the
principal and teacher-leaders. Second, future research might focus on principals’
implementation of instructional leadership as it is perceived by teacher-leaders using a larger
sample of high schools, elementary or middle schools. Third, future research could also focus on
comparing the instructional leadership practices implemented by principals in low performing
schools and compare them to instructional leadership practices implemented by principals of
high performing schools.
Future studies would expand the number of charter high schools in the Mid-South or the
state of Tennessee used to gain an insight of perceptions of principals as instructional leaders,
schools that are a part of the Innovation Zone (I-Zone) of Shelby County Schools, or Shelby
County Schools. Finally, additional comparative research could extend to the study of other
leadership styles and the teacher-leaders’ perceptions of their principals’ behavior or practice of
such leadership styles.
Conclusion
In the current study, I examined teacher-leaders’ perceptions of instructional leadership
behaviors implemented by charter high school principals. This inquiry considered the view of
teacher-leaders and their perceptions based on their insights as quasi-leaders in the schools. Data
analysis provided linkages back to the literature and provided another opportunity to examine
instructional leadership but emphasizing the charter high school setting across five domains of
the TILS. It was determined that the teacher-leaders were able to identify instructional
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leadership behaviors implemented by their principals in each instructional leadership domain
which include:
A. Create a Shared Vision,
B. Create a Positive, Hospitable Climate,
C. Cultivate Leadership in Others,
D. Manage People, Data, and Processes, and
E. Improve Instruction.
The research sought to close the gap in the literature by investigating teacher-leaders’
perceptions of charter high school principals’ instructional leadership practices. In doing so, the
research would be able to determine the perceptions that teacher-leaders have about two MidSouth charter school principals fulfilling their instructional leadership role according to the TILS
and characterize instructional leadership in the context of the charter school environment
according to the five domains. Raymond (2014) articulates that high expectations, personal
responsibility, and the dignity of each and every person are common themes in charter schools.
Based on the findings in the study, the regard to and communication of high expectations for
students and school personnel, the call for personal responsibility and the dignity of each and
every person seems to be present and evident in the charter schools in this study. This has been
spoken to by the teacher-leaders of those charter schools when communicating the perceptions
they have about the implementation of instructional leadership practices by their principals.
Based on the information provided by the teacher-leaders, their view of their principal’s
effectiveness could be determined. Comparisons (answers reiterated by more than one teacherleader) and contrasts (sole answers not reiterated by more than one teacher-leader) of answers
given were able to be determined within schools and across schools. Because the needs in
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today’s schools are so vast and instructional leadership is the recommended leadership style, we
will get closer to having more high performing schools with the more we learn about
Instructional Leadership, and uncover new ways to implement for the betterment of our schools
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Appendix A
Teacher-Leaders Focus Group Guide
Domain: Shape a Vision
Focus Group Question: How does your principal communicate the school’s vision to members
of the school community?
Domain: Create a Positive, Hospitable Climate
Focus Group Question: In what ways does your principal discuss students’ progress, reward and
recognize superior performance, and show visibility or vested interest in the school?
Domain: Cultivate Leadership in Others
Focus Group Question: How does your principal create professional growth opportunities for
staff?
Domain: Manage People, Data, and Processes
Focus Group Question: What forms of data are used throughout the year to determine goal
attainment, growth targets, and identify at-risk students?
Domain: Improve Instruction
Focus Group Question: How does your principal ensure that instructional time is sacred, observe
instructional practice, and give instructional feedback?
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Appendix B
Teacher-Leaders Focus Group Responses
Interview
Questions
Create a
Shared
Vision

TL1

We’ve had a
few openhouses, and
parents have
How does
been invited in
your
and he has
principal
addressed those
communicate parents and he
the school’s has spoken of
vision to
the direction at
members of
which the
the school
school is trying
community? to go.

TL2

TL3

TL4

We do it during inservice with
teachers. The
mission and vision
is a major focus on
the first day of inservice and during
subsequent
meetings. There is a
visioning activity
we do. The vision
activity gives
people a chance to
look at what the
vision is saying and
do you have to recreate. One thing
that we have is you
have these staffs
that are constantly
changing. So it’s
this thing where
you have to
constantly reevaluate what the
vision is and where
people are. So it’s
a continuum.
Based just upon
performances with
each other, people
have bought into
the vision of the
administrator. So
he has done a great
job of getting
people to buy into
that vision of what
we want to do, like
she said, to

Also, a great example
of the students’ buy-in
to the vision especially
as it relates to postsecondary was a huge
jump in the amount of
scholarships from the
last graduating class to
this graduating class.
It’s evident with the
student body. There’s
evidence even with
them.

