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Abstract 

The goal of this study was to investigate the impact of the perception of principal efficacy 

on instructional growth. The research questions examined what factors determine the 

perception of principal efficacy, how those perceptions impact instructional feedback 

during the evaluation process, and how they impact teacher growth. Data were collected 

in two stages. First, a survey was distributed to all K-12 teachers from a rural Southwest 

Missouri athletic conference. Participants completed the survey to provide qualitative 

information on the impacts of the perception of principal efficacy. Stage two consisted of 

follow-up interviews with the participants who indicated they were willing to participate. 

The data were analyzed, sorted, and themed from both the survey and follow-up 

interviews and presented in the findings. Implications that were revealed through this 

study include the determination that perceived principal efficacy impacts instructional 

feedback, perceived principal efficacy is malleable, and perceived principal efficacy 

plays a role in the effectiveness of being a principal. 
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Chapter One: Introduction 

The rationale for this study was to determine what, if any, impact the perception 

of principal efficacy has on instructional growth. While there is research on evaluator 

feedback impacting instructional growth and research on teacher self-efficacy impacting 

instructional growth, the research lacked clarity on the perception of principal efficacy. 

This study seeks to discover teacher perspectives on perceived principal efficacy 

concerning the impact of instructional growth. Principals interact with teachers daily to 

provide the necessary support for student success. This study used specific research 

methods and data collection techniques to provide more context and clarity to gather 

teacher perspectives on perceived principal efficacy and its influence on instructional 

growth. By shedding light on this under-researched area, the study aims to inform policy 

and practice around principal leadership development and ultimately contribute to 

improving student outcomes. 

The research-based practices of employing data-informed decision-making, 

defining evidence-based classroom practices with support, strengthening collaboration 

and growth with the district, and developing a system for feedback and evaluation all 

positively contribute to leadership development (Staumont, 2017). According to Winn et 

al. (2021), leadership is the second most crucial educational component, second only to 

teaching. As the building leader, the principal has many responsibilities within a school, 

and one of the most vital is as an instructional leader (Campbell et al., 2018). 

Instructional leadership includes time, content knowledge, and feedback skills from 

principals to improve instructional practices (Louis et al., 2010). Principals’ self-efficacy 

for instructional leadership contributes to leading an effective school because principals 
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have a key role in leading a building. Their efficacy impacts many areas, such as teacher 

emotional exhaustion, teacher engagement, and the retention of teachers (Skaalvik, 

2020). Principal efficacy is defined as the judgment of one’s ability to produce desired 

results and has been linked to increased teacher and student performance (Tschannen-

Moran & Gareis, 2004). Teachers’ perceptions of principal efficacy are found to be 

statistically connected to the principals’ self-efficacy assessment (Pannell et al., 2018). 

Self-efficacy as a teacher or a principal is the confidence in their capacity to achieve a 

given outcome (Bandura, 1997). This study seeks to apply the groundwork of Bandura’s 

sociopsychological theory. The core of the sociopsychological theory emphasizes the 

idea that a significant portion of human learning and behavior occurs in social 

environments and is influenced by social contexts and interactions (Schunk & Usher, 

2012). One of the main objectives of this study is to explore how perceptions of a 

supervisor’s efficacy influence instructional growth, potentially leading to the 

enhancement of an individual’s self-efficacy.  

Background of the Study 

The role of the principal has expanded over the past few decades as 

responsibilities have extended to all aspects of school management, including student 

learning, the development of goals and visions, establishing evaluation procedures, and 

cultivating a safe learning environment (Skaalvik, 2020). As the role of the principal has 

expanded, instructional feedback remains the foundation for improving teachers and the 

school system (Balyer & Ozcan, 2020). Principals are tasked with the duty of leading 

instructional growth in their buildings and are responsible for the evaluation of teachers 
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to measure overall effectiveness and teacher development (Derrington & Campbell, 

2018).  

The process to measure teacher effectiveness and development is completed 

through the evaluation protocol, which is the process of promoting growth in effective 

instructional practice that ultimately increases student performance (Missouri Department 

of Elementary and Secondary Education, 2022). In order to evaluate a teacher, the 

administrator must complete observations of the teacher’s performance in the classroom 

(Chandler, 2016). The system in which a school district adopts to evaluate teachers is 

flexible, but the components include identification of standards, scoring the performance 

of progress toward the standards through summative or formative assessments, and 

developing an educator growth plan (Missouri Department of Elementary and Secondary 

Education, 2022). The administrator providing feedback to the teacher is the foundation 

of effective evaluation (Carson, 2020).  

Feedback is information provided to a learner to close the gap between how the 

learner is presently performing and the targeted objective (Sadler, 1989). Feedback is the 

primary element used to impact instruction and improve teachers; however, many factors 

contribute to the effectiveness of feedback (Balyer & Ozcan, 2020). The timeliness of the 

feedback is imperative and directly related to the impact the feedback has upon the 

individual (Fuentes & Jimerson, 2020). Teachers want timely feedback to improve their 

instruction (Fuentes & Jimerson, 2020). Additionally, effective feedback focuses on the 

actions of the teacher and the response of the students to support learning (Balyer & 

Ozcan, 2020). While the evolving role of the principal encompasses many 
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responsibilities, instructional leadership and providing feedback through the evaluation 

process is paramount.  

Research has revealed that feedback can increase the amount of learning and the 

rate at which it is applied (Won et al., 2019). Studies have found that to make feedback 

effective, it should be frequent, specific, and timely (Fuentes & Jimerson, 2020). When 

feedback is specific it provides the learner with clear information about their successes 

and opportunities for improvement (Won et al., 2019). When principals provide teachers 

with feedback regularly, the instructional practices teachers employ will strengthen and 

improve. Additionally, feedback that is specific and targeted to an area in need of 

improvement can help teachers identify and address their weaknesses, leading to 

instructional growth (Wisniewski et al., 2020). When the feedback is specific and 

targeted, the learner understands the learning goal and their progress toward that goal 

(Won et al., 2019). It is also important that feedback is delivered in a timely manner, 

allowing teachers to make changes and adjust their practices promptly (Fuentes & 

Jimerson, 2020). Feedback is one of the tools at a principal’s disposal that impacts 

instructional growth.  

Another element that has the potential to impact the effectiveness of feedback is 

the relationship between the principal and the teacher. Research suggests that when 

principals establish a positive relationship with their teachers, they can provide more 

meaningful and effective feedback (Carson, 2020). Principals who show interest in their 

teachers’ work and are supportive and approachable are more likely to build trust and 

foster open communication, leading to more effective feedback (Sleiman, 2018). How the 

administrator delivers the feedback to the teacher impacts the way in which the feedback 
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is received (Balyer & Ozcan, 2020). A teacher’s perception of the principal’s experience 

with instructional practices can also impact the effectiveness of feedback (Caingcoy, 

2022). Feedback can mold the implementation of instructional strategies, influence 

practices and develop teachers’ skills which impact learning (Won et al., 2019). There are 

many factors that contribute to feedback including, but not limited to, the relationship 

between the principal and the teacher, the confidence of the principal, the culture of the 

school, and the timeliness in which the feedback is given (Chandler, 2016). The principal 

must be skilled at modeling, questioning, providing suggestions, highlighting positives, 

and engaging the teacher in reflective conversations to provide effective feedback (Balyer 

& Ozcan, 2020). The effectiveness of feedback is also influenced by the relationship 

between the principal and the teacher, with research indicating that a positive and 

supportive relationship can lead to more effective feedback.  

In summary, as the role of the principal continues to expand, the importance of 

instructional feedback remains crucial. Feedback that is frequent, specific, timely, and 

delivered in a supportive relationship can lead to instructional growth for teachers and 

improve the overall school system (Won et al., 2019). Additionally, the principal’s 

experience and knowledge of instructional practices can impact the effectiveness of 

feedback through the cultivation of a positive principal-teacher relationship. 

The results of this study may allow the examination of teacher perspectives of 

principal efficacy on instructional growth through the evaluation process and contribute 

to the practical applications of principalship. The goal is to examine whether the 

perception of principal efficacy specifically impacts instructional growth. The results will 

be analyzed to determine factors that influence teacher instructional growth. Principals 
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could use the results of this study to provide targeted professional learning opportunities 

that address factors identified as influencing instructional growth. 

Theoretical Framework 

Grant and Osanloo (2014) described a conceptual framework as the researcher’s 

understanding of how the research topic will best be explored, the direction the research 

leads, and the connections between the variables within the research. Miles and 

Huberman (1994) stated specifically that the conceptual framework “lays out the key 

factors, constructs, or variables, and presumes relationships among them” (p. 440). 

Multiple theories state varying perspectives on the same topic; therefore, a researcher 

must keep the theoretical framework in the forefront to justify the research questions, the 

problem, and the significance of the study, and as a method to help choose the research 

design and analysis plan (Grant & Osanloo, 2014).   

The two theoretical frameworks used to support the implementation of this study 

are social cognitive theory and transformational leadership theory. First, social cognitive 

theory emphasizes the importance of personal agency and self-efficacy in shaping 

behavior (Bandura, 2014). In education, social cognitive theory suggests that teachers' 

self-efficacy beliefs, or their confidence in their ability to influence student learning, can 

significantly impact their instructional practices and student outcomes (Luszczynska & 

Schwarzer, 2020). Applying the theory to the role of a principal, the perception of 

principal efficacy may play a critical role in shaping teacher self-efficacy and 

instructional growth. Research has shown that principals who provide clear expectations, 

support, and feedback to teachers can improve their self-efficacy and instructional 

practices (Eldar & Shoshani, 2019). Additionally, principals who prioritize teacher 
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professional development and collaboration can foster a positive school culture that 

promotes continuous learning and improvement (Lillejord & Borte, 2020). 

Social cognitive theory also highlights the importance of observational learning 

and modeling in shaping behavior (Bandura, 2014). In the context of instructional 

growth, principals who model effective instructional practices and provide opportunities 

for teachers to observe and learn from one another can enhance their instructional 

practices (Liebowitz & Porter, 2019). Principals can promote a growth mindset among 

teachers and encourage them to take risks and experiment with new instructional 

strategies by establishing a culture that promotes ongoing growth (Eldar & Shoshani, 

2019). Overall, social cognitive theory provides a useful framework for understanding the 

role of the perception of principal efficacy in shaping teacher self-efficacy and 

instructional growth.  

Transformational leadership is a leadership approach that emphasizes inspiring 

and motivating followers to achieve their full potential and work toward a common goal 

(Francisco, 2019). Transformational leadership behaviors positively impact teacher 

perceptions, motivation, trust, collaboration, self-esteem, and performance (Munir & 

Khalil, 2016). The target of transformational leadership is to establish positive change 

and transformation within an organization while building self-efficacy (Francisco, 2019). 

In the context of education, transformational leadership is often used by principals to lead 

and inspire their teachers to improve their instructional practices and promote student 

learning (Baptiste, 2019). Transformational leadership is a motivational approach that 

strives for positive change and growth within an organization, which principals employ to 

inspire teachers to impact instructional practices and student learning.  
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The leader's ability to inspire and motivate their staff is an integral part of 

transformational leadership (Chua & Ayoko, 2021). This is accomplished using various 

techniques, including defining the mission and vision for the organization, building 

strong relationships with staff, and offering opportunities for personal growth and career 

development (Chua & Ayoko, 2021). When applied to principals leading teachers, 

transformational leadership can contribute to the establishment of a healthy school 

culture that is positive and promotes continuous learning and improvement (Baptiste, 

2019). Transformational leadership can be motivating for staff improvement.  

Teachers who perceive their principals as transformational leaders will likely have 

a more positive attitude toward their work and be more committed to achieving the 

school's goals (Baptiste, 2019). A study by Ndiritu et al. (2019) found that teachers who 

perceived their principal as a transformational leader reported higher levels of job 

satisfaction and organizational commitment. This sense of career fulfillment could be a 

product of transformational leaders who are seen as caring and supportive and can inspire 

their followers to work toward a shared vision (Ndiritu et al., 2019). 

In addition to inspiring and motivating followers, transformational leaders can 

empower their followers to take ownership of their work and become leaders themselves. 

This ownership in their work and a move toward leadership is accomplished by trusting 

staff with responsibilities and establishing opportunities for followers to take on 

leadership roles (Hauserman & Stick, 2013). When applied to principals leading teachers, 

this can involve delegating decision-making power to teachers and involving them in the 

school's leadership processes. 
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Teachers who feel empowered and have a sense of ownership over their work are 

likely to be more engaged and committed to their work and are more likely to take risks 

and try new approaches to teaching (Chua & Ayoko, 2021). Another key element of 

transformational leadership is the leader's ability to provide individualized support and 

feedback to their followers. This is achieved through regular communication and 

feedback, as well as coaching and mentoring (Fuentes & Jimerson, 2020). When applied 

to principals leading teachers, this can involve providing regular feedback and coaching 

to teachers, as well as supporting their professional development through training and 

other opportunities. Teachers who receive regular feedback and support from their 

principal are likely to feel valued and supported and are more likely to be motivated to 

improve their instructional practices (Balyer & Ozcan, 2020).  

In conclusion, transformational leadership is an effective approach for principals 

to lead and inspire their teachers to improve their instructional practices and promote 

student learning. Teachers who perceive their principals as transformational leaders will 

likely have a more positive attitude toward their work and be more committed to 

achieving the school's goals (Francisco, 2019). By inspiring and motivating their 

followers, empowering them to take ownership of their work, and providing 

individualized support and feedback, transformational leaders can foster a constructive 

environment that encourages support and growth of ongoing learning and improvement. 

Statement of the Problem 

  Principals are directly and indirectly responsible for student learning and 

achievement (Skaalvik, 2020). According to Ndiritu et al. (2019), “the school principal’s 

work is a high-stress job especially because he or she has to do virtually everything 
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related to students, teachers, parents, subordinate staff and the community at large” (p. 

44). The role of a principal is expanding and evolving; however, the principal plays an 

important role in developing the culture of learning among staff and students within the 

school (Liebowitz & Porter, 2019). Many well-documented factors can lead a principal to 

success but currently, there is a gap in the research around perceived principal efficacy 

and its impact on instructional growth. In a study by Goddard et al. (2021), principal 

efficacy for instructional improvement positively and significantly predicts teachers’ 

collective efficacy beliefs, which in turn predicts student achievement. The authors of the 

study did not discuss the teacher's perception of the principal’s efficacy (Goddard et al., 

2021). However, Munir and Khalil (2016) posit that the academic performance of 

teachers is influenced by the teachers’ view of the leadership actions of their principal. 

Principals whose behaviors are positively perceived are more likely to produce good 

results (Munir & Khalil, 2016). When high efficacy behaviors are modeled, the efficacy 

beliefs of the observers increase (Hoogsteen, 2020). In addition to the perceived 

behaviors of the principal, the structure of the system, aligned goals, and positive school 

culture impact the collective efficacy of the building (Skaalvik, 2020). While studies have 

linked the perceived behaviors of principals to the collective efficacy of teachers, a gap 

remains in the perception of principal efficacy in relation to instructional growth (Munir 

& Khalil, 2016).  

Another important factor in the role of the principal is conducting teacher 

evaluations. The current research on the impact of instructional feedback on teacher self-

efficacy and instructional growth links post-observational feedback that includes both 

strengths and weaknesses as factors that influence teachers’ self-confidence (Mireles-
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Rios & Becchio, 2018). According to Skaalvik (2020), teachers’ self-efficacy positively 

correlates with job satisfaction, combats teacher exhaustion, and promotes retention 

within the profession. Additionally, the perception of support from a supervisor increases 

the self-efficacy of employees, which results in increased task performance and job 

satisfaction (Afzal et al., 2019). According to Winn et al. (2021), “Second only to 

teaching, leadership is the most crucial component of education. Effective leaders are the 

key to meaningful teacher support and development, which lead to high-quality teachers” 

(p. 18). Effective leadership relies on instructional feedback as the basic element to 

improve teachers and the school system (Balyer & Ozcan, 2020). The research does not 

investigate perceived principal efficacy as a factor for impacting instructional feedback or 

influencing instructional growth.  

This study seeks to investigate the research gap concerning the perception of 

principal efficacy and its impact on instructional feedback despite the abundance of 

research on various factors influencing instructional feedback and principal efficacy. 

Principals face a growing number of responsibilities in the role and should be equipped 

with as much knowledge as possible for impacting instructional growth and leadership. 

This study focuses on the teacher perspective and lived experiences of the evaluation 

process, to hone in on factors of efficacy perception and their impact on the educational 

experience.  

Purpose of the Study 

The purpose of the study is to explore how teacher perception of principal 

efficacy affects instructional growth through the evaluation process and what factors 

determine this perception and its impact on instructional feedback. The topic was chosen 
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to equip instructional leaders with a better understanding of whether perceptions impact 

growth. To achieve this, a survey of K-12 educators in Southwest Missouri and a series 

of semi-structured teacher interviews were conducted. For the purposes of this study, the 

perception of teachers is defined as a judgment from experience, awareness, or 

understanding, and instructional growth is defined as teacher progression toward 

identified instructional goals and outcomes. The study's findings may help future 

administrators better comprehend the impact of their efficacy perception on teacher 

instructional growth. 

Research Questions 

 The following research questions guided the study: 

1. What factors determine the perception of principal efficacy? 

2. How does the perception of principal efficacy impact instructional feedback 

during the evaluation process?  

3. How does the perception of principal efficacy, in conjunction with the 

evaluation process, impact teacher growth?   

Significance of the Study 

The potential benefits of this study to the professional field are identifying the 

impact of teacher perceptions of principal efficacy and what impact if any, teacher 

perceptions have on instructional growth. Principals have many responsibilities within a 

school, and one of the most vital is as an instructional leader (Campbell et al., 2018). 

Understanding how the perception of principal efficacy impacts teachers can have 

significant implications for school leadership and teacher development. If teachers 

perceive their principals to be ineffective, this may lead to a lack of trust and a decreased 

willingness to collaborate with or take feedback from the principal. Building trust is a key 
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factor in providing effective feedback (Carson, 2020). On the other hand, if teachers 

highly regard their principal as knowledgeable in the curricular content and instructional 

practices and can provide suggestions for improvement, they may be more likely to trust 

their feedback and collaborate with them on improving instruction (Mathers & Oliva, 

2008). As trust grows between an administrator and a teacher, the view of having an 

evaluator present in the classroom for the purpose of providing feedback widens (Carson, 

2020). Therefore, understanding how the perception of principal efficacy impacts 

teachers can help school leaders build stronger relationships with their teachers, leading 

to a more positive school culture and improved student outcomes. 

The results of this study could impact the skills of principal evaluation through 

the insight gained from teachers. Principal leadership is constantly evolving and growing 

through further research and the publication of data, and this study will add to the library 

of strategies and knowledge in the field of leadership practices. In turn, effective 

instructional leadership influences and contributes to student learning and school 

improvement (Wieczorek & Lear, 2018). The goal of the study is to identify if 

perceptions of principal efficacy impact instructional growth so that principals can 

appropriately meet the needs of their teachers through the evaluation process. According 

to Grissom and Bartanen (2019), school leadership quality is an important factor for 

teachers when choosing to stay with a school.  

Furthermore, understanding the impact of the perception of principal efficacy on 

instructional growth through the evaluation process can also inform the design and 

implementation of teacher evaluation systems. Systematic evaluation is the basis of 

improvement for teachers (Derrington & Campbell, 2018). If a teacher perceives their 

principal to lack competency, they may be less likely to engage with the evaluation 

process, leading to a missed opportunity for growth (Balyer & Ozcan, 2020). Conversely, 

if a teacher perceives their principal to be competent, they may be more willing to engage 

with the evaluation process and receive feedback to improve their instruction (Balyer & 
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Ozcan, 2020). By understanding how perception impacts instructional growth through 

evaluation, school leaders can design evaluation systems that are more effective in 

supporting teacher growth and ultimately improving student outcomes. 

In addition to the impact on instructional growth, the perception of principal 

efficacy may also affect teacher job satisfaction and retention rates (Skaalvik, 2020). 

When teachers perceive their principal as effective, they are more likely to feel supported 

and valued in their work, leading to higher levels of job satisfaction and a greater 

likelihood of staying in their position. On the other hand, when teachers have a negative 

perception of their principals' efficacy, they may feel unsupported and undervalued, 

which can lead to dissatisfaction and even turnover (Grissom & Bartanen, 2019). 

According to Skaalvik (2020), principals play an important role in teacher retention. This 

is particularly important in the current teacher shortage crisis in many parts of the United 

States, where retaining effective teachers is crucial to maintaining high-quality student 

learning (Nguyen et al., 2022). By understanding how their actions and behaviors impact 

teacher perceptions of efficacy, principals can work to improve job satisfaction and 

retention rates, ultimately benefiting both teachers and students. 

Definition of Key Terms 

Evaluation Protocol  

Evaluation protocol is the process of promoting growth in effective instructional 

practice that ultimately increases student performance (Missouri Department of 

Elementary and Secondary Education, 2022). 

Feedback  

Feedback is information provided to a learner to close the gap between how the 

learner is presently performing and the targeted objective (Sadler, 1989). 
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Instructional leader 

An instructional leader collaborates with teachers to help guide and develop 

optimal pedagogy, strategy, and methodologies within the teaching profession (Brolund, 

2016). 

Observation 

 An observation is characterized as the process of assessing a teacher’s 

performance by closely watching their interactions as they teach and work with students 

and colleagues (Carson, 2020) 

Principal efficacy 

Principal efficacy is the judgment of one’s own ability to produce desired results 

in the role as the leader of a school (Tschannen-Moran & Gareis, 2004). 

Self-Efficacy 

  Self-efficacy as a teacher or a principal is the confidence in their capacity to 

achieve a given outcome (Bandura, 1997). 

Delimitations, Limitations, and Assumptions 

The scope of the study was bounded by the following delimitations: 

Time Frame  

 The collection of data occurred during the Spring Semester of 2023. 

Location of the Study  

 The location of this study is Southwest Missouri. 

Sample 

 A purposive sample size from a rural Southwest Missouri conference teacher 

population was selected for this study.  
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Criteria 

 The selection criteria required that the sampled K-12 teachers be certified with 

one or more years of experience and are employed by one of the nine school districts 

within the selected rural Southwest Missouri conference. 

Sample Demographics 

 The sample selected for participation in this survey was limited to the teachers 

with one or more years of experience from a rural Southwest Missouri conference who 

responded to the request to fill out the survey. 

Instrument  

 The principal investigator designed the Likert-type statements and the interview 

questions for the study. Validity was limited as a result.  

 The following assumptions were accepted: 

1. Participants’ responses were offered willingly and without bias. 

2. Participants could end their involvement in the study at any time. 

Summary 

 The confidence to perform a specific task or accomplish a particular goal is 

defined as one’s self-efficacy (Bandura, 1997). In the context of being a principal, self-

efficacy is highly important for a principal so they can perform their duties effectively 

and efficiently. Principals with high self-efficacy believe that they have the skills, 

knowledge, and experience necessary to lead their school and make a positive impact on 

student outcomes (Skaalvik, 2020). On the other hand, a principal with low self-efficacy 

may struggle to lead effectively, particularly in challenging or high-pressure situations 

(Bandura, 1997). 
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Principals' self-efficacy have been linked to various outcomes in the school 

setting (Skaalvik, 2020). For instance, it has been found to be statistically connected to 

teacher emotional exhaustion, teacher engagement, and the retention of teachers 

(Skaalvik, 2020). Moreover, principals' self-efficacy for instructional leadership 

contributes to leading an effective school because principals have a crucial role in leading 

a building (Winn et al., 2021). The building leader's efficacy impacts many areas, such as 

teacher emotional exhaustion, teacher engagement, and the retention of teachers 

(Skaalvik, 2020). Thus, self-efficacy is a crucial aspect of being a successful principal. 

Chapter One included the background of the study and the theoretical framework. 

The study focused on teachers' perceptions of principal efficacy on instructional growth, 

which has not been extensively researched. The principal's role as an instructional leader 

is vital in improving instructional practices, and their self-efficacy in this area is linked to 

increased teacher and student performance (Louis et al., 2010). The building principal is 

responsible for developing a vision for learning, providing continuous support and 

professional development for teachers, and guiding the instructional practices and culture 

in the school.  

Chapter Two summarizes the theoretical frameworks of social cognitive theory 

and transformational leadership theory, emphasizing their relevance in understanding 

how individuals learn, develop self-efficacy, and create positive learning environments. 

Efficacy, including self-efficacy and collective efficacy, is discussed as an important 

concept in education, impacting student achievement, teacher job satisfaction, and overall 

school performance. Teacher perceptions and their impact on job satisfaction, 

commitment, and turnover are also discussed. Additionally, instructional growth is 
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highlighted as essential for teachers to provide effective learning experiences. Building 

principals play a crucial role in supporting instructional growth through professional 

development, feedback, coaching, and fostering a positive school culture. Teacher 

evaluation, feedback, reflective questioning, and teacher perception are identified as 

crucial components of professional growth and development for teachers, enabling them 

to improve instructional practices and student learning outcomes. 
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Chapter Two: Literature Review 

The instructional leadership role of the school principal is a critical component of 

successful school leadership, and there is a growing body of research that emphasizes its 

importance (Ma & Marion, 2021). The principal assumes a pivotal role in providing 

guidance and support to teachers and helping improve their instructional practices and 

achieve improved student outcomes. Effective instructional leadership by principals was 

significantly associated with higher levels of student achievement (Leithwood et al., 

2020). The building principal’s instructional leadership is a key component for successful 

school leadership, as research shows its importance in helping teachers improve practices 

that positively impact student learning. 

A key duty of a school principal, in their role as an instructional leader, is to 

create and execute a vision aimed at achieving excellence in instruction within their 

school, ensuring its alignment with the district and state educational objectives, all while 

balancing the attributes and requirements of the school community. The principal's role in 

shaping the vision for the school should be collaborative and is critical because it sets the 

tone for the instructional practices and culture within the school (Day et al., 2020). 

Another critical aspect of the building principal's role as the instructional leader is 

providing on-going support and professional development for teachers (Ma & Marion, 

2021). The principal must work with teachers to identify areas for growth and 

improvement and provide them with the resources and support they need to achieve their 

goals (Wallin et al., 2019). This might involve providing coaching or mentoring, 

organizing professional development workshops or conferences, or ensuring teachers 

have the time to collaborate and plan together. Effective instructional leadership by 
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principals was positively associated with teachers' professional development, which in 

turn was significantly associated with higher levels of student achievement (Leithwood et 

al., 2020). 

Chapter Two encompasses an exploratory overview of foundational theoretical 

frameworks, diving into social cognitive theory and transformational leadership theory. 

Furthermore, within this chapter, an examination is carried out on several components, 

including the concepts of efficacy, teacher perceptions, instructional growth, and the 

building blocks of evaluation. In addition to these components, the chapter analyzes 

relevant literature on efficacy, the significance of feedback, the effectiveness of coaching 

cycles, and the role of reflective practices applied within the educational context.  

Theoretical Framework 

 The social cognitive theory stems from psychologist Albert Bandura’s (1997) 

social learning theory and explains how individuals acquire knowledge through processes 

like observation, modeling, attention, motivation, and memory, offering a framework for 

understanding the complex nature of learning (Bandura, 1997). According to Devi et al. 

(2017), social cognitive theory encompasses observational learning when students or 

teachers observe a well-trained model and experience increases in their knowledge and 

understanding. Social cognitive theory is relevant because it provides a framework for 

understanding how students learn, how they develop self-efficacy, and how teachers can 

use instructional strategies to enhance learning which can be applied to principals as 

instructional leaders, as well (Bandura, 1997). 

  Self-efficacy is the confidence an individual has in their ability to accomplish a 

particular task or situation. Self-efficacy is a fundamental element within the framework 
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of social cognitive theory. In education, students' self-efficacy beliefs can impact their 

motivation to learn and their academic performance. Teachers can enhance students' self-

efficacy by providing them with opportunities for success, modeling effective strategies, 

and providing constructive feedback. The same is true of principals to teachers 

(Zimmerman, 2000). Self-efficacy affects students’ motivation and academic 

performance, which both teachers and principals can enhance.  

Social cognitive theory also emphasizes the importance of observational learning 

(Devi et al., 2017). In education, students can learn from observing their teachers, peers, 

and other role models. Teachers and principals can use this principle to model effective 

learning strategies, provide opportunities for people to observe and imitate positive 

behaviors, and create a positive classroom culture emphasizing learning and growth 

(Bandura, 1997). In summary, social cognitive theory provides a framework for 

understanding how individuals learn and develop self-efficacy (Devi et al., 2017). By 

applying the principles of social cognitive theory in the school setting, principals and 

teachers can create a positive learning environment that promotes learning and 

instructional growth. 

Transformational leadership theory emphasizes inspiring and motivating 

followers to achieve their full potential and work toward a common goal. 

Transformational leadership aims to begin constructive change within an organization 

while strengthening the self-efficacy of its members by fostering a positive culture of 

collaboration and improvement (Francisco, 2019). Bass and Riggio (2006) stated:  

Transformational leaders help followers grow and develop into leaders by 

responding to individual followers’ needs by empowering them and by aligning 
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the objectives and goals of the individual followers, the leader, the group, and the 

larger organization. More evidence has accumulated to demonstrate that 

transformational leadership can move followers to exceed expected performance, 

as well as lead to high levels of follower satisfaction and commitment to the 

group and organization. (p. 5) 

According to Leithwood and Jantzi (2006), in relation to education, transformational 

leaders encourage teachers to take risks, try new teaching strategies, and present 

opportunities to develop skills and knowledge. Leaders who employ transformational 

leadership characteristics excel in making interpersonal connections with others and excel 

in collaborating which can help improve teacher morale, reduce turnover, and improve 

student achievement (Shields & Leithwood, 2019). Transformational leaders can 

positively impact teaching and learning.  

Efficacy 

 Efficacy pertains to an individual's confidence in their capacity to execute a plan 

or task to produce a desired outcome. It is an important concept in education as it can 

impact the success of students, teachers, and school leaders (Tschannen-Moran & Gareis, 

2004). Self-efficacy is about the individual and their conviction in their competence to 

perform well, whereas collective efficacy is the principle that states the collective effort 

of the group can produce more effective results than the individual (Bandura, 1997). Both 

types of efficacies are important in education and can impact student achievement, 

teacher job satisfaction, and overall school performance (Tschannen-Moran & Gareis, 

2004). 
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A comprehensive investigation published in 2020 found that the critical role of 

teacher self-efficacy was positively associated with student academic achievement 

(Engin, 2020). According to Hoogsteen (2020), collective teacher efficacy had an even 

stronger positive impact on student achievement than the efficacy of the individual 

teacher. Goddard et al. (2021), “characterized collective teacher efficacy as the 

perceptions of teachers in a school that the efforts of the faculty as a whole will have a 

positive effect on students” (p.480). While the collective self-perception shared by 

teachers within a school can be a catalyst for transformative educational outcomes for 

their students and is noted as a predictor of differences in achievement between schools, 

it plays an important role in shaping the educational landscape (Tschannen-Maran & 

Gareis, 2004). This highlights the importance of individual teacher efficacy and the 

collective belief that teachers can work together effectively to support and increase 

student success, specifically occurring from productive patterns of teaching behaviors 

(Hoogsteen, 2020). Bandura (1997) stated that highly effective schools set themselves 

apart from less effective schools through the organization of their learning activities and 

that schools with high collective efficacy foster an atmosphere that believes all students 

have the capability to learn. Hattie and Timperley (2007) assert that the most influential 

factor impacting student achievement is collective teacher efficacy. Promoting collective 

efficacy within schools is strategic to foster encouragement with continuous growth and 

student achievement (Goddard et al., 2021).  

In addition to teacher efficacy, principal efficacy is an important concept in 

education. Principal efficacy is the belief or judgment of a principal's ability to produce 

desired results in their leadership role (Tschannen-Moran & Gareis, 2004). Principal 
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efficacy in relation to instructional leadership contains five dimensions that contribute to 

positive student outcomes: developing educational goals and visions, creating a collective 

culture among staff, motivating teachers, classroom observation and guidance, and 

creating a positive learning environment (Anselmus Dami et al., 2022). According to 

Meyer-Looze et al. (2019), creating a sustainable vision must include learning systems 

for both staff and students. Furthermore, understanding what principals, students, 

teachers, and parents need to know is the key to developing educational goals and school 

vision (Meyer-Looze et al., 2019). Instructional leadership is a key element when 

developing educational goals and visions. This along with setting high expectations, 

implementing effective professional development, and emphasizing instruction using data 

to evaluate students’ progress will guide the instructional decision-making (Mendez-

Morse, 1991). Developing a vision and goals is important to understand the direction of 

the school, but leaders must consider “initiative fatigue” when rolling out building plans 

for student achievement (Meyer-Looze et al., 2019). To avoid this and cast an effective 

vision while defining educational goals, leaders must identify and define the gaps the 

school will address and clearly define the reasoning behind the projected direction 

(Meyer-Looze et al., 2019).  