No Response
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maintain what we
were.
He makes
One thing he does
Create a
announcements is with report cards,
Positive,
every day, and I and I’ve seen very
Hospitable
like the fact that few principals do
Climate
he encourages
this, but looking
In what ways the student body specifically at
does your
to make good
everybody’s report
principal
decisions and
card and making
discuss
choices. The
individual
students’
climate is
comments.
progress,
peaceful. There
reward and
are hardly any
Announcements
recognize
infractions that I and quarterly
superior
know of
awards.
performance, because
and show
everybody hears It’s a mandate
visibility or
that every day
(attending extravested
to make good
curricular
interest in
decisions and
activities). You
the school?
good choices.
have to be at the
If they do have
game. There is
situations, they
supposed to be
are directed to
administrator at
the person who every game. He is
deals with
at every function.
discipline.
You always see
him walking
around. He
looks at the
camera and says
‘Get this…get
that.’
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It’s like the daily
mantra to make good
decisions. On the
comments, he is going
to be positive if their
grades are positive. If
there are areas that he
is lacking, he is going
to put that on there also
with areas to improve.
We have flyers where
progress is printed.
With the increase in the
scholarship money and
the ACT, we just had
our graduation, so that
was a part of the
ceremony because we
just found these things
out. But we were
recognized.

He calls parents
in if they have
failed. You need
to be made aware
of this now, so
don’t come until
May and you
have decisions.
He is very
adamant about
checking
everything in that
aspect. He will
call in students
individually to
speak with them
individually about
their progress or
lack thereof.
He constantly
(reinforces)
especially with
sports season
right now …via
announcements.
If you submit an
announcement to
him, he does not
hesitate to making
the
announcement.
That’s his tool as
it relates to
school-wide –
giving shout-outs
to students and
teachers
performance.
He’s
congratulatory in
that aspect using
the announcement
system to let

teachers know
and then in
faculty meetings.
We are
acknowledged.
During Christmas
Break, we got an
incentive for
performance even
in five months.
Honor’s
Programs.

Cultivate
Leadership
in Others

He forwards
emails to me to
give me tools as
well.”

General
observations

How does
your
principal
create
professional
growth
opportunities
for staff?
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We had a leadership
council to start the
year. He prefers more
to empower the
teachers and allow
them to do things as
opposed to him always
doing those things.
That’s in every facet.
Whatever you feel like
your talent is, you can
work on that talent.
We are encouraged to
do some sort of
professional
development
throughout the school
year. He identifies
strengths and areas of
growth through
evaluations.

That’s why it
feels so safe
because it seems
like he’s
everywhere. He’s
visible and vocal
He allows me
coming in from
the district to
attend my
meetings to stay
abreast of
information. I
don’t feel that if I
had that
opportunity I
would be wellequipped to do
my job. So, he
does afford me
the opportunity to
go to district-level
meetings in that
sense. Teachers
have the
opportunity to go
out-of-town for
professional
development. He
does let us
because if we are
handicapped, we
can’t be effective.

Manage
People,
Data, and
Processes
What forms
of data are
used
throughout
the year to
determine
goal
attainment,
growth
targets, and
identify atrisk
students?

The goal is to
maintain that
number in ninth
grade for tenth
grade.
Our guidance
counselor
monitors
transcripts all
year long to
make sure you
(students) have
what you
need…to
graduate
starting in ninth
grade.

Well, first it’s
identified in our
school
improvement plan.
You look at data
from the previous
year and you set
goals based off the
data from the
previous year. The
main data point is
going to be our
TNReady, TNCore,
TCAP, EOC, or
whatever they
decide to call it
next year. So, it is
whatever the
determination per
subject area that
becomes a part of
our goal. There are
qualitative goals
that go with that
also – behavior
goals, climate
goals. All of those
are tied in the
school
improvement plan.
Each area uses
interim
assessments. We
are constantly
going back and
looking at are we
matching what we
are doing to what
our stated goals
were.
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ACT. We had to stop
taking in ninth graders
because we had totally
exceeded our number
for ninth graders.
The teachers are called
upon to monitor that
particular piece. That’s
what we are asked of to
make sure that if we
have kids that are atrisk, we are doing
things in the classroom.
One thing that was
done on a larger scale
was at the end of the
first semester, all the
kids that failed had to
have a mandatory
meeting with their
parents and with the
principal. This is so
the parents could not
say, at the end of the
school year, that ‘I
didn’t know.’ At the
semester point you
were called. This was
mandatory. They had
to come. We did that
for a few different
things (tardies,
absences). So, we put
that in place and all of
this was mandatory
after the first
semester…overnight
suspensions.