Secondly, principal efficacy includes creating a collective culture among staff. 

School leaders who continually work toward growth and instructional support of their 

teachers build collective efficacy beliefs within their schools (Hoogsteen, 2020). 

Principals who take time to build a sense of community, especially when including 

faculty members in the development of the shared vision and educational goals, will 

develop a collective culture within the school (Mendez-Morse, 1991).  One effective 
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method of leadership to help create a collective culture is called distributive leadership. 

Distributive leadership is defined as the principal understanding that it is not possible for 

an individual to carry out all of the decision-making, the duties, and the responsibilities of 

the school; thus, it is necessary to distribute responsibilities to ensure the organization 

functions effectively (Engin, 2020). Other benefits of distributive leadership include an 

increase in the commitment of teachers, the creation of positive perceptions of 

administrators, and an increase in teacher efficacy (Engin, 2020). In an environment 

where teachers feel safe in their level of trust, maintain positive working relationships 

with colleagues, and are open to sharing teaching strategies, the collective culture thrives 

(Akinyemi et al., 2020). Overall, the collective culture of a school is impacted by the 

efficacy of the principal.   

The teacher’s motivation and the establishment of a positive learning environment 

is directly influenced by principal efficacy (Anselmus Dami et al., 2022). Studies support 

that the leadership approach of the principal impacts the motivation of teachers (Engin, 

2020). When teachers are motivated and empowered with high developmental leadership 

the learning environment is positively strengthened, however, when there are 

unmotivated teachers with low developmental leadership the learning environment is 

negatively impacted (Engin, 2020). Principals who cultivate a collective culture and 

empower teachers by communicating directly and frequently with teachers about student 

needs develop a learning environment that is positive and conducive to high student 

achievement (Mendez-Morse, 1991). Principal efficacy is important when executing a 

leadership approach to positively impact teacher motivation and create a positive learning 

environment.  
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The final dimension of principal efficacy that Anselmus Dami et al. (2022) 

discusses is classroom observation and guidance. Mendez-Morse (1991) stated that 

“principals participate in the instructional process through their discussions with teachers 

about instructional issues, their observations of classroom instruction, and their 

interactions with teachers when examining student data” (p. 2) as part of the on-going 

evaluative process. While there are similarities in these actions, they are each distinct in 

their own right. The instructional focus from a principal to a teacher helps support the 

teacher’s methods in the classroom and ensures the teacher has the appropriate resources 

to impact student learning (Mendez-Morse, 1991). Observing teachers frequently by 

being in their classroom and providing feedback is an essential component of the 

principal’s instructional leadership (Anselmus Dami et al., 2022). Additionally, principals 

must monitor student outcomes by guiding teachers in examining data, evaluating 

curriculum, and teaching strategies, and determining the appropriate professional 

development for the staff (Mendez-Morse, 1991). Classroom observations and feedback 

influence principal efficacy.  

This belief in oneself is crucial in being an effective instructional leader and 

leading a school to success. Research has found that higher levels of principal efficacy 

are associated with improved student achievement, teacher job satisfaction, and overall 

school performance (Tschannen-Moran & Gareis, 2004; Pannell et al., 2018). 

Furthermore, principal efficacy is positively associated with teacher job satisfaction and 

retention which indirectly impacts student achievement (Baptiste, 2019). This suggests 

that a principal's belief in their ability to lead a school effectively can have a significant 

impact on the school's overall performance. 
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Efficacy is an important concept in education that can impact the success of 

students, teachers, and school leaders. Teacher self-efficacy and collective teacher 

efficacy are positively associated with student achievement, while principal efficacy is 

positively associated with teacher job satisfaction, retention, and overall school 

performance (Baptiste, 2019; Pannell et al., 2018).  

Teacher Perceptions 

Teacher perceptions are subjective beliefs, attitudes, and understandings that 

teachers hold about the teaching profession and the educational environment in which 

they work. These perceptions are shaped by various factors, including their own 

experiences, training, and the organizational culture of their schools (Beijaard et al., 

2000). The type of leadership the principal employs impacts teacher perception of 

leadership as distributive leadership and transformational leadership can positively 

impact this perception (Engin, 2020; Shields & Leithwood, 2019). On the other hand, if 

teachers have a negative perception of their principal because of their principal’s lack of 

support or inaccessibility, they are more likely to resist the common vision and 

collaborative school improvement initiatives (Kirby & Blase, 1991). Ismail (2012) stated: 

Normally, principals’ leadership styles are seen in their behaviors and how they 

interrelate with teachers, students, parents, and other school staff. If the principal 

has an effective leadership style, he or she can engender a positive climate in the 

school. Teachers, students, staff, and parents will come to feel more comfortable 

and satisfied with their children’s educational experience. However, if the 

principal is ineffective, then the opposite may equally hold true. (p. 3)  
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Recent research has demonstrated the importance of teacher perceptions in impacting 

student outcomes and teacher motivation and engagement (Vanderbilt University, 2023). 

Teacher perceptions impact how they engage with their daily work.  

Educators are essential factors who impact student achievement and performance 

because they are in the classroom each day with students. To ensure teachers can fulfill 

this role effectively, principals need to develop good relationships with them, so they feel 

supported and motivated to positively impact students (Ismail, 2012). Principals who 

present themselves as effective leaders can get the best out of their teachers and build 

their capacities for student success in academic performance (Munir & Khalil, 2016). 

Additionally, teachers’ perceptions of their principals impact their performance at school 

(Munir & Khalil, 2016). 

Research findings indicate that teachers who have a positive perception of their 

ability to teach and support their students demonstrate increased levels of job satisfaction 

and are more likely to remain in the profession (Skaalvik & Skaalvik, 2018). On the other 

hand, teachers who have negative perceptions of their profession may experience burnout 

or leave the profession altogether. Therefore, understanding and improving teacher 

perceptions is important because it can lead to increased efficacy which will increase 

student academic performance (Ingersoll & Strong, 2011). Lastly, teachers’ perceptions 

of their building principal are important because they can impact teacher job satisfaction, 

commitment, and turnover, which, in turn, can impact student outcomes. Positive 

principal-teacher relationships are associated with increased teacher job satisfaction, 

while negative relationships are associated with decreased job satisfaction and increased 
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teacher turnover (Baptiste, 2019). The development of relationships between teachers and 

principals can impact overall teacher perception either positively or negatively.  

Instructional Growth 

Instructional growth is important for teachers to deliver impactful and high-

quality learning opportunities for their students. Through instructional leadership, 

building principals are responsible for fostering instructional growth in their teachers 

(Ozdemir et al., 2020). Instructional leadership by building principals is associated with 

higher student achievement and teacher professional development. Building principals 

can provide the necessary support and resources to enhance teachers' skills and 

knowledge, positively impacting student outcomes (Day et al., 2020). A principal can 

impact student performance through positive leadership practices.  

One way building principals can support teachers' instructional growth is by 

providing opportunities for professional development. Professional development can 

range from workshops, conferences, mentoring, and content-based collaborative inquiry, 

which can enhance teachers' skills and knowledge in their subject areas (Kedzior & 

Fifield, 2004). Instructional leaders who provide feedback on curriculum alignment, 

planning, instruction, and assessment, as well as promoting reflective practice are 

supporting continued professional learning for teachers (Fuentes & Jimerson, 2020). In 

this regard, when instructional feedback is given correctly, it produces positive influences 

on both the teachers’ expertise and their professional development (Balyer & Ozcan, 

2020). When teachers see the value or the utility of the learning within the conversational 

feedback, it increases their interest; whereas, if they do not see the value, they will show 

little interest in gaining the new knowledge (Schunk & Zimmerman, 2007). Today’s 
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leaders expect to be informed while maintaining a focus on instructional practices and 

possessing an understanding of the content areas they supervise to help teachers grow 

their professional practice (Balyer & Ozcan, 2020; Schunk & Zimmerman, 2007).  

Teachers who experience extensive professional development are more likely to 

incorporate new teaching strategies into their instruction, sustain motivation and 

commitment, and raise standards to increase student achievement (Day et al., 2020). 

Building principals can also support instructional growth by providing feedback 

and coaching to their teachers (Brown, 2019). Feedback can help teachers identify 

strength and areas for improvement, allowing them to focus on their professional growth 

and confidence (Bukko et al., 2021). Coaching can provide more targeted support to 

address specific weaknesses in instruction, allowing teachers to refine their teaching 

practices while receiving support (Brown, 2019). According to Fuentes and Jimerson 

(2020), practices such as observational walkthroughs only sometimes yield positive 

outcomes for teacher growth unless there is engagement with the teacher in dialogue 

surrounding the instructional practice(s) observed. Additionally, if the administrator does 

not have sufficient understanding of the content being taught or the quality of instruction, 

then feedback will not be effective (Balyer & Ozcan, 2020). Instructional growth can take 

place through observational feedback when the principal engages with the teacher about 

pedagogy and instruction.  

Another way building principals can support instructional growth is by creating a 

positive school culture that values continuous learning and growth. When teachers feel 

supported and encouraged to take risks in their instruction by the instructional leader, 

they are more likely to engage in professional growth to improve their teaching practices, 
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have a higher perception of motivation, and have a higher level of satisfaction (Ozdemir 

et al., 2020). According to Prothero (2020), brain development flourishes when there is a 

positive school culture and children feel emotionally and physically safe allowing them to 

improve their academic performance. To establish a positive school culture, teachers and 

administrators must ensure that positive relationships are being developed. Academic 

performance is positively impacted when students believe their teacher has built strong 

connections and genuinely cares about them (Osher & Fleischman, 2005). Another factor 

in fostering a positive school climate is ensuring consistency in expectations for behavior 

and discipline (Prothero, 2020). Teaching students skills, such as relationship building, 

self-awareness, and responsible decision-making can help prevent problematic behavior 

and promote academic success (Osher & Fleischman, 2005). Positive school culture has 

many contributing factors which can lead to increased student achievement.  

Building principals are responsible for supporting teachers' instructional growth 

through various means, which can positively impact student outcomes. This complex 

leadership involves various strategies that collectively empower educators. Offering 

tailored professional development through workshops, seminars, and collaborative 

learning keeps teachers updated and equipped with innovative tools. Principals also 

provide valuable feedback, guiding teachers to refine their techniques, fostering an 

environment of experimentation. They are responsible for shaping a positive school 

culture, encouraging collaboration and developing a shared pursuit of the vision. Building 

principals must lead with vision to lay the groundwork for improved education and 

student achievements through empowered educators. Instructional leadership is an 

important part of the role of a principal.   
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Teacher Evaluation  

Teacher evaluation, feedback, reflective questioning, and teacher perception are 

crucial components of professional growth and development for teachers. Evaluating and 

providing feedback to teachers can help identify areas of strength and areas for 

improvement, improve instructional practices and student learning outcomes, and identify 

quality instruction (Brownfield, 2020). Reflective questioning is a strategy that entails the 

examination of questions to gain insight to one’s thoughts, helping teachers to 

introspectively evaluate their teaching methods by identifying areas for improvement, 

and elevating sound instructional practices (Mathers & Oliva, 2008). 

Teacher evaluation is a process that can provide teachers with valuable feedback 

on their instructional practices, and according to Mathers and Oliva (2008), when teacher 

evaluation is being used properly it should identify and measure instructional strategies, 

behaviors, and delivery of content that positively impact student learning. Mathers and 

Olivia (2008) go on to state: 

There are two types of evaluations—formative and summative. Formative 

evaluations are meant to provide teachers with feedback on how to improve 

performance and what types of professional development opportunities will 

enhance their practice. Summative evaluations are used to make a final decision 

on factors such as salary, tenure, personnel assignments, transfers, or dismissals. 

(p. 1)    

Both formative and summative evaluations are designed to assess performance, with 

formative evaluations focusing on improvement strategies and summative evaluations 

determining the overall effectiveness of teacher performance (Mathers & Oliva, 2008). 
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Combined, these evaluation methods are crucial to getting a holistic view of how the 

teacher is performing while providing essential feedback to the teacher (Mathers & Oliva, 

2008). Feedback from principals is desired from teachers in pursuit of reaching specific 

performance targets (Munir & Khalil, 2016). Furthermore, teachers who received 

feedback from their peers and supervisors were more likely to self-reflect and improve 

their instructional practices. Feedback is an essential component of teacher evaluation 

and can be a powerful tool for professional growth (Hodge, 2019). 

Teacher perception also plays a significant role in their professional growth and 

development. According to a study by Hattie and Timperley (2007), teachers' perceptions 

of their instructional practices can impact their professional growth and development. 

According to Munir and Khalil (2016), teachers who have a positive perception of their 

principal are more likely to have a positive impact on their school and in their 

professional learning. The study found that teachers who have a positive perception of 

their instructional practices are more likely to engage in reflective practice and improve 

their teaching practices. Munir and Khalil (2016), stated that the existing research 

highlights the many contributing factors influencing teachers’ academic performance; 

however, the academic research has yet to fully explore teachers’ perceptions of their 

principals’ leadership behaviors. In addition, teachers who have a positive perception of 

their instructional practices are more likely to seek out feedback and engage in 

professional development (Hattie & Timperley, 2007). Transformational leadership 

behaviors support teachers’ perceptions of principals and are positively correlated with 

motivation, self-efficacy, and performance (Munir & Khalil, 2016). These combined 

leadership actions enhance the effectiveness of teachers. 
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Summary 

 Chapter Two included a summary of the theoretical frameworks of social 

cognitive theory and transformational leadership theory. These are the frameworks that 

laid the foundation for understanding the dynamics of the content in the chapter. Chapter 

Two also highlighted the concepts of efficacy, teacher perceptions, instructional growth, 

and teacher evaluation. This chapter discussed the role of building principals as 

instructional leaders and how they impact teachers’ instructional growth. The literature 

review included topics of efficacy, teacher perceptions, instructional growth, and 

evaluation components. Chapter Two outlined the importance of the principal’s role in 

creating a shared vision aligned with educational goals, developing a positive school 

culture, and providing continuous support for teachers’ growth and development.  

Lastly, Chapter Two emphasized the importance of self-efficacy in teachers and 

principals, exposing how perceptions impact their engagement. Furthermore, the value of 

timely feedback integrated with reflective questioning that promotes professional and 

instructional growth was discussed. Chapter Two encompassed the essential groundwork 

for comprehending the exploration and potential impacts of the perception of principal 

efficacy on instructional growth.   

In Chapter Three, the methodology is scrutinized to guide the research study. This 

comprehensive analysis contained the overview of the research’s problem and its 

underlying purpose. In addition, the design of the research and the outline of the 

population and sample are reviewed. The instrumentation, analysis of the data, and how 

the data were collected is discussed at length. A discussion of the methods employed in 

gathering the data is contained in the later portion of the chapter. Finally, ethical 
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considerations, which are foundational to research, are addressed before the conclusion of 

Chapter Three.   
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Chapter Three: Methodology 

The methods and procedures used to collect and examine the data are explained in 

this chapter. First, the problem and purpose section discuss the fundamental reasons that 

make this study significant and relevant. This section exposes the overarching questions 

central to the study while linking them to the potential impact on the field of education. 

Next, the chapter includes an in-depth explanation of the methodologies used to guide the 

study. The boundaries of the study and its target population are defined. Finally, the 

chapter addresses ethical considerations. The ethical framework is outlined and highlights 

the measures in place to protect the participants’ privacy. 

Problem and Purpose Overview  

  Current research examining the impact of instructional feedback on teacher self-

efficacy and instructional growth suggests that post-observational feedback, which 

includes both strengths and weaknesses, plays a role in shaping teachers’ self-confidence 

(Mireles-Rios & Becchio, 2018). Additionally, the perception of support from a 

supervisor increases the self-efficacy of employees, which results in increased task 

performance and job satisfaction (Afzal et al., 2019). According to Winn et al. (2021), 

“Second only to teaching, leadership is the most crucial component of education. 

Effective leaders are the key to meaningful teacher support and development, which lead 

to high-quality teachers” (p. 18). Effective leadership relies on instructional feedback as 

the primary element to improve teachers and the school system (Balyer & Ozcan, 2020). 

The research does not investigate perceived principal efficacy as a factor for impacting 

instructional feedback or influencing instructional growth. 
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This study explores how teacher perception of principal efficacy affects 

instructional growth through the evaluation process and what factors determine this 

perception and its impact on instructional feedback. The topic was chosen to equip 

instructional leaders with a better understanding of whether or not perceptions impact 

growth.  

Research Questions 

1. What factors determine the perception of principal efficacy? 

2. In what ways does the perception of principal efficacy impact instructional 

feedback during the evaluation process?  

3. In what ways does the perception of principal efficacy, in conjunction with the 

evaluation process, impact teacher growth? 

Research Design  

 This study centers on qualitative research. According to Creswell and Creswell 

(2018), “qualitative research is an approach for exploring and understanding the meaning 

individuals or groups ascribe to a social or human problem” (p. 4). 

Specifically, a phenomenological research design will be used to conduct this 

study. Phenomenological research can be defined as an investigatory approach that stems 

from philosophy and psychology in which the researcher portrays the lived experiences 

of individuals regarding a particular phenomenon, as articulated by the participants 

themselves (Creswell & Creswell, 2018). A phenomenological design was selected for 

this research because the researcher will be collecting the viewpoints of teachers about 

their perceptions of principal efficacy.  The research will collect the teachers’ perceptions 

through surveys and interviews (Creswell & Creswell, 2018).  
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Population and Sample 

Participation in the survey was voluntary. No pressure to complete the informed 

consent, and thus the survey was applied (Creswell & Creswell, 2018). Survey 

participants may volunteer to participate in the subsequent virtual interview. A purposive 

sample from the conference teacher population was selected for this study. The 

recruitment of participants was based on a shared experience that is relevant to the 

research (Denny & Weckesser, 2022). Participants of the study included K-12 teachers 

with at least one year of experience who were recruited from nine schools in the same 

rural athletic conference in Southwest Missouri, which represents approximately 3,150 

teachers. The survey closed three weeks after the initial email; however, due to a lack of 

participation, the survey was extended six additional weeks. The six-week extension 

provided opportunity for more participants to respond to the survey. Through the survey 

the participants had the opportunity to voluntarily participate in a follow-up interview. 

The interview participants were originally going to be limited to the first volunteer per 

district for a maximum of nine, however, due to the extension of time and the lack of 

initial responses, anyone who volunteered was accepted to participate. All K-12 teachers 

with at least one year of experience were invited to participate in the survey. Each 

participant had the opportunity to participate in a follow-up interview by providing their 

contact information on the last question of the survey. There were 63 respondents from 

the survey, and in the first three weeks, 19 indicated a willingness to participate in a 

follow-up interview; however, 3 of the 19 responded to the interview. After the six-week 

extension, eight more were able to schedule time for the follow-up interview for a total of 

11 participants who participated in the follow-up interview.  
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Instrumentation  

 Based on the theoretical framework and the literature review, a survey (see 

Appendix A) and semi-structured interviews (see Appendix B) were used to collect 

qualitative data for this study.  

Qualitative Online Teacher Survey 

The survey was created to elicit K-12 teachers’ perceptions of principal efficacy 

impacting their instructional growth through the evaluation protocol. The data collection 

instruments for this study were comprised of a researcher-created survey and a set of 

follow-up questions designed for participants who expressed their willingness to 

participate. The survey contained one question about the number of years of experience, 

one question identifying the tool used for evaluation, one open-ended question, five 

Likert-scale questions, and one “yes” or “no” question about participation in a follow-up 

interview.  

Semi-Structured Interviews 

According to Creswell and Creswell (2018), qualitative interviews typically 

consist of a small number of open-ended questions that are vague so the chosen 

participants can provide their perspective and opinions on the subject. The interview 

questions, though limited in number, were carefully crafted to encourage participants to 

express their unique views and opinions. Participants who indicated they would be 

interested in participating in a follow-up interview scheduled a time with the researcher 

to conduct a Google Meet to answer seven additional questions. In the study, the 

interview questions were specifically designed to prompt participants to reflect upon their 

lived experiences within education, with a particular emphasis on their perceptions of 
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principal efficacy. The survey questions and interview questions were formed from the 

examination of the literature and linked to the research questions. The interview 

contained one question about the number of years of experience, one question about 

experience with teacher evaluation, one question about defining efficacy, and four 

questions about perceived principal efficacy impact. In total, the researcher asked the 

participants seven questions and recorded their responses. 

Reliability. A high-quality qualitative study can help us understand complex 

phenomena and different viewpoints. In terms of reliability in qualitative research, the 

instrument’s dependability, and the ability to collect data consistently are important 

(Golafshani, 2003). The researcher utilized the instrumentation of the survey and semi-

structured interview questions (see Appendix A and Appendix B) to ensure the study met 

reliability standards. According to Clonts (1992), reliability increases with the use of field 

notes and recordings, which is how the researcher captured the data from the participants 

in the semi-structured interview. Each interview was recorded via Google Meet and 

transcribed through the Descript Transcription application. 

Validity. As per Creswell and Creswell (2018), validity within the realm of 

qualitative research includes a process where the researcher analyzes the accuracy of the 

data gathered by adhering to specific procedures and methodologies. Trustworthiness is 

another term for validity, which should lead to credible and defensible results 

(Golafshani, 2003). The researcher provided consistent information by reading the same 

message at the beginning of every interview. According to Creswell and Creswell (2018), 

researchers should incorporate one or more validity strategies within their study. In this 

study, the researcher recorded and transcribed each interview and then provided each 
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participant with transcriptions as a form of member checking to provide more validity 

(Creswell & Creswell, 2018). 

Data Collection  

The data collection process began after receiving permission to conduct research 

from the Lindenwood University Institutional Review Board (see Appendix C). A list of 

K-12 principals from a rural Southwest Missouri conference representing nine districts 

were emailed a letter of participation (see Appendix D), a research information sheet (see 

Appendix E), and a survey link. The Impact of Perceived Principal Efficacy on 

Instructional Growth Through the Evaluation Protocol Survey gathered K-12 public 

school teachers’ responses through the web-based survey tool Qualtrics. The survey also 

included a question asking for follow-up interview participants. 

 Upholding the ethical standards of research, a comprehensive informed consent 

process was implemented. Each participant received a detailed informed consent 

document that provided assurances regarding the key principles of data security, 

confidentiality, and anonymity (Burkholder et al., 2020; Mertens, 2020). This document 

was thoughtfully created to be easy to understand while outlining the procedures to be 

used and explaining the full involvement of each participant. It was made clear that 

partaking in the study was voluntary and that participation in the survey signified the 

participant’s consent to be a part of the study (Burkholder et al., 2020). To streamline the 

process, the initial survey page adopted the Lindenwood University consent form. 

Participants affirmatively validated their consent to participate in the study by completing 

the survey. 
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The survey was available initially for two weeks but was extended six more 

weeks to obtain an appropriate number of responses. Upon completing the data collection 

phase, the survey responses were collected and analyzed in a spreadsheet. The qualitative 

survey responses were analyzed using descriptive statistics, specifically percentages and 

reflexive thematic analysis. Reflexivity involves the researcher making sense of the data 

by categorizing themes based on their subjective experiences (Creswell & Creswell, 

2018). To effectively present and communicate the research findings, tables and figures 

were designed to display the data. Tables were created to display the years of experience, 

type of evaluation protocol used, and thematic analysis. Figures were generated to 

visually represent the percentages associated with the Likert scale responses provided by 

the participants. Both the tables and figures enhance the accessibility and the 

comprehension of the data, allowing readers to extract meaningful information from the 

results of the study.  

The next phase of the research included the identification of which participants of 

the survey indicated they would be willing to participate in the follow-up interview.  A 

total of 19 survey participants expressed their willingness to take part in a follow-up 

interview. The researcher corresponded with the participants who indicated they wanted 

to participate in the follow-up interview via email as outlined in Appendix F. The 

informed consent form (see Appendix G) was contained within this confirmation email. 

The consent form was thoroughly reviewed with each participant, and any questions or 

concerns were addressed. Following that, each participant verbally confirmed their 

consent to be a part of the research. The follow-up interview was conducted via Google 

Meet, allowing for remote engagement with the participants. The interview sessions were 
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audio recorded and later transcribed using the Descript Transcription application to 

ensure accurate conversation documentation for later analysis. 

The recordings of the follow-up interviews were transcribed. The transcripts were 

shared with the participating individuals as part of the procedure of member checking 

(Creswell & Creswell, 2018). Member checking is a practice where participants are given 

the opportunity to review and validate the accuracy of their statements, ensuring that their 

experiences and opinions have been captured and represented accurately. After all the 

follow-up interviews were conducted, the analysis of qualitative data was completed. 

Following the qualitative data analysis, the next step involved the interpretation of the 

dataset. The data were interpreted to provide context and meaning of the participants’ 

responses to the reader. The researcher worked to uncover underlying themes and 

connections to draw substantial conclusions. By triangulating the data with the relevant 

literature, the researcher formulated responses to the research questions (Creswell & 

Creswell, 2018). 

Data Analysis  

 In this study, all teacher survey responses and interview questions were analyzed 

to determine what impact, if any, perceived principal efficacy had on instructional 

growth. The qualitative data from the open-ended survey questions and interview 

questions were coded and analyzed for themes (Creswell & Creswell, 2018). The 

qualitative survey responses were analyzed using descriptive statistics; specifically, 

percentages and reflexive thematic analysis using coding. The analysis is an active 

process of reflexivity that involves the researcher’s subjective experience in making 

sense of the data by categorizing themes (Creswell & Creswell, 2018). The design of 
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figures served to visually represent the distribution of percentages corresponding to each 

response category on the Likert scale. The visual representation communicated a clear 

overview of the participants’ perspectives. Furthermore, the study’s inferences were 

enhanced through the combination of the information from the survey and the follow-up 

interview questions (Burkholder et al., 2020). The options for survey responses of the 

five Likert-scale questions were: Never, Sometimes, About half the time, Most of the 

time, and Always. There was one Likert-scale question in which the response choices 

were: High efficacy, Average efficacy, and Low efficacy. 

 The qualitative analysis of the follow-up interviews included data coding. Data 

coding is organizing the data by chunking into categories represented by words (Creswell 

& Creswell, 2018). Open coding is the first level of coding in which the researcher 

identifies distinct concepts and themes for categorization (Williams & Moser, 2019). 

Williams and Moser (2019) determined that during open coding, researchers must 

carefully examine the information provided by the participants, identify recurring words 

and phrases, and categorize them into initial thematic categories. The second level of 

coding employed by the researcher was axial coding. According to Williams and Moser 

(2019), axial coding “further refines, aligns, and categorizes the themes.”  

Ethical Considerations 

  Measures were put into place to ensure the safety, anonymity, and confidentiality 

of all study participants as outlined by Burkholder et al. (2020) and Mertens (2020). 

Official approval was obtained from the Lindenwood University Institutional Review 

Board. To start the data collection process, each participant received an email containing 

the Lindenwood-approved consent form, along with a secure link to the survey. The link 

Commented [RDR2]: Please, include the page # or 
paragraph # for the direct quote. 
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was designed to allow each participant to respond without being identified to ensure their 

identities remained confidential. To provide the opportunity for further involvement in 

the study through a follow-up interview, the final question of the survey offered 

participants the option to submit their contact information voluntarily. The researcher 

provided an informed consent form to participants who responded with their contact 

information indicating they would participate in a follow-up interview. 

To secure the integrity of the participant data, all the electronic files were 

carefully stored within a password-protected personal computer. These records will be 

securely retained for three years, as recommended by Fraenkel et al. (2019). This was 

implemented to ensure the confidentiality of the data and follow the guidelines and norms 

of ethical research practices. By providing the consent form and taking the outlined steps, 

the participants were fully informed throughout the study and protected within the 

participation of the research.  

Summary  

 Chapter Three provided a detailed review of the methodology of the research for 

this study. Within this chapter, the research questions were presented, rationalizations of 

the problem were outlined, and the purpose was stated. Additionally, the selection of the 

population and sample of the study were presented, accompanied by a comprehensive 

rationale for adopting a qualitative study approach. Analysis of the instrumentation tools 

was reviewed while the techniques and tools utilized to draw meaningful insights from 

the information gathered. Finally, the chapter outlined the ethical considerations that 

were addressed to ensure the participants were protected throughout the process.   
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Looking forward, Chapter Four outlines the overview of the research data. 

Qualitative data are presented through the utilization of charts and figures to provide a 

visual representation. Additionally, the synthesis of themes through the analysis of the 

participants’ responses is presented. This thematic synthesis aims to communicate the 

complexities of the data in a manner that provides readers with valuable insights to 

understand the research findings. 
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Chapter Four: Analysis of Data 

        By exploring how teacher perception of principal efficacy affects instructional 

growth through the evaluation process and what factors determine this perception and its 

impact on instructional feedback, instructional leaders will have a better understanding of 

whether or not perceptions impact growth. The role of a principal is expanding and 

evolving; however, the principal is a critical factor in improving the culture of teaching 

and learning in the school (Liebowitz & Porter, 2019). Many well-documented factors 

can lead a principal to success but currently, there is a gap in the research in the area of 

perceived principal efficacy and its impact on instructional growth. In a study by 

Goddard et al. (2021), principal efficacy for instructional improvement positively 

correlates and significantly predicts teachers’ collective efficacy beliefs, predicting 

student achievement. The authors of the study did not investigate the teacher's perception 

of the principal’s efficacy (Goddard et al., 2021). Another important factor in the role of 

the principal is conducting teacher evaluations, and the current research on the impact of 

instructional feedback on teacher self-efficacy and instructional growth links post-

observational feedback that includes both strengths and weaknesses as factors that 

influence teachers’ self-confidence (Mireles-Rios & Becchio, 2018). Additionally, the 

perception of support from a supervisor increases the self-efficacy of employees, which 

results in increased task performance and job satisfaction (Afzal et al., 2019). 

The survey was created to elicit K-12 teachers’ perceptions of principal efficacy 

impacting their instructional growth. The survey also asked participants about their 

experience with evaluations and their view of their principal’s efficacy. The data 

collection instruments for this study comprised of a researcher-created survey and a set of 
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follow-up questions designed for participants who expressed their willingness to 

participate. The survey contained one question about the number of years of experience, 

one question identifying the tool used for evaluation, one open-ended question, five 

Likert-scale questions, and one “yes” or “no” question about participation in a follow-up 

interview. The survey was sent to all the K-12 principals in each of the nine districts from 

a rural Southwest Missouri conference. The survey was distributed to all the K-12 

teachers in the district with one or more years of experience. Respondents completed the 

survey on a voluntary basis.  

The participants who indicated they would be interested in participating in a 

follow-up interview provided their contact information. The researcher then scheduled a 

time with each participant to conduct a Google Meet to answer seven additional 

questions. The interview contained one question about the number of years of experience, 

one question about experience with teacher evaluation, one question about defining 

efficacy, and four questions about perceived principal efficacy impact.  

Survey Analysis 

 The participants answered questions from the survey which were analyzed and 

separated by the question number.  

Survey Question One 

During this study, perceptual data were collected from teachers to identify 

common themes and summarize the insights of the educators about the impact of 

perceived principal efficacy. The study focused on the experience of teachers during 

evaluations and their perceptions of principal efficacy. Participants were required to have 

at least one year of experience to be eligible for the study to ensure they had completely 
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experienced their evaluation cycle. There were 63 total respondents who completed the 

survey. Table 1 shows K-12 teacher survey participants and their years of experience in 

that role. Of the 63 participants, 11 went on to participate in the follow-up interview.   