He identifies
strengths and
areas of growth
through one-onone
conversations.
No Response

Because we have an
overall score of
Level 2 in Math,
which is the first
year we have had a
Level 2, we’ve
been looking at
where our TVAAS
score progression
based off the
predicted scores of
those kids on those
individual classes.
We have tutoring.
We start tutoring in
January. We give a
semester to see
where kids are. A
lot of people want
to start early, but
we want to identify
those kids that need
academic
interventions.

Improve
Instruction

How does
your
principal
ensure that
instructional
time is
sacred,
observe
instructional
practice, and
give
instructional
feedback?

No interruptions The walkthroughs
on the intercom are done in the
beginning of the
year. Just an
informal
walkthrough to get
a synopsis of
what’s going on in
individual
classrooms. That’s
not done to be a
part of the
observation
process.
It’s the standard
TEAM process.
There is a pre151

Few assemblies…just
No Response
the things are necessary
(homecoming, pep
rally, honor’s
programs) so our
instructional time is
generally not affected.
We use TEAM
evaluation. That’s the
model we use.

observation, two
announced, two
unannounced
evaluations in the
context of the
TEAM evaluations.
There is always a
feedback piece
during the postobservation
conference. It’s
mandated by
TEAM, but its apart
of our practice.

Interview
Questions
Create a
Shared
Vision
How does
your
principal
communicate
the school’s
vision to
members of
the school
community?

TL5

TL6

TL7

TL8

For the most
part, they do
make
announcements
during the
faculty
meetings which
are held on
Thursdays. It’s
printed in
classrooms, in
front of the
building. There
has been buy-in
because you
have students
who are eager
to attend this
school. So
whatever is
being rendered
to them, in
correspondence
to the parents, a
lot of students
are eager to get
here.

In the community, I
know they have
reached out and
gone to different
fairs to recruit
students and
they’ve gone to
different
community events
to try to recruit
students into the
school. The vision
statement is written
all over the school
and we post it in
our classes.

For parents, they send
out letters and make
announcements on
Teacherease” – a
communication system
used by the school.

No Response
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Create a
Positive,
Hospitable
Climate

He makes
announcements
accordingly or
he documents it
for when he
goes into
certain
meetings. Data
is on flyers to
recruit students
to attend here.
For the most
part, it is
usually done
annually
through their
graduation.

In what ways
does your
principal
discuss
students’
progress,
reward and
recognize
superior
performance,
and show
visibility or
vested
interest in the He does a lot of
school?
accolades
during faculty
meetings or
emails. (For
Students) Once
again, the
Honor’s
Programs, a
variety of
awards, and
incentives.

Sometimes they
will make
announcements
about students’
progress in front of
the students, too.
The morning
announcements,
afternoon
announcements,
sometimes over the
intercoms in our
rooms they will
make different
announcements
about different
scholars. Honor’s
Programs happen
every six weeks.

Usually it’s (student
progress is) reiterated
when we have our
faculty meetings, before
testing periods, and
evaluations.

Honor’s
Programs.

He writes on their report
cards.

He might say it to
the students like
commending
whatever teacher if
they did something.
He might say it in
morning
announcements or
afternoon
announcements.

“…being in the
halls and he is at a
lot of the athletic
events for the
scholars. Some
scheduled
observations, but
mainly
walkthroughs.
It’s individual.
He always wants us
You have to
to seek more
seek your own
professional
professional
development. If we
development for want to go to
the most part.
school for higher
He mainly does
random
walkthroughs.

Cultivate
Leadership
in Others
How does
your
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He always tries to put us
in leadership roles and
assign us different
things to do to showcase
our talents and also
encourage us to seek

No Response

principal
create
professional
growth
opportunities
for staff?

He also uses
teacher
evaluations.