Table 1 

K-12 Teachers Response to Years of Experience - Survey Results 

Teacher Years of Experience Number of Respondents 

1-3 years 4 

4-6 years 7 

7-10 years 6 

11-15 years 9 

16 years or more 37 

 

Survey Question Two  

 Participants were asked what evaluation protocol was used to conduct their 

teacher evaluations. The responses varied from naming the specific system utilized to 

describing the process. Table 2 shows K-12 teacher responses categorized by the protocol 

used for evaluations. 
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Table 2 

K-12 Teacher Response to Evaluation Protocol - Survey Results 

Protocol  Number of Respondents 

Artisan  1 

Did Not Know The Name 7 

District Developed 1 

MMOAP 1 

NEE 12 

Observations 13 

PBIS 1 

PBTE 3 

PGP 2 

School Status 1 

Talent ED 14 

Teachboost 6 

 

As noted in Table 2, of the 63 respondents, seven did not know the name of the 

evaluation protocol used in their building. The theme from each of the responses in this 

section is that no matter the protocol, the evaluation included one or more observations of 

teaching lessons.  

Survey Question Three  

 Participants were asked to rank their perception of principal efficacy 

demonstrated by their evaluator as perceived high efficacy, perceived average efficacy, or 

perceived low efficacy, as shown in Figure 1. Of surveyed teachers, 60.32% said they 

perceived their evaluator as demonstrating high efficacy, 31.75% said they perceived 
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their evaluator as demonstrating average efficacy, and 7.94% said they perceived their 

evaluator as demonstrating low efficacy.  

Figure 1 

Teacher Perception of Principal Efficacy of their Evaluator

 

Survey Question Four  

 Participants were asked how often they feel their perception of their principal’s 

efficacy impacts the feedback they receive through the evaluation protocol, as shown in 

Figure 2. Of surveyed teachers, 6.35% said never, 22.22% said sometimes, 6.35% said 

about half the time, 47.62% said most of the time, and 17.46% said always.   

 

 

 

 

 

 



PERCEIVED PRINCIPAL EFFICACY ON INSTRUCTIONAL GROWTH              52 

 

Figure 2 

Perceived Frequency of Principal Efficacy's Impact on Feedback Received through the 

Evaluation Protocol 

 

Survey Question Five 

 Participants were asked how often they feel their perception of their principal’s 

efficacy impacts their instructional growth, as shown in Figure 3. Of surveyed teachers, 

11.11% said never, 34.92% said sometimes, 9.52% said about half the time, 30.16% said 

most of the time, and 14.29% said always.   
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Figure 3 

Perceived Frequency of Principal Efficacy's Impact on Instructional Growth 

 

Survey Question Six 

 Participants were asked how often they feel their perception of their principal’s 

efficacy impacts how they implement their curriculum, as shown in Figure 4. Of 

surveyed teachers, 20.63% said never, 26.98% said sometimes, 14.29% said about half 

the time, 25.40% said most of the time, and 12.70% said always.   
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Figure 4 

Perceived Frequency of Principal Efficacy's Impact on Curriculum Implementation 

 

Survey Question Seven 

 Participants were asked how often they feel their perception of their principal’s 

efficacy impacts their desire to continue working in the same building, as shown in 

Figure 5. Of surveyed teachers, 4.76% said never, 11.11% said sometimes, 11.11% said 

about half the time, 28.57% said most of the time, and 44.44% said always.   
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Figure 5 

Perceived Frequency of Principal Efficacy's Impact on Desire to Continue Working in 

the Same Building 

 

Survey Question Eight 

 Question 8 was open-ended and 54 of the 63 respondents answered. Participants 

were asked in what ways, if any, they feel their perception of their principal’s efficacy 

impacts the way they teach. Table 3 shows K-12 teacher responses categorized by themes 

about how their perception of their principal’s efficacy impacts the way they teach. 
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Table 3 

Identified Themes from Question 8 - Survey Results 

Theme Number of Respondents 

Accept Recommendations 5 

Culture 9 

Empowered 10 

Meet Expectations 3 

Motivates 11 

No impact  16 

 

The themes identified in Table 3 were categorized by the researcher based on the open-

ended responses from the participants, noting that nine participants did not answer this 

question. The first theme indicated respondents’ perception of their principal’s efficacy 

impacts their teaching by accepting the principal's recommendations. One respondent 

stated, “I take their recommendations more seriously when I perceive them having a 

higher efficacy.” The five responses within this theme each indicated that teachers’ 

perceptions of principal efficacy impacted their willingness to accept recommendations 

from their principal.   

 The second theme identified indicates that the respondents’ perception of their 

principal’s efficacy impacts their teaching by contributing to the climate of the school. 

The nine responses to this theme indicated that their principal’s efficacy either positively 

or negatively impacted the school culture. A respondent stated, “A leader’s growth 

mindset and action demonstrates a culture of growth for the staff in the building” while 

another respondent stated, “I do not value [the principal’s] opinion because I do not find 

[the principal] to be very effective.” Furthermore, the impact on school culture directly 
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impacted the way they teach. Several respondents stated that the culture is reflective of 

the efficacy of the leader and that sets the tone for teaching and learning within the 

building. Specifically, one respondent stated, “My teaching is responsive to the general 

culture of the school which is directly related to my principal’s efficacy.” Conversely, 

another respondent stated that a principal with low efficacy “can have a negative impact 

on the culture of the building.” School culture can be influenced by the efficacy of the 

leader as respondents indicated that an effective principal fosters a positive school culture 

that enhances teaching and learning, while a principal with low efficacy can have a 

detrimental effect on the school culture.  

 The third theme identified the respondents indicating that their perception of their 

principal’s efficacy impacts their teaching by making them feel empowered. This theme 

surfaced as an important factor of how teachers view the leadership of their principals, 

emphasizing the psychological impact on their professional identity and confidence. The 

10 responses in this theme all related their perception of their principal’s efficacy to 

increased confidence and the ability to have a positive impact while teaching. Teachers 

shared that they felt they were supported, trusted, and empowered to take risks within the 

classroom environment due to their perception of their principal’s efficacy. This 

empowerment translated to action within the classroom as teachers reported a willingness 

to experiment with strategies and approaches.  

The theme outlined the reciprocal relationship between a teacher’s perception of 

principal efficacy and their professional efficacy. Teachers who perceived their principal 

as having high efficacy experienced a gain in confidence, creating a positive feedback 

loop. The gain in confidence, in turn, enhances the teacher’s ability to positively impact 
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student learning. The theme brought to light the role of leadership perception in shaping 

the teacher’s self-perception, emphasizing the need for principals to be mindful of the 

psychological impact their efficacy can have on the confidence and empowerment of 

their teachers.    

The fourth theme identified the respondents indicating that their perception of 

their principal’s efficacy impacts their teaching by making them feel the need to meet 

expectations. Each of the three respondents talked about their perception of their 

principal’s efficacy as impacting their teaching by clearly knowing the expectations. The 

connection between perceived efficacy and the expectation clarity created a spark for 

professional growth and motivation.  

The clarity provided by the principal enabled the respondents to fulfill their roles 

and responsibilities with purpose and a good sense of direction. Teachers stated that when 

their perception of their principal’s efficacy is high, they recognize and feel a 

responsibility to meet expectations. This sense of responsibility comes from the belief 

that their actions contribute to the entire school team and are driven, in part, by the 

effective leadership of the principal. Additionally, the sense of accountability to the 

expectations fosters the environment of continuous growth. This theme outlines the 

important link between the perception of principal efficacy with aligning individual goals 

to the overall goals of the school. Lastly, the theme suggests that by cultivating a positive 

perception of principal efficacy, principals can clearly communicate expectations and 

inspire teachers to strive for excellence in their instructional practices.  

The fifth theme identified the respondents indicating that their perception of their 

principal’s efficacy impacts their teaching by motivating them to do well. One respondent 
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stated, “My principal is motivated and knowledgeable and it inspires me to be the same.” 

Another stated that their perception of their principal’s efficacy “inspires and motivates 

me to be my best so I can make him proud, rise to the standards set by the school, and 

grow as an educator.” As a whole, the 11 respondents felt motivated to perform well, due 

to their perception of their principal’s efficacy.  

Lastly, the sixth theme recorded 16 responses of no impact. The participants 

indicated that their perception of their principal’s efficacy had no impact on the way they 

teach. While the previous themes outlined the positive impacts of perceived principal 

efficacy, there is a group of respondents who perceived their principal’s efficacy as 

having minimal impact.  

For these participants, the disconnect between the perception of principal efficacy 

and instructional growth comes from a variety of factors. Some of the participants felt as 

though their drive and motivation was intrinsic, therefore not dependent on the perception 

of their principal’s efficacy. Additionally, some participants may separate the role of the 

principal from the impact to their daily instruction. Some teachers view their instructional 

decisions as more closely related to their subject matter expertise, teaching philosophy, or 

instructional strategies rather than to the effectiveness of their principal.  

Follow-Up Interview Question Analysis 

The participants answered questions from the follow-up interviews which are 

analyzed and separated by the interview question number.  

 

 

 



PERCEIVED PRINCIPAL EFFICACY ON INSTRUCTIONAL GROWTH              60 

 

Interview Question One: How many years of experience do you have as a teacher? 

There were 63 respondents from the survey and a total of 11 participants indicated 

they were willing and scheduled a time for the follow-up interview. Table 4 shows 

interviewed K-12 teachers and their years of experience in that role.  

Table 4  

Interviewed K-12 Teachers and Years of Experience - Follow-Up Interview Results 

Teacher Year of Experience Number of Respondents 

6-10 years 1 

11-15 years 4 

16-20 years 2 

21-25 years 3 

26 years or more 1 

 

Interview Question Two: Describe your experience with the process of teacher 

evaluation. 

 Each teacher reflected on how they have been evaluated in their years of teaching. 

All of the responses described the way in which they have been evaluated, with several 

also naming the evaluation system in their response. Participant 1 reflected on their 

experience of being observed four to six times per year. The evaluator came in 

unscheduled and looked for specific indicators as outlined in the evaluation system and 

then will have scheduled feedback time. Participant 2 described their experience as 

always receiving feedback from the principal or assistant principal. Participant 2 

acknowledged feedback was a motivator by stating, “I’ve tried to make it where if they 

[the principal] tell me something I learn from it and if they say I am good at something I 

want to know how to be better at it.”  



PERCEIVED PRINCIPAL EFFICACY ON INSTRUCTIONAL GROWTH              61 

 

 Participant 3 had multiple experiences with evaluations over the course of their 

career, stating that “it used to be more of a dog and pony show” but now, in the current 

system, it is “more of a snapshot” of teaching each time the evaluator stops in for an 

observation. Participant 5 also reflected on multiple experiences with evaluations 

describing one style as the principal or assistant principal always being scheduled, and 

now, in their current district, the observations are unannounced. In each instance, 

feedback was given from the evaluator. Whereas Participant 4 discussed their evaluation 

experience as one that includes following a rubric. Participant 4 also indicated that 

feedback from the administrator was an integral piece of the evaluation.  

 Participants 6 and 11 had somewhat different experiences with evaluations. 

Participant 6 explained, “I only get evaluated one time a year and that’s about it.” 

Participant 11 noted that their experience was largely based on the administrator they had 

that year. Participant 11 explained, “Some of them [principals] have taken teacher 

evaluations very seriously and they do a lot of formatives, but the last few years I have 

pretty much been back to one end of the year summative”.   

 Participants 7, 8, 9, and10 all had similar descriptions of their experiences with 

evaluations. They each described being observed for a period of time and then having 

time scheduled for feedback. Participant 7 went into more detail about the scoring in the 

evaluation process by describing the criteria in which they were scored and how feedback 

was much more impactful than just the score they received.  

Interview Question Three: How would you define principal efficacy? 

 Principal efficacy, as defined for this study, is the judgment of one’s ability to 

produce desired results (Tschannen-Moran & Gareis, 2004). Each participant was asked 
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what their definition of principal efficacy was, and they varied from person to person. 

Participant 1 described principal efficacy as the effectiveness of supporting teachers. 

Participant 2 described principal efficacy as the principal acts and speaks to teachers. 

Furthermore, Participant 2 stated that how the principal “interacts with you will affect 

how you teach.” Participant 2 also described an element of efficacy as knowing that the 

principal values teachers.  

 Participant 3 wanted to verify their answer before verbalizing it, so turned to their 

phone, looked up the definition from Google, and summarized what they found as the 

ability to produce a desired or intended result. Participant 3 added to the description with 

their view in stating that principal efficacy “is the way they [principals] have to 

implement their duties with fidelity.” Participant 4 stated they did not know so they 

Googled it, similarly to Participant 3. After Participant 4 Googled principal efficacy, they 

summarized it as basically the ability to get things done.  

Participant 5 described principal efficacy as characteristics of the principal being 

knowledgeable on what is expected of teachers and what is expected from the curriculum. 

Participant 5 added that a portion of principal efficacy deals with the way the principal 

leads the building to achieve the mission and goals of the school. Participant 6 

personalized their definition of principal efficacy and related it to how they felt about the 

principal. Participant 6 stated, “If I respect them [the principal] I will listen to their 

evaluations” or “If they have good intentions or I like them as a person, I will value their 

feedback.” Participant 7 described principal efficacy as powerful and important before 

providing a definition. Participant 7 continued by relating principal efficacy to their 
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experience with how good of a job their principal does, which in turn created the desire to 

learn and grow from them.    

Participant 8 responded by telling the researcher that this was a tough question. 

Participant 8 then Googled it and summarized principal efficacy as “how proficient they 

[principals] are at their job and if they’re able to be effective when working with their 

teachers.” Participant 8 later added that principal efficacy had a component of 

relationship building with students as well. Participant 9 responded that principal efficacy 

“is about the belief the principal can do their job and support teachers.” Participant 9 

continued by discussing efficacy is how principals help teachers grow and get better. 

Lastly, Participant 9 identified the belief of the staff in the expertise the principal has and 

at what they are good.  

 Participant 10 succinctly defined principal efficacy as, “The overall effectiveness 

of how they [the principal] run the building.” Participant 11 had a similar view by stating 

that principal efficacy is “their [the principal’s] ability to just be involved in the day-to-

day operation of the school and benefit the school.” Participant 11 added to their 

description by talking about the ability of the principal to make improvements based on 

the principal’s expertise and the staff’s ability.  

Interview Question Four: How, if at all, do you feel your perception of your principal’s 

efficacy impacts the feedback you receive through the evaluation protocol? 

Participant 1 was not sure how much their perception of their principal’s efficacy 

impacted the feedback they received but related the principal’s ability to understand the 

lesson as impactful to receiving feedback. Participant 1 discussed the evaluation process 

as mostly getting feedback on how the lesson went and how the kids responded, therefore 
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stating that “I don’t know that it [perception of principal efficacy] has much to do with 

[the impact].” However, Participant 1 further reflected that there is a positive impact 

when they feel the principal understands the grade level instruction (K-5) more. 

Moreover, if the principal is observing how the lesson went and how the students are 

responding, then their ability to portray they understand the teacher’s instruction will lead 

to increased value of the feedback given. Participant 2 responded confidently that their 

perception of their principal’s efficacy absolutely impacts the feedback they receive. 

Participant 2 said that “It does affect me because I always want to improve” and that “I 

am harder on myself than [the principal] would be, but they turn that around for me to 

help myself.” Participant 2 verbalized that their perception of their principal’s efficacy 

when it comes to feedback makes them want to work harder and improve.  

Participant 3 discussed the scoring system with their answer. They related their 

feedback to receiving a score, and when they received a lower score (anything less than 

the best), they were demoralized. Participant 3 went on to describe that their teaching has 

not changed much through how the evaluation system has been implemented, but the 

feedback they received was impacted by their perception of how well the principal 

understood the rubrics for the scoring. Participant 4 viewed their perception of principal 

efficacy impacting feedback similarly to the view of Participant 3. Participant 4 described 

the principal’s understanding of the scoring evaluation system by stating that when “I felt 

like they [the principal] had no idea what they were doing, it was very disturbing.” This 

perception of lack of efficacy with how to score a teacher according to the scoring system 

had a negative impact on the feedback Participant 4 received through the evaluation 

protocol. Participant 5 talked about how their perception of principal efficacy might 
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impact the feedback they receive and related the feedback to the way the overall building 

was perceived. Participant 5 furthered their statement by adding that they feel like the 

feedback that is given, in terms of the score received through the observation, is more 

about the principal wanting “our building to look good.” They felt as though the feedback 

was given more for the building to look high performing rather than to individually make 

them a better teacher.  

Participant 6 responded to the question by focusing on the number of times they 

received feedback through the evaluation protocol. Participant 6 verbalized that “If I am 

only evaluated one time per year it affects how I view their [the principal’s] feedback in 

general.” Participant 6 expanded upon their answer by reiterating that an established 

positive relationship between the teacher and the principal makes a big difference on how 

they view feedback. Participant 7 discussed the impact of the administrator being further 

removed from the classroom as impacting feedback. Participant 7 said that their 

perception of principal efficacy impacts the feedback they receive because of the vast 

changes that have occurred through the past few years, including how COVID has 

changed education in general. Participant 7 expressed that it is “frustrating” for an 

experienced teacher because, “sometimes there is a disconnect” between a teacher’s and 

an administrator’s experience as the landscape of education has evolved.  Participant 7 

concluded that their perception of their principal’s efficacy impacting feedback is 

“definitely out there for sure.” 

Participant 8 described their perception of their principal’s efficacy as very high; 

therefore, “it plays a huge part into it.” Participant 8 described their principal as very 

encouraging and having great relationships with teachers, which positively impacts the 
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feedback they receive. Participant 8 also agreed with Participant 6 about the 

establishment of a positive relationship between the teacher and the principal as 

impactful. Participant 9 described the perception of their principal’s efficacy impacting 

the feedback they receive as critical. Participant 9 replied that “The belief that a person 

has in their evaluator’s ability to help them get better” and “if they [the teachers] believe 

that the information is coming from somebody who knows what they are talking about 

and support them, it [the feedback] is maybe more likely to be received genuinely.” 

Participant 9 continued by saying, “If I believe that the person telling me something 

knows what they’re talking about then I am more likely to find it to be helpful.”  

Participant 10 directly responded that the principal’s efficacy, along with “their 

classroom experience or lack thereof,” directly impacts the feedback they receive through 

the evaluation protocol. Participant 10 stated that their perception of their principal’s 

efficacy increases when the principal has the experience “to at least relate to what 

teachers are dealing with every day” and due to that perception, the feedback from the 

observation is more accurate and better overall. Participant 10 stated they felt this 

experience contributed to higher efficacy, which led to better-received feedback after 

observations. Participant 11 responded that their perception of their principal’s efficacy is 

the number one thing that impacts the feedback they receive. Participant 11 said, “If they 

believe in the principal, they will value feedback which is based off of the principal’s 

current competency.” Participant 11 also acknowledged that the background of the 

principal may play an unfair role in the perception of their efficacy depending on what 

the principal taught while in the classroom. Participant 11 discussed that a math teacher 

may be less likely to value feedback from a principal who was a former PE teacher, 
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whether fair or unfair. Additionally, Participant 11 added this is why the perception of 

efficacy is so important, as if you “trust” and “know that the principal is really trying to 

help” because their feedback will be valued.    

Interview Question Five: How, if at all, do you feel the perceived level of efficacy of 

your principal impacts your instructional growth?  

Participant 1 responded that because they felt like the principal was “well-versed” 

in what we were teaching, they were on the same page. However, they did not feel “much 

of a difference between them and me needing to step up my game anymore.” Participant 

1 said, “I just wanted to do a good job because I wanted to do a good job,” therefore they 

viewed their desire to grow instructionally as intrinsic. Participant 2 stated that they felt 

like receiving feedback from the principal “helps me become a better teacher.” From the 

lens of Participant 2, the perception of their principal’s efficacy is high and motivates 

them to do better for their principal. Additionally, Participant 2 said the more 

knowledgeable and helpful they view their principal, the more it helps them become a 

better person and a better teacher. Participant 3 agreed with Participant 1 about being 

motivated intrinsically to grow. Participant 3 added that even though they were 

personally motivated to get better as a teacher, the positive reinforcement they received 

from their principal impacted their want to get better. 

Participant 4 bluntly stated, “I don’t think it does at all.” They went on to relate 

their personal experience with principals to impacting growth as negligible because they 

said, “I have had some really bad principals and some really good ones, but I am going to 

do what is best for kids no matter who is in charge.” Participant 5 indicated they did not 

know how much their perception of their principal’s efficacy impacted their instructional 
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growth because “I don’t feel like they [the principals] are checking in to see what we are 

teaching.” Participant 5 clarified by talking about how principals have a close knowledge 

of all the standards like the teachers do. Participant 6 explained that their perception of 

their principal’s efficacy does not impact their growth in the classroom “as far as content 

goes.” 

Participant 7 stated they think that their perception of their principal’s efficacy 

impacts their instructional growth, stating, “If I feel like my principal is good at their job 

and is respected and they wanted me to make some changes, then I would definitely do 

that.” Participant 8 stated that the impact on instructional growth depends on how far the 

teacher is into their career and how much support they might need. Participant 8 stated 

that their personal experience with instructional growth was more impacted by their 

instructional coach and their grade level team than by their principal. Participant 8 

concluded that “it just depends on your relationship with your principal.” Participant 9 

agreed there are many factors impacting instructional growth. However, Participant 9 

discussed the level of perceived knowledge of the principal, especially with instructional 

strategies, impacts the desire to implement the strategies. Participant 9 stated that the 

higher the principal’s efficacy with pedagogy, the more the teacher will “want to try more 

things [instructional strategies].” 

Participant 10 replied that instructional growth comes from “either the district 

level” through professional development or the teacher’s “own personal continued 

learning.” Participant 10 discussed that they do not feel like their perception of their 

principal’s efficacy impacts their instructional growth “day to day or week to week” 

because principals “are not really in classrooms enough.” Participant 11 echoed the 
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theme of intrinsic motivation. They related instructional growth to coaching athletes in 

that “until a kid wants to be helped, it is difficult for the coach to make much of an 

impact on that kid;” therefore, the “teacher has to want to be helped” to grow 

instructionally. Participant 11 clarified that if the teacher is open to that help, then “the 

principal’s efficacy really, really matters” to help that teacher grow instructionally.  

Interview Question Six: How, if at all, do you feel your perception of your principal’s 

efficacy impacts your desire to continue working in the same building? 

Participant 1 related their personal experience with five different principals over 

the course of their career to answering the question. They stated that their perception of 

their principal’s efficacy had not impacted their desire to stay in the same building very 

often. Participant 1 provided more context by stating the only time they changed 

buildings was when there was a decrease in enrollment in the grade level they taught and 

had to move to another building within the same district. Participant 2 responded that 

their perception of their principal’s efficacy “very much” impacts their desire to continue 

working in the same building. Participant 2 said, “I feel like having that bond and that 

connection is very important with a principal and a teacher.” They went on to say that the 

impact was building-wide and not just with an individual teacher. Participant 2 

commented that change is harder when you have a higher perception of your principal’s 

efficacy.  

Participant 3 discussed different factors contributing to the desire to stay in the 

same building. Participant 3 said that their personal experience was more dependent on 

their relationship with their colleagues and teammates. However, they acknowledged that 

they have not served in a building where they perceived their principal’s efficacy to be 
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low. Participant 3 further stated that they would not want to work in other specific 

buildings due to the behaviors and efficacy of their principals; therefore, it does impact 

the desire to stay. Participant 4 described a specific experience where they had a really 

bad principal with low efficacy, and their whole goal was to “outlast” them. Whereas 

Participant 5 simply responded, “I don’t know if it [perception of principal efficacy] 

really is a factor” to the desire to continue to work in the same building.  

Participant 6 replied that their perception of principal efficacy is a factor in 

wanting to continue teaching in the same building. They said if they did not feel 

appreciated or valued that “could be enough” to get them to consider leaving. Moreover, 

Participant 6 stated that “good relationships with fellow teachers” greatly impacts the 

desire to continue working in the same building. Participant 7 associated their perception 

of their principal’s efficacy with directly impacting the climate and culture of the 

building, which directly impacts their desire to stay in the same building. Participant 7 

responded that when managing people, being approachable and listening to the teachers 

is a huge motivator for “teachers wanting to be in a building versus wanting to leave a 

building.” Participant 8 responded that their perception of their principal’s efficacy “one 

hundred percent” impacts their desire to continue working in the same building.  

Participant 9 began by saying they were not sure how much the perception of 

principal efficacy impacts the desire to continue working in the same building. They 

described the desire to stay in a building as having many contributing factors. Participant 

9 expanded by stating that having a principal with high perceived efficacy may contribute 

to growth, which is potentially a motivator to stay in the same building. Participant 9 

continued to reflect by concluding that if the perception of the principal’s efficacy is 
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“minimal or lacking then you might start looking elsewhere.” Participant 10 responded 

that they think their perception of their principal’s efficacy greatly impacts their desire to 

continue working in the same building. Participant 10 agreed with Participant 7 about 

principal efficacy directly impacting the climate and culture of a building which impacts 

the desire to continue working in the same building. Lastly, Participant 11 personally 

stated that “[principal efficacy] doesn’t matter” when thinking about the desire to 

continue working in the same building.  

Interview Question Seven: In what ways, if any, do you feel your perception of your 

principal’s efficacy is important? 

Participant 1 discussed the importance of their principal’s efficacy in terms of the 

curriculum, recognizing that teachers are working hard and have the ability to provide 

positive feedback. Participant 1 verbalized they appreciate when a principal lets them 

know they are doing a great job because it motivates them to do better. Perception of 

principal efficacy is important when it comes to challenging teachers. Participant 2 

responded that perception of principal efficacy is very important as it directly affects the 

way the principal handles situations within the building. Participant 2 said that they feel 

like the perception of principal efficacy makes teachers want “to do better.” Participant 3 

stated that their perception of principal efficacy is important to “set the building tone.” 

Participant 4 responded that the perception of principal efficacy is important because “I 

want to follow someone who knows what they are doing” and “I have a hard time 

following suggestions from someone who I don’t think knows what they’re doing.” 

Participant 4 further explained that they want to “trust in them [the principal] to make 

good decisions.”   
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Participant 5 responded that their perception of principal efficacy does matter as it 

impacts “how effective they’re [the principal] being as our building leader.” Participant 5 

also broadened their perspective to include that the perception of principal efficacy is 

important for the school’s effectiveness within the community because the principal is the 

first representative of the building. Participant 6 stated that the perception of principal 

efficacy is important, but more so to earlier career teachers because of their lack of 

experience with pedagogical practices. Participant 7 said that the perception of principal 

efficacy is important because it impacts the principal’s “ability to be viewed as a leader.” 

Participant 7 also talked about how principals with perceptions of high efficacy are more 

likely to be “good at the job.” 

Participant 8 responded that the perception of principal efficacy is “super 

important” because it is critically important in the development of a family feeling within 

the building. When a principal is perceived to have high efficacy, they are often involved, 

encouraging, and effective at their job. Participant 8 concluded that it is important to set 

the tone of the building. Participant 9 replied that the perception of principal efficacy is 

important because the principal is “showing and modeling the process of learning.” 

Additionally, it is important to the model of growth and the support of teachers. 

Participant 10 related the importance of the perception of principal efficacy to the amount 

and type of experiences of that principal. Participant 10 stated that the more quality 

experiences the principal has had the higher the perception of their efficacy, which leads 

to them being more effective. Lastly, Participant 11 stated that the perception of principal 

efficacy is extremely important when it comes to trust. Participant 11 viewed the 

principal as one of the most important people in the building, “so them [the principal] 
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being good at their job impacts the entire building in a variety of ways.” Some teachers 

need help with discipline, some need help with instruction while others do not, so “I think 

the efficacy of a building principal is extremely important.” 

Summary 

 Chapter Four provided an analysis of the data collected in two different stages. 

The first stage of data collection involved the administration of a qualitative survey 

centered on the research questions about the potential impacts of the perception of 

principal efficacy. The teacher’s responses to the survey provided valuable insights into 

their perspectives. The answers to the survey questions were analyzed and presented with 

tables and figures in Chapter Four. The tables and figures visually represented the trends 

and patterns that emerged from the participants’ responses. 

The second stage of data collected included follow-up interviews of 11 teachers’ 

perceptions of the impact of principal efficacy. These interviews provided a qualitative 

depth that served as complimentary data sets to the survey. The interview transcripts were 

analyzed from the individual responses to each of the seven questions to provide an in-

depth understanding of how the perceptions of principal efficacy impacts teachers. This 

depth of knowledge, along with the qualitative insights from the survey, formed a 

comprehensive explanation that highlighted the complexities between the perception of 

principal efficacy and its impact on teachers’ experiences. The results contributed 

meaningful insights with perceptions of principal efficacy and instructional growth.   

 Chapter Five presents the findings and conclusions of the study by synthesizing 

the data. The purpose of the study is clearly stated, and the research questions are 

reviewed to provide context to the objectives of the study. The bulk of the chapter is 
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dedicated to themes and implications for practice. These implications offer practical 

insights which are discussed along with the suggestions for future research. Embedded 

within the chapter is a comprehensive summary of findings outlined in themes. The 

themes shape the explanations to the qualitative data and shape the connections between 

perceived principal efficacy and instructional growth. The conclusion of findings from 

the research is presented in a summary based on the research. 
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Chapter Five: Conclusions and Implications 

 The purpose of this study was to explore the potential influence of teachers’ 

perceptions of principal efficacy on instructional growth. While there is existing research 

on how feedback from evaluators and teachers’ self-efficacy can impact instructional 

growth, there is a gap in our understanding when it comes to the role of perceived 

principal efficacy. The goal of this research was to gain insights into teachers’ viewpoints 

about the perceived effectiveness of their principals and how that perception relates to 

instructional growth. Principals play an essential role in the educational process as they 

interact with teachers daily to provide the essential support needed for student success 

(Campbell et al., 2018). Additionally, the significance of the study is in the potential 

changes in practice for leader and teacher development. By understanding how the 

perception of principal efficacy influences teachers, principals will be able to build 

stronger relationships while positively impacting school culture.  

To achieve the objectives, this study employed specific research methods and data 

collection techniques designed to provide a comprehensive context and clarity in 

gathering teachers’ perspectives on their perception of principal efficacy and its potential 

impact on instructional growth. Through exploring this relatively uninvestigated topic, 

this study aspires to contribute valuable information to inform practices and procedures 

related to principal leadership growth and development. Specifically, this study could 

impact the skills of principal evaluation through the insight gained from teachers. The 

study contributes to the pool of leadership practice and strategy. By better understanding 

the impact of perceived principal efficacy, principals can better meet the needs of their 

teachers through the evaluation process. Systematic evaluation is the foundation for 
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continuous improvement (Derrington & Campbell, 2018). Ultimately, the goal is to make 

a positive impact in the educational world.   

This study included K-12 teachers with at least one year of experience who were 

recruited from nine schools in the same rural athletic conference in Southwest Missouri 

which represents approximately 3,150 teachers. All K-12 teachers with at least one year 

of experience were invited to participate in the survey. Each participant had the 

opportunity to participate in a follow-up interview by stating “yes” to the last survey 

question and providing their contact information. There were 63 respondents from the 

survey, and in the first three weeks 19 indicated a willingness to participate in a follow-

up interview; however, only three of the 19 responded for the interview. After a six-week 

extension to provide further opportunity for response, eight more were able to schedule 

time for the follow-up interview for a total of 11 participants in the follow-up interview.  

The following questions directed the research: 

1. What factors determine the perception of principal efficacy? 

2. In what ways does the perception of principal efficacy impact instructional 

feedback during the evaluation process?  

3. In what ways does the perception of principal efficacy, in conjunction with the 

evaluation process, impact teacher growth? 

 Through the data collection and analysis portion of the study, themes were 

identified and presented by the researcher. Each of these themes are integral to 

determining what implications for practice and implementation the study uncovered. The 

findings from the study are based upon the data collected, disaggregated, and analyzed in 

Chapter Four.   
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Findings 

  This study aimed to understand the impact of teacher perceptions of principal 

efficacy on instructional growth. The initial survey was returned by 63 respondents of 

which 59% had 16 or more years of teaching experience. The survey included eight 

questions, and of the 63 respondents, 11 chose to participate in a follow-up interview 

comprised of seven questions. Potential answers to the research questions of the study 

have been derived by synthesizing the responses of the participants from both the survey 

and the follow-up interviews. 

Research Question One - What factors determine the perception of principal efficacy? 

 Principal efficacy, as defined for the purposes of this study, is the judgment of 

one’s own ability to produce desired results (Tschannen-Moran & Gareis, 2004). The 

respondents of the follow-up interview questions described their perceptions of principal 

efficacy. Based on the responses, several factors determined the perception of principal 

efficacy that are summarized into three categories.  