Additional
academic
reports. We
mentioned that
they do tutoring
What forms
through
of data are
departments.
used
Monday –
throughout
Thursdays,
the year to
different
determine
departments are
goal
required to do
attainment,
tutoring. That
growth
most definitely
targets, and
will help
identify atstudents who
risk students? are not
progressing
well
academically in
the classroom.
Manage
People,
Data, and
Processes

There is peer
mediation…one
-on-one
tutoring. The
counselor did
have different
programs if
there are
students who
have different
situations. She
has pull-outs as
well from time

education, he is
always trying to
push us from
staying stagnate.
The principal
identifies strengths
and growth areas
through
observations.
They also ask the
students.
Depending on the
teacher, after you
go through some
things, if you see
that a lot of
students missed the
same questions,
you may try to reteach that part.

outside leadership
opportuni-ties to gain
advance-ment.

State tests, observations,
walkthroughs, and
evaluations…making
sure that instruction is
up to par and students
are progressing the way
they should to be
prepared. I like that if a
child had an issue they
put in Teacherease
where it might not have
happened in my class
but I can go back and
read and see how he or
she is acting in other
classes.

Correspondences
through different
teachers to parents.
If the teacher is
trying to contact
them and inform
the parents and give
them a heads up
Depending on if they
about their child’s
have an IEP or some
conduct and grades. type of documentation
on them. They do have
pull-outs. They can’t
see individual
conferences or tutoring
with the teacher in the
classroom unless it’s
permitted. Scholars can
work independently and
then you can work with
those who can’t. Pull
them out when they
need. Through
Teacherease they
(parents) can see the
progress, too. So, it is
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At first period,
we have to fill
out a slip of
students that are
absent. Usually,
those students
who are absent,
they’ll call and
see what’s going
on with them. If
they see a
repeated pattern,
then they will
also contact the
parent, and see
what’s going on
with that student.

Improve
Instruction

How does
your
principal
ensure that
instructional
time is
sacred,
observe
instructional
practice, and
give
instructional
feedback?

to time to
address the
behavior. We
also have
motivational
speakers who
come to speak
to the entire
school body,
males, and
females.
Reinforcement
via email.
One-on-One
meetings.

not like it’s hidden.
They all have access to
the grades to see the
progress

They will let us
know at staff
meetings about
things.
Classroom
observations that
are either scheduled
or unscheduled.
Sometimes just
being in the halls,
they might stand in
the hall while
instruction time is
supposed to be
going on just
listening out. If
they hear
something that is of
concern they would
address it to the
individual more or
less before they
address it to the
group. More or
less depends on if
it’s going to be one
of the observational
focus parts. We
have, dependent on
the years of
experience, you are
required to have a
certain amount of
observations. But,
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You will have to go and
have a conversation
during your planning
period.

I’ve had pop-ins
or them listening
outside of my
door and they
mention my
lesson. They
would give me
feedback.
When they
evaluate you in
your classroom,
with everything
that he filled out,
the principal
sends it back.
So, you get to
read his
comments. Then
he met with me
and explained
each comment,
which is for the
formal. They
may have
documents that
they’ve already
filled out and
turn them over to
you after they’ve
made their copy.

they also do
random pop-ups
where they may
want to come in
your room to hear
what’s going on.
They will try to
give you some
positive feedback at
the end of the day
or through email,
but it’s not going to
be in our personal
record.
More or less
depends on if it’s
going to be one of
the observational
focus parts. We
have, dependent on
the years of
experience, you are
required to have a
certain amount of
observations. But,
they also do
random pop-ups
where they may
want to come in
your room to hear
what’s going on.
They will try to
give you some
positive feedback at
the end of the day
or through email,
but it’s not going to
be in our personal
record. They may
have documents
that they’ve already
filled out and turn
them over to you
after they’ve made
their copy.
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Appendix C
Pseudonyms

ACHIEVEMENT CHARTER HIGH SCHOOL
CODE
RACE
Participant 1A
African American
Participant 2A
African American
Participant 3A
African American
Participant 4A
African American

SEX
Female
Male
Female
Female

BUILDING TOMORROW’S LEADERS CHARTER HIGH SCHOOL
CODE
RACE
SEX
Participant 1B
African American
Female
Participant 2B
African American
Male
Participant 3B
African American
Female
Participant 4B
African American
Female
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Appendix D
Teacher-Leader Focus Groups Primary Themes & Sub Themes
Primary Themes
Create A Shared Vision
Theme:
Communicating expectations to parents and
the community. (2)

Sub-themes related to primary themes
We’ve had a few open-houses, and parents have been
invited in and he has addressed those parents and he
has spoken of the direction at which the school is
trying to go.
In the community, I know they have reached out and
gone to different fairs to recruit students and they’ve
gone to different community events to try to recruit
students into the school.
For parents, they send out letters and make
announcements on Teacherease.