First, the observed actions of the principal determine the perception of principal 

efficacy. The participants identified actions, such as how the principal acts and speaks, 

how the principal completes tasks and supports teachers, and how the principal 

implements their job duties with fidelity as essential to determining perceived efficacy.  

The second category revealed through the participant responses was that of 

capacity. Many of the respondents highlighted the principal’s level of knowledge as a key 

factor influencing perceived efficacy. Beyond the principal’s knowledge, the study 

revealed that the staff’s trust in the principal’s expertise was also a significant 

determinant. It became clear that not only what the principal knows but also the trust the 
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teachers placed in their abilities shaped the overall perception of principal efficacy. This 

reinforces the complex balance of both knowledge and trust in the educational 

environment.  

Relationships was the third category that arose from the participant responses. 

The aptitude of the principal to connect and cultivate relationships with others is a 

significant factor in determining the perception of principal efficacy. In addition to the 

principal’s relationship-building skills, the study indicates that the specific way in which 

these relationships are leveraged in leadership practices significantly contributes to the 

perception of their efficacy. Combined, how well the principal establishes connections 

and effectively applies the established relationships in their leadership style forms the 

perception of their efficacy, which emphasizes the complex nature of educational 

leadership.      

Research Question Two - In what ways does the perception of principal efficacy impact 

instructional feedback during the evaluation process? 

The data from the survey revealed that 71% of respondents felt like their 

perception of principal efficacy impacted the feedback they received half of the time or 

more. The impact of the feedback could be positive or negative. Conversely, 29% of 

respondents felt like their perception of principal efficacy sometimes or never impacted 

the feedback they received through the evaluation process.  

The follow-up interview questions allowed participants to expand on how their 

perception of their principal’s efficacy impacted the feedback they received through the 

evaluation process. All 11 interview participants stated that their perception impacted the 

feedback they received. The common thread was with whether or not they had a high 
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perception of their principal’s efficacy or a low perception of their principal’s efficacy. 

For respondents who maintained a high perception of their principal’s efficacy, the 

influence on the feedback they received was predominantly positive. Specifically, there 

were two themes that emerged from their responses.  

The first theme was related to their confidence in the feedback from their 

principal. The higher the perception of their principal’s efficacy, the more confident the 

teacher was in the feedback given. Seven of the 11 respondents identified confidence in 

the feedback as directly impacting their perception of their principal’s efficacy. Secondly, 

the theme of validity emerged as impactful. Four of the 11 respondents stated that their 

view of their principal’s efficacy played a vital role in determining whether the feedback 

they received through the evaluation process was considered valid. This connection 

between their perception of their principal’s efficacy and the validity of the feedback 

highlighted the belief that an effective principal was more likely to provide influential 

feedback. This connection could influence teacher performance and instructional growth. 

In summary, the survey and follow-up interviews both revealed that the perception of 

principal efficacy influences the feedback teachers receive through the evaluation 

process. Specifically, in the areas of confidence and validity, the importance of fostering 

a positive perception of principal efficacy was brought to light. Ultimately, these 

aforementioned factors impact the feedback experience teachers have through the 

evaluation process.   
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Research Question Three - In what ways does the perception of principal efficacy, in 

conjunction with the evaluation process, impact teacher growth? 

The survey findings revealed teachers’ perceptions of their principals’ efficacy 

influenced their instructional growth. Of the respondents, 54% felt that their perception of 

their principal’s efficacy impacted their instructional growth more than half the time. 

Conversely, the remaining 46% of respondents stated that their perception of their 

principal’s efficacy sometimes or never impacted their instructional growth. Since nearly 

half of the respondents stated there was significant impact and the other half was stating 

there was minimal impact, this highlights the complexities in the experiences of each 

teacher as they experience the evaluation process.  

The findings from the follow-up interview questions mirrored the results from the 

survey respondents. Nearly half of the interview respondents felt that their perception of 

their principal’s efficacy did not have any impact on their instructional growth. 

Conversely, four interview respondents felt that their perception of  their principal’s 

efficacy gave them positive reinforcement in discussing their performance in the 

classroom. This positive reinforcement was empowering and encouraging, which instilled 

confidence in their instructional growth because of the evaluation process. The remaining 

two respondents felt that their perceptions of their principal’s efficacy led to increased 

implementation of instructional strategies, which, in turn, positively impacted their 

instructional growth. Their perception motivated them to try new strategies within the 

classroom.  

In summary, both the interview and survey results support the idea that teachers’ 

perceptions of their principals’ efficacy can influence their instructional growth. 
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However, based on approximately half of the responses, many other factors can influence 

instructional growth. The vast experiences of teachers show that there are many factors 

that work interdependently with leadership perceptions and the evaluation process to 

impact instructional growth.  

Conclusions 

The role of the principal is ever-changing and challenging. As the role of the 

principal has expanded, instructional feedback remains the foundation for improving 

teachers and the school system so students reap the benefits (Balyer & Ozcan, 2020). 

Regular feedback from principals strengthens and grows the instructional practices 

teachers utilize in the classroom (Wisniewski et al., 2020). Caingcoy (2022) proposed 

that the teacher’s perception of the principal’s experience with instructional practices can 

impact the effectiveness of the feedback. In addition to experience with instructional 

strategies, establishing positive relationships with teachers builds a foundation upon 

which feedback is effectively received.  

This study revealed some interesting connections surrounding the perceived 

perception of principal efficacy and its impact on instructional growth. However, the 

study did have some limitations. The most significant limitation was the sample size. The 

study was sent to a population of around 3,150 teachers in a rural athletic conference in 

Southwest Missouri. Of that population, only 63 respondents filled out the survey. Of the 

63 respondents, only 11 volunteered for the follow-up interview questions. The sample 

gave a good cross-section representation of the rural athletic conference in Southwest 

Missouri but may not represent the views of educators throughout the state or nationally.  
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Despite the limited sample size, there were several themes that emerged from the 

study beyond the focus of the three research questions mentioned above. Each theme 

provided insight into the potential impact and importance of the perception of principal 

efficacy. Expanding upon the three main research questions, the data from both the 

survey and the follow-up interview questions revealed findings related to how the 

perception of principal efficacy impacts teaching, why it is important, and how it 

influences the desire to continue working in the same building.  

Theme One: The Impact of Perceived Principal Efficacy on Teaching  

From the survey data, 70% of respondents stated that their perception of principal 

efficacy impacted their teaching in some way or another. One impact identified was the 

relationship between culture and perception of principal efficacy. More specifically, 

respondents related a higher perceived efficacy to a better culture within the building. In 

essence, teachers who have a high perception of their principals’ efficacy associate the 

environment of the building to be more conducive to teaching. It is evident there is a 

relationship between culture and the perception of principal efficacy, underscoring the 

importance of effective leadership developing the building atmosphere.  

Furthermore, respondents identified there was impact in the form of motivation 

and empowerment. The data supported the notion that teachers feel more motivated and 

empowered to do their job when they have a positive view of their principal’s efficacy. 

The connection between motivation and perception of principal efficacy is key to 

inspiring teachers to seek professional growth, ultimately influencing their overall craft 

and impacting students. Speaking to the empowerment theme, teachers find comfort in 
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contributing to the school community through innovative teaching practices when their 

perception of their principal’s efficacy is high.  

In summary, the connection between perceived principal efficacy and how it 

impacts teaching most is through culture, empowerment, and relationships. Each of those 

areas has a significant impact on instructional practices that shape the student experience. 

The conclusions from this section highlight the importance of the role school leadership 

plays in shaping the educational environment to impact teaching.  

Theme Two: The Importance of the Perception of Principal Efficacy 

 The participants in this study spoke about how they felt the perception of 

principal efficacy was important. First, several discussed that their perception of principal 

efficacy gave them confidence that their principal was an effective leader who could 

make the right decisions for the building. Teachers with a high perception of their 

principals’ efficacy had trust in their principals’ ability to do their jobs. Participants 

indicated that principals with a good history of quality experiences tend to have a higher 

perception of efficacy, which allows them to be more effective. 

 Secondly, the importance of perceived efficacy comes to light as the principal 

models growth and learning. Teachers are more likely to learn from and emulate a leader 

with high perceived efficacy. Participants spoke to this aspect as important in the area of 

support as well. How supportive the principal is and how likely the teacher is to accept 

that support hinges on the perception of the principal’s efficacy.  

 Lastly, several spoke to the importance of perceived principal efficacy as key to 

setting and maintaining a positive school environment. As previously stated, the 

perception of efficacy is a significant influence on the effectiveness of a principal in the 
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development of culture. More specifically, culture increases when teachers are motivated 

through positive feedback. When principals recognize and celebrate the hard work and 

success of their teachers, it serves as a source of motivation. The motivation and feedback 

are more readily accepted when the teacher has a high perception of principal efficacy. 

Perceived principal efficacy is important because it influences leader effectiveness, 

culture, and continued growth.  

Theme Three: The Impact of Perceived Principal Efficacy on Teacher Retention 

Another area of impact from the perception of principal efficacy is the desire to 

continue working in the same building. From the survey, 84% of respondents indicated 

that their perception of their principals’ efficacy influenced their decision to continue 

teaching in the same building half the time or more. The follow-up interview questions 

also indicated that they supported this notion as 7 of the 11 respondents stated that it was 

very impactful. Though there were varying responses to the impact on the desire to stay, 

the connection and importance of the teacher-principal bond was highlighted. 

Additionally, some respondents identified that if their perceptions of their principal’s 

efficacy were low, it would be a motivating factor to seek employment elsewhere. For 

some of the participants, their perception of principal efficacy plays an important role in 

their desire to stay, and in the midst of a thin educational candidate pool, every factor 

contributing to retention is significant.  

In conclusion, the impact of perceived principal efficacy emerges in several 

different areas, including teacher instructional growth, feedback, retention, culture, 

motivation, empowerment, and relationships. Regardless of the area of impact, each of 

the respondents from the follow-up interview identified that their perception of their 
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principal’s efficacy held importance. The perception of principal efficacy impacts leader 

effectiveness, relationship building, and the development of culture.    

Implications for Practice 

 The results of this study indicate that the perceptions of principal efficacy have an 

impact on feedback through the evaluation process and teacher instructional growth. The 

implications for practice are applicable contributions to the field. The first implication is 

that the perception of principal efficacy is malleable. The second implication is that the 

perception of principal efficacy impacts instructional feedback through the evaluation 

process. The third implication is that perception of principal efficacy plays a role in the 

effectiveness of a principal. 

Implication One: Perception of Principal Efficacy is Malleable 

As defined by Tschannen-Moran and Gareis (2004), principal efficacy is the 

judgment of one’s own ability to produce desired results. Efficacy, both individual and 

collective, is highly impactful in promoting continuous growth and student achievement 

(Goddard et al., 2021). While the combined self-perception held by teachers has the 

potential to drive improved outcomes, it has also been linked to predicting achievement. 

Self-efficacy is one’s own belief, whereas a variety of actors determines the perception of 

someone else’s efficacy and is therefore malleable. The actions of the principal determine 

the perception of principal efficacy. How a principal acts and speaks, how the principal 

completes tasks and supports teachers, and how the principal implements their job duties 

with fidelity are essential to determining perceived efficacy.  

Along with actions, the capacity of the principal in their role impacts the 

perceived efficacy. Therefore, as the principal’s capacity within the scope of the job 
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grows, the perception of principal efficacy has the opportunity to grow. Each of these 

factors are coupled with the ability to create and maintain positive relationships. The 

perception of principal efficacy can change depending on the relationships that are 

developed and cultivated. How the staff trusts the principal directly shapes the overall 

perception of principal efficacy. This reinforces the complex balance of knowledge and 

trust in the educational environment. Perception of principal efficacy can increase or 

decrease over time given the determining factors.   

Implication Two: Perception of Principal Efficacy Impacts Instructional Feedback 

through the Evaluation Process 

 According to Sadler (1989), feedback is information provided to a learner to close 

the gap between how the learner is presently performing and the targeted objective. 

Feedback can help teachers identify areas of strength and improvement, allowing them to 

focus on their professional growth and confidence (Bukko et al., 2021). There are several 

documented impacts to providing effective feedback, such as conducting successful 

classroom observations, understanding the content, and being specific about the progress 

toward the target (Balyer & Ozcan, 2020; Fuentes  & Jimerson, 2020). This study 

contributes to the knowledge base of feedback effectiveness. The results of this study 

show that teachers’ perceptions of their principals’ efficacy impact the feedback they 

receive through the evaluation process. This demonstrates the importance of fostering a 

positive perception of principal efficacy in practice, as it directly impacts the teachers’ 

experiences with the feedback a principal gives. Fostering a positive perception of 

principal efficacy can result in increased confidence in the principal’s feedback to a 

teacher. Teachers with a higher perception of their principals’ efficacy reported feeling 
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more confident in the feedback received. Additionally, teachers reported that they felt the 

feedback they received from their principal through the evaluation process had a higher 

validity depending on their perception of principal efficacy. In practice, principals who 

are aware of their perception are better positioned to provide feedback that is considered 

credible and valuable. Principals should be aware of the teachers’ perceptions of their 

efficacy in order to positively impact instructional feedback through the evaluation 

process.  

 Implication Three: Perception of Principal Efficacy Plays a Role in the Effectiveness 

of a Principal 

 One of the primary responsibilities of a principal is instructional leadership and 

fostering growth among teachers (Ozdemir et al., 2020). Instructional leadership must be 

accompanied by interacting with teachers and providing feedback, and coaching is 

common practice (Brown, 2019). In addition to providing feedback and coaching, 

principals can support instructional growth by creating a positive school culture (Ozdemir 

et al., 2020). This study revealed another component of being an effective instructional 

leader and steward of the principalship. By understanding the impacts surrounding the 

perceived perceptions of principal efficacy, one can leverage this factor to positively 

contribute to advancing the school’s mission. First, the teacher experience contains many 

complexities, but school culture is all-encompassing. Teachers’ perceptions of their 

principals’ efficacy are impactful to shaping the environment. Secondly, a principal can 

positively impact the motivation of their teachers while encouraging each to be 

empowered to be successful in their role by understanding how their efficacy is 

perceived. When teachers have confidence in their principals’ effectiveness, they are 
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more motivated and encouraged to grow and improve. Lastly, the perception of principal 

efficacy can impact teacher retention. When there is perceived high principal efficacy, 

relationships can be grown and strengthened, ultimately impacting the desire of a teacher 

to continue working in the same building. Overall, the perception of principal efficacy 

plays a critical role in the educational experience and understanding this can impact the 

practices of a principal.    

Recommendations for Future Research 

 This qualitative study focused on the impact of perceived principal efficacy on 

instructional growth through the evaluation process. The literature review covered 

efficacy (collective and individual), effective feedback, instructional growth, and the 

process of evaluation. This study filled a gap in the research on the impact perceived 

principal efficacy has on feedback and instructional growth. Further research is needed to 

understand better how to measure perceived principal efficacy systematically, what 

leadership practices improve perceived principal efficacy, what leadership styles are 

associated with high perceived efficacy, and how perceived principal efficacy impacts 

teacher retention in a high demand hiring landscape.  

Systematic Measures of Perceived Principal Efficacy 

This study was able to describe perceptions of principal efficacy from the teacher 

viewpoint qualitatively. In future research, it would be beneficial to investigate aspects of 

implementing a system to quantify the collective perception of principal efficacy within a 

building. This data-driven quantitative approach could shed new light on the 

understanding of the depth of impact to perceived principal efficacy and its impacts on 

instructional growth. In practice, this knowledge would help a principal understand where 
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the staff stood with their perception, in turn providing data to better inform building 

decisions. This would serve as a tool for principals to diagnose the levels of perceived 

efficacy within the building.    

The quantitative data would help principals make informed decisions on how to 

increase perceived efficacy through leadership strategies over time. Additionally, this 

information would be impactful in giving feedback to teachers through the evaluation 

system. A data-based system would foster a culture of continuous improvement in the 

school environment. The benefits of such a system could help school districts train 

leaders in best practices and strategies to maximize the effectiveness of a principal. In 

conclusion, future quantitative research would identify what leadership strategies are 

most impactful to perceived principal efficacy.  