Evidence of student buy-in through academic
progress and attendance. (3)

Also, a great example of the students’ buy-in to the
vision especially as it relates to post-secondary was a
huge jump in the amount of scholarships from the last
graduating class to this graduating class.
There has been buy-in because you have students who
are eager to attend this school

Vision is communicated in different
mediums: student handbook building décor,
website, outbound communications.

The statement itself is visible in the Student Handbook.
Each teacher is required to go over the Student
Handbook during the first week of school
It’s printed in classrooms, in front of the building
The vision statement is written all over the school and
we post it in our classes
It’s on the website. It’s on all the paraphernalia and all
programming that goes out

Communicating the vision with teachers
during in-service and subsequent meetings.
(1)

We do it during in-service with teachers.The mission
and vision is a major focus onthe first day of in-service
and during subsequent meetings.
There is a visioning activity we do. The vision activity
gives people a chance to look at what the vision is
saying and do you have to re-create.
For the most part, they do make announcements during
the faculty meetings which are held on Thursdays.

Create a Positive, Hospitable Climate
Theme:

looking specifically at everybody’s report card and
making individual comments
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Gives individual feedback and responses to
students about their grades

On the comments, he is going to be positive if their
grades are positive. If there are areas that he is lacking,
he is going to put that on there also with areas to
improve.
He puts individual comments on report cards.
Another way is report cards.
He writes on their report cards.
He makes announcements every day… he encourages
the student body to make good decisions and choices
It’s like the daily mantra to make good decisions

Highlights achievement to the entire student
body and frames high expectations

Sometimes they will make announcements about
students’ progress in front of the students, too. The
morning announce-ments, afternoon announce-ments,
sometimes over the intercoms in our rooms they will
make different announce-ments about different
scholars.
Usually it’s reiterated when we have our faculty
meetings, before testing periods, and evaluations
makes announcements accordingly
This is our recruitment season for the next school year,
and what I’ve done and what he’s done is use or
graduation commencement program. We are calling it
The Bragg Book because it has all of the scholarships
where all of the students have received scholarships
Announcing any types of scholarships, money that may
be available is in the morning message, too.
He might say it to the students like commending
whatever teacher if they did something. He might say
it in morning announce-ments or afternoon announcements.
making the announcement. That’s his tool as it relates
to school-wide – giving shout-outs to students and
teachers performance

Communicates with parents about school
matters (3)

He calls parents in if they have failed.
he documents it for when he goes into certain
meetings.
Title I and just regular parent meetings you have to
have during the course of the year,
SMS has a system called Parent Connect
(attending extra-curricular activities).
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athletic events for the scholars.

Supports students outside of the school
building(2)

Communicates achievement acclaimed by the
school through print mediums.

We have flyers where progress is printed. With the
increase in the scholarship money and the ACT, we
just had our graduation, so that was a part of the
ceremony because we just found these things out. But
we were recognized.
Data is on flyers to recruit students to attend here. For
the most part, it is usually done annually through their
graduation.
You always see him walking around.

High visibility in hallways and
classrooms.(4)(4)

That’s why it feels so safe because it seems like he’s
everywhere. He’s visible and vocal.
He mainly does random walkthroughs
Being in the halls
Some scheduled observations, but mainly
walkthroughs

Uses a variety of data points to drive
decisions (5)

Openly rewards and acknowledges teachers
and students for achievement. (1)

ACT as point, we use TNReady. So we are really
looking at a lot of different data points, but the main
ones are our end of the year TCAP scores, EOC scores,
our ACT composite scores, looking at individual
interim test scores that they have in the classrooms.
ACT Prep
TNReady
Teachers’ Weekly Assessments
Honor’s Programs
Honor’s Programs happen every six weeks.
Announcements, quarterly awards
He does a lot of accolades during faculty meetings or
emails.
(Students) Once again, the Honor’s Programs, a variety
of awards, incentives.

Cultivate Leadership in Others
Theme:

We are encouraged to do some sort of professional
development throughout the school year.
Teachers have the opportunity to go out-of-town for
professional development.

Encourages professional development for
growth (1)

It’s individual.
You have to seek your own professional development
for the most part.
He always wants us to seek more professional
development.
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General observations

Identifies teachers’ strengths and growth areas Teacher evaluations
through observations.
He identifies strengths and areas of growth through
evaluations
The principal identifies strengths and growth areas
through observations
He identifies strengths and areas of growth through
one-on-one conversations.

Identifies teachers’ strengths and growth areas
Principal uses one-on-ones
through one-on-one conversations.
His door is usually always open, so if you have a
problem (One-on-Ones)

Manage People, Data, and Processes
Theme:
Uses state tests and other data points to create
school goals. (1)

You look at data from the previous year and you set
goals based off the data from the previous
year.TNReady, TNCore, TCAP, EOC, or whatever
they decide to call it next year.
State tests
ACT

High achievement on the ACT is a major
focus for both schools

One of the targets that we focus on is that all students
maintain at least a 19 on the ACT
We have tutoring. We start tutoring in January.

Promotes and provides tutoring for struggling
students.

One-on-One tutoring
Our guidance counselor monitors transcripts all year
long to make sure you have what you need...to
graduate starting in ninth grade.

School counselors offer academic and
behavioral support to students.

The counselor did have different programs if there are
students who have different situations, she has pullouts as well from time to time to address the behavior
Correspondences through different teachers to parents.
If the teacher is trying to contact them and inform the
parents and give them a heads up about their child’s
conduct and grades.

Various forms of contacts with parents to
communicate students’ academic and
behavioral performance.

mandatorymeeting with their parents and with the
principal.
Through Teacherease they (parents) can see the
progress, too. So, it is not like it’s hidden. They all
have access to the grades to see the progress.
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Improve Instruction
Theme:

walkthroughs are done in the beginning of the year.
Just an informal walkthrough to get a synopsis of
what’s going on in individual classrooms.

Principal uses walkthroughs and observations
to improve instruction. (1)

We use TEAM evaluation
Classroom observations that are either scheduled or
unscheduled
It’s the standard TEAM process
We have, dependent on the years of experience, you
are required to have a certain amount of observations.
When they evaluate you in your classroom, with
everything that he filled out, the principal sends it
back. So, you get to read his comments. Then he met
with me and explained each comment, which is for the
formal.
But, they also do random pop-ups where they may
want to come in your room to hear what’s going on.
They will try to give you some positive feedback at the
end of the day or through email, but it’s not going to be
in our personal record.
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Appendix E
IRB Approval
Hello,
The University of Memphis Institutional Review Board, FWA00006815, has reviewed and
approved your submission in accordance with all applicable statuses and regulations as well as
ethical principles.
PI NAME: Frednardo Davis
CO-PI:
PROJECT TITLE: Teacher-leaders’ Perceptions of Principal Leadership in Two Memphis
Charter High Schools
FACULTY ADVISOR NAME (if applicable): Reginald Green
IRB ID: #4088
APPROVAL DATE: 4/29/2016
EXPIRATION DATE: 4/29/2017
LEVEL OF REVIEW: Expedited
Please Note: Modifications do not extend the expiration of the original approval
Approval of this project is given with the following obligations:
1. If this IRB approval has an expiration date, an approved renewal must be in effect to
continue the project prior to that date. If approval is not obtained, the human consent
form(s) and recruiting material(s) are no longer valid and any research activities involving
human subjects must stop.
2. When the project is finished or terminated, a completion form must be completed and
sent to the board.
3. No change may be made in the approved protocol without prior board approval,
whether the approved protocol was reviewed at the Exempt, Exedited or Full Board level.
4. Exempt approval are considered to have no expiration date and no further review is
necessary unless the protocol needs modification.
Approval of this project is given with the following special obligations:

Thank you,
James P. Whelan, Ph.D.
Institutional Review Board Chair
The University of Memphis.
Note: Review outcomes will be communicated to the email address on file. This email should
be considered an official communication from the UM IRB
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Appendix F
Letter of Invitation for Principals
Potential Subject Name
Organization’s Name
Address Line 1
Address Line 2
City, State, Zip code
Date:
Subject: Permission to conduct study
Dear __________________;
I hope this communication finds you well. As a doctoral student in the Educational Leadership
and Policy Studies Department at the University of Memphis, I am conducting a study about the
perceptions teacher-leaders have about their charter school principal as an instructional leader.
My research topic is entitled "Teacher-Leaders’ Perceptions of Principal Instructional Leadership
in Two Memphis Charter High Schools." Because of your status as a charter high school
principal who has impacted the lives of students in Memphis, you and your staff have been
identified as a potential participant in this study. The information you provide concerning your
experiences and your perceptions concerning the level of instructional leadership you’ve
rendered as a charter high school principal will be beneficial to the educational community.
You are invited to participate in an interview at a time and place convenient for you. The
interview should take about an hour, and the responses would be completely confidential. I
would like to hold focus groups with your teacher-leaders and observe a meeting that shows the
interaction between you and the teacher-leaders.
If you would be willing to participate in an interview, allow me to conduct teacher-leader focus
groups, and observe a meeting at your school, please contact me at fddavis@memphis.edu. A
summary of the results will be mailed to you upon completion of the study. You may contact my
department chair, Dr. Reginald Leon Green at The University of Memphis at
rlgreen1@memphis.edu should you have any concerns about my study.
Thank you for your consideration of this invitation.

Sincerely,

Frednardo D. Davis
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Appendix G
Informed Consent for Focus Groups
University of Memphis Institutional Review Board
Informed Consent Document for Focus Groups
Principal Investigator: FrednardoDoryell Davis
Study Title: Teacher-leaders’ Perceptions of Principal’s Instructional Leadership in Two
Memphis Charter High Schools
Institution: The University of Memphis
Name of participant: ___________________________________________________________
Age: _______________
The following information is provided to inform you about the focus group sessions and your
participation in it. Please read this form carefully and feel free to ask any questions you may
have about this focus groups session and the information given below. You will be given an
opportunity to ask questions, and your questions will be answered. Also, you will be given a
copy of this consent form. Your participation is voluntary and you are also free to withdraw at
any time. You may ask to have information related to you returned to you, removed from the
research records, or destroyed.
The purpose of this study is two-fold. First, the study aims to determine the perceptions charter
high school teacher-leaders in Memphis have about their principal as an instructional leader, and
second, the study proposes to determine a response to each of the five domains of the TILS that
characterize instructional leadership in the context of the charter school environment.
You are being asked to participate in this focus group session because you are a charter high
school teacher-leader who interacts with your school principal and other teacher-leaders in a
Memphis charter school.
You will not benefit directly from this research. If you volunteer to take part in this study, you
will be asked to sit for up to 2 focus group sessions lasting from one to two hours. Your
responses will be audio taped and/or videotaped. All recordings will be kept in a locked filing
cabinet. Audio/video recordings will be destroyed by the following year by shredding the
records and wiping the hard disk.
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No discomforts or stresses are expected during this focus group session. There are no significant
risks to participate in the study. If your reflection on experiences leads to any type of emotional
issue, the researcher is prepared to give you contact information for community mental health
services. You may get emotional when sharing your experiences. We can pause to rest at any
time during the focus group session or stop if you choose to do so. However, this is an
opportunity to share your story by helping to preserve the past and hopefully enjoy yourself as
well.
The information in the study records will be kept confidential. No reference will be made in oral
or written reports that could link you to the study. All efforts, within reason, will be made to
keep the personal information in your research record private but total privacy cannot be
promised, as anonymity cannot be assured in focus groups. Your information may be shared
with the University of Memphis Institutional Review Board, the Office of Human Research
Protections, if you or someone else is in danger or if we are required to do so by law. The
University of Memphis does not have a fund set aside for compensation in the case of study
related injury.
If you should have any questions about this focus group session, please feel free to contact
Frednardo D. Davis at (901)871-4380/ fddavis@memphis.edu or my department chair, Dr.
Reginald Leon Green at (901)678-3445. For additional information about giving consent or
your rights as a participant in this focus group session, please feel free to contact the IRB
Administrator for the Instructional Review Board for the Protection of Human Subjects at
(901)678-2705 or irb@memphis.edu.
STATEMENT BY PERSON AGREEING TO PARTICIPATE IN THIS INTERVIEW
I have read this informed consent document and the material contained in it has been
explained to me verbally. I understand each part of the document, all of my questions have
been answered, and I freely and voluntarily choose to participate in this focus group
session. I affirm that I am 18 or above.
_________________

________________________

________________________

Date

Signature of Interviewee

Printed Name

________________________

________________________

Consent obtained by:
__________________
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Date

Signature of Interviewer(s)
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Printed Name and Title