Leadership Practices that Improve Perceived Principal Efficacy 

This study made strides in gathering information on descriptors of what 

influenced perceptions of principal efficacy but did not research the practices that could 

improve such perceptions. Future studies should look at specific strategies and their 

effectiveness for principals to adopt to positively shape their perceived efficacy.  

The study outlined the importance of valued feedback, school culture, and 

relationship building but did not study the best practices for influencing the perception of 

principal efficacy. Practices such as communication styles, innovative initiatives, and 

collaboration centered around decision making could further the impact to principals. To 

bridge the gap, future research could focus on identifying and testing specific practices or 

strategies that a principal could utilize to improve the perception of their efficacy. This 

deeper level of analysis could provide a more comprehensive understanding of lasting 
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impacts of strategies over time. In summary, by zoning in on specific effective strategies, 

researchers can equip educational leaders with essential knowledge to positively impact 

perceptions of their efficacy.  

Leadership Style and Perceived Principal Efficacy 

 This study utilized transformational leadership as the framework to grow and 

impact instruction. Future research concerning all leadership styles could investigate if 

there is a particular style of leadership that correlates with higher perceptions of principal 

efficacy among teachers. There are possibilities that different leadership approaches 

correlate more strongly with high perceptions of principal efficacy.  

Researching different leadership styles such as transactional, situational, or 

servant would advance the understanding of how leadership behaviors and strategies 

influence the way a teacher perceives the effectiveness of their principal. Specifically, 

this could link a strategy that could impact the effectiveness of the feedback given during 

the evaluation process. Identifying some of these strategies could benefit the development 

of leadership training programs. Professional development for principals to effectively 

increase perceptions of their efficacy among teachers would be impacted by 

understanding which leadership styles most significantly influence these perceptions. 

Thus, this may change how principals are trained.  

In summary, this study has set the foundation with transformational leadership 

applications to perceived principal efficacy, but there is potential for broadening the 

learning to include many other leadership styles. This would enhance leadership 

development and impact education positively.  
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Perceived Principal Efficacy and Teacher Retention 

This study gathered surface-level information on how the perception of principal 

efficacy can impact the desire for a teacher to stay in the same building. Future research 

could focus on this topic and explore how the perception of principal efficacy could be 

used as a tool for teacher retention to offer a better understanding of the factors involved. 

Teacher retention is a critical concern in the current landscape as education is currently 

experiencing a supply and demand issue because there are not enough qualified teachers 

entering the workforce to fill the demand of the job openings. This shortage issue 

underscores the need for strategies and insights to contribute to teacher retention. 

Understanding the potential impact the perception of principal efficacy could have on 

influencing teachers to stay in their current positions would benefit the entire field of 

education.   

Gaining a better understanding of the interactions between perceived principal 

efficacy and teacher retention would have a significant impact on the field of education. 

It addresses the immediate challenges associated with the teacher workforce and 

contributes valuable insights to shape leadership practices and professional development 

for principals. In conclusion, the potential knowledge gained from the expansion of this 

research would impact teacher retention. 

Summary 

 The perception of principal efficacy and its impact on teaching was thoroughly 

discussed throughout this chapter. The purpose of this qualitative study was to investigate 

the potential impact of teachers’ perceptions of principal efficacy on instructional growth. 

The research closed the gap in the understanding of how the perception of principal 



PERCEIVED PRINCIPAL EFFICACY ON INSTRUCTIONAL GROWTH              92 

 

efficacy impact instructional feedback and growth. The data from this study were used to 

formulate conclusions and implications throughout this chapter. The study addressed a 

relatively unexplored area in principal development and aimed to contribute valuable 

information to the field of education. The results and conclusions that were discussed 

could inform future practices and strategies related to principal development, 

instructional feedback, and instructional growth. 

 Conclusions were drawn to answer the three main research questions of what 

factors determine the perception of principal efficacy, what ways instructional feedback 

is impacted by perceived principal efficacy, and what ways does perceived principal 

efficacy impact teacher instructional growth. The findings discussed in this chapter 

revealed insights into each of these questions. The perception of principal efficacy was 

determined by several factors, including the observed actions of the principal, the 

capacity of the principal, and the quality of relationships the principal developed. The 

impact to instructional feedback from perceived principal efficacy was characterized by 

teachers feeling more confident and viewing the feedback as more valid. Specifically, 

confidence and validity of instructional feedback received during the evaluation process 

were positively impacted when a teacher had a positive perception of their principal’s 

efficacy. Lastly, the impact on instructional growth influenced motivation and 

relationship building.  

 Three implications for practice within the field of education were outlined. 

Beginning with the malleability of perceived principal efficacy, it was highlighted that 

perceived principal efficacy can change depending on the relationships that are developed 

and cultivated. The way the staff trusts the principal directly shapes the overall perception 
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of principal efficacy. Perception of principal efficacy can increase or decrease over time 

given the determining factors. Next, the importance of fostering a positive perception of 

principal efficacy was highlighted, as it directly impacts the teachers’ experiences with 

the feedback a principal gives. Lastly, by understanding the impacts surrounding the 

perceived perceptions of principal efficacy, one can leverage this knowledge to positively 

impact the culture and environment of the entire school through the role of the principal. 

 The end of the chapter concludes with recommendations for future research in 

several areas. These areas include investigating systematic methods to measure perceived 

principal efficacy, exploring leadership practices that improve perceived principal 

efficacy, determining the correlation between the style of leadership and perceived 

principal efficacy, and researching how perceived principal efficacy can be implemented 

to increase teacher retention.  

 

 

 

 

 

 

 

 

 

 



PERCEIVED PRINCIPAL EFFICACY ON INSTRUCTIONAL GROWTH              94 

 

References 

Afzal, S., Arshad, M., Saleem, S., & Farooq, O. (2019). The impact of perceived  

supervisor support on employees’ turnover intention and task performance: 

Mediation of self-efficacy. Journal of Management Development. 

https://doi.org/10.1108/JMD-03-2019-0076 

Akinyemi, A. F., Rembe, S., & Nkonki, V. (2020). Trust and positive working  

relationships among teachers in communities of practice as an avenue for 

professional development. Education Sciences, 10(5), 136. 

Anselmus Dami, Z., Budi Wiyono, B., Imron, A., Burhanuddin, B., Supriyanto, A., &  

Daliman, M. (2022). Principal self-efficacy for instructional leadership in the 

perspective of principal strengthening training: work engagement, job satisfaction 

and motivation to leave. Cogent Education, 9(1), 2064407. 

https://doi.org/10.1080/2331186X.2022.2064407 

Balyer, A., & Ozcan, K. (2020). School principals’ instructional feedback to teachers: 

Teachers’ views. International Journal of Curriculum and Instruction, 12, 295-

312. https://ijci.wcci-international.org/index.php/IJCI/article/view/336/139 

Bandura, A. (1997). Self-efficacy: The exercise of control. W. H. Freeman and Company. 

Bandura, A. (2014). Social cognitive theory of moral thought and action. In W. 

M. Kurtines & J. L. Gewirtz (Eds.), Handbook of moral behavior and 

development (pp. 69-128). Psychology Press. 

Baptiste, M. (2019). No teacher left behind: The impact of principal leadership styles on 

teacher job satisfaction and student success. Journal of International Education 

and Leadership, 9(1), n1. https://files.eric.ed.gov/fulltext/EJ1212519.pdf 



PERCEIVED PRINCIPAL EFFICACY ON INSTRUCTIONAL GROWTH              95 

 

Bass, B. M., & Riggio, R. E. (2006). Transformational leadership (2nd ed.). Lawrence 

Erlbaum Associates Publishers. https://doi.org/10.4324/9781410617095 

Beijaard, D., Verloop, N., & Vermunt, J. D. (2000). Teachers’ perceptions of professional 

identity: An exploratory study from a personal knowledge perspective. Teaching 

and Teacher Education, 16(7), 749-764. 

Brolund, L. (2016). Student success through instructional leadership. BU Journal of 

Graduate Studies in Education, 8(2), 42-45. 

https://files.eric.ed.gov/fulltext/EJ1230490.pdf 

Brown, M. N. (2019). Case study identifying communication practices for teacher 

coaching and feedback in principal leadership in Virginia Title I elementary 

schools [Doctoral dissertation, Northcentral University]. 

Brownfield, J. (2020). The effects of principal feedback on instruction and student 

achievement [Doctoral dissertation, Lindenwood University]. 

Bukko, D., Liu, K., & Johnson, A. H. (2021). Principal practices that build and sustain 

trust: Recommendations from teachers in a high-trust school. Planning & 

Changing, 50. 

https://education.illinoisstate.edu/downloads/planning/Bukko_50.1-2.pdf 

Burkholder, G. J., Cox, K. A., Crawford, L. M., & Hitchcock, J. H. (2020). Research 

design and methods: An applied guide for the scholar-practitioner. Sage 

Publications. 

Caingcoy, M. (2022). Feedback mechanisms of school heads on teacher performance. 

European Journal of Education Studies, 7(3), 236-253. 

http://doi.org/10.5281/zenodo.3759781 



PERCEIVED PRINCIPAL EFFICACY ON INSTRUCTIONAL GROWTH              96 

 

Campbell, P., Chaseling, M, Boyd, W., & Shipway, B. (2018). The effective instructional 

leader. Professional Development in Education, 45(2), 276-290. 

https://doi.org/10.1080/19415257.2018.1465448  

Carson, C. (2020). Evaluative feedback of performance as experienced by first-year 

teachers. Kennesaw State University. 

Chandler, A. (2016). An examination of feedback given to teachers in schools within the 

Network for Educator Effectiveness system in Missouri [Doctoral dissertation, 

University of Missouri-Columbia].  

https://mospace.umsystem.edu/xmlui/bitstream/handle/10355/56216/research.pdf 

?sequence=2  

Chua, J., & Ayoko, O. (2021). Employees’ self-determined motivation, transformational 

leadership and work engagement. Journal of Management & Organization, 27(3), 

523-543. doi:10.1017/jmo.2018.74 

Clonts, J. G. (1992). The concept of reliability as it pertains to data from qualitative 

studies. 

Creswell, J. W., & Creswell, J. D. (2018). Research design: Qualitative, quantitative, and 

mixed methods approaches (5th ed.). Sage. 

Day, C., Sammons, P., & Gorgen, K. (2020). Successful school leadership. Education 

Development Trust. https://files.eric.ed.gov/fulltext/ED614324.pdf 

Denny, E., & Weckesser, A. (2022). How to do qualitative research: Qualitative research 

methods. Bjog, 129(7), 1166-1167. https://doi.org/10.1111/1471-0528.17150 



PERCEIVED PRINCIPAL EFFICACY ON INSTRUCTIONAL GROWTH              97 

 

Derrington, M. L., & Campbell, J. W. (2018). High-stakes teacher evaluation policy: US 

principals’ perspectives and variations in practice. Teachers and Teaching, 24(3), 

246-262. https://doi.org/10.1080/13540602.2017.1421164 

Devi, B., Khandelwal, B., & Das, M. (2017). Application of Bandura’s social cognitive 

theory in the technology enhanced, blended learning environment. International 

Journal of Applied Research, 3(1), 721-724. 

https://www.researchgate.net/profile/Barkha-Devi-

2/publication/360270638_Impact_Factor_52_IJAR/links/626cfaf6b277c02187d7c

c19/Impact-Factor-52-IJAR.pdf 

Eldar, E., & Shoshani, A. (2019). Leadership practices, teachers' self-efficacy, and 

instructional quality: A mediation model. Educational Management 

Administration & Leadership, 47(3), 358-375. 

Engin, G. (2020). An examination of primary school students' academic achievements 

and motivation in terms of parents' attitudes, teacher motivation, teacher self-

efficacy and leadership Approach. International Journal of Progressive 

Education, 16(1), 257-276. https://files.eric.ed.gov/fulltext/EJ1244883.pdf 

Fraenkel, J. R., Wallen, N. E., & Hyun, H. H. (2019). How to design and evaluate 

research in education (10th ed.). McGraw-Hill. 

Francisco, C. D. (2019). School principals' transformational leadership styles and their 

effects on teachers' self-efficacy. International Journal of Advanced Research, 

7(10), 622-635. https://files.eric.ed.gov/fulltext/ED607104.pdf 



PERCEIVED PRINCIPAL EFFICACY ON INSTRUCTIONAL GROWTH              98 

 

Fuentes, S. Q., & Jimerson, J. B. (2020). Role enactment and types of feedback: The 

influence of leadership content knowledge on instructional leadership efforts. 

Journal of Educational Supervision, 3(2), 6-31. https://doi.org/10.31045/jes.3.2.2 

Goddard, R. D., Bailes, L. P., & Kim, M. (2021). Principal efficacy beliefs for 

instructional leadership and their relation to teachers’ sense of collective efficacy 

and student achievement. Leadership and Policy in Schools, 20(3), 472-493. DOI: 

10.1080/15700763.2019.1696369 

Golafshani, N. (2003). Understanding reliability and validity in qualitative research. The 

Qualitative Report, 8(4), 597-607. 

Grant, C., & Osanloo, A. (2014). Understanding, selecting, and integrating a theoretical 

framework in dissertation research: Creating the blueprint for your “house.” 

Administrative Issues Journal, 4(2), 4. 

https://dc.swosu.edu/cgi/viewcontent.cgi?article=1096&context=aij    

Grissom, J. A., & Bartanen, B. (2019). Strategic retention: Principal effectiveness and 

teacher turnover in multiple-measure teacher evaluation systems. American 

Educational Research Journal, 56(2), 514-555. 

https://doi.org/10.3102/0002831218797931 

Hattie, J., & Timperley, H. (2007). The power of feedback. Review of Educational 

Research, 77(1), 81-112. DOI: 10.3102/003465430298487 

Hauserman, C. P., & Stick, S. L. (2013). The leadership teachers want from principals: 

Transformational. Canadian Journal of Education / Revue Canadienne de 

l’éducation, 36(3), 184–203. 

http://www.jstor.org/stable/canajeducrevucan.36.3.184 



PERCEIVED PRINCIPAL EFFICACY ON INSTRUCTIONAL GROWTH              99 

 

Hodge, A. (2019). Educators' perceptions on the usefulness, accuracy, credibility, and 

responsiveness of principal feedback [Doctoral dissertation, Southwest Baptist 

University]. 

Hoogsteen, T. J. (2020). Collective efficacy: Toward a new narrative of its development 

and role in achievement. Palgrave Communications, 6(1), 1-7. 

Ingersoll, R. M., & Strong, M. (2011). The impact of induction and mentoring programs 

for beginning teachers: A critical review of the research. Review of Educational 

Research, 81(2), 201-233. DOI: 10.3102/0034654311403323 

Ismail, M. R. (2012). Teachers' perceptions of principal leadership styles and how they 

impact teacher job satisfaction. Colorado State University. 

Kedzior, M., & Fifield, S. (2004). Teacher professional development. Education Policy 

Brief from the University of Delaware Education Research & Development 

Center. 

Kirby, P. C., & Blase, J. J. (1991). Teachers' perceptions of principals affect collaborative 

efforts. NASSP Bulletin, 75(538), 111-115. 

Liebowitz, D. D., & Porter, L. (2019). The effect of principal behaviors on student, 

teacher, and school outcomes: A systematic review and meta-analysis of the 

empirical literature. Review of Educational Research, 89(5), 785–827. 

https://doi.org/10.3102/0034654319866133 

Leithwood, K., & Jantzi, D. (2006). Transformational school leadership for large-scale 

reform: Effects on students, teachers, and their classroom practices. School 

Effectiveness and School Improvement, 17(2), 201-227. 



PERCEIVED PRINCIPAL EFFICACY ON INSTRUCTIONAL GROWTH              100 

 

Leithwood, K., Sun, J., & Schumacker, R. (2020). How school leadership influences 

student learning: A test of “The four paths model.” Educational Administration 

Quarterly, 56(4), 570-599. DOI: 10.1177/0013161X19878772 

Lillejord, S., & Borte, K. (2020). Trapped between accountability and professional 

learning? School leaders and teacher evaluation. Professional Development in 

Education, 46(2), 274-291. https://doi.org/10.1080/19415257.2019.1585384 

Louis, K. S., Leithwood, K., Wahlstrom, K., & Anderson, S. E. (2010).  Investigating the 

links to improved student learning. The Wallace Foundation. 

https://www.wallacefoundation.org/knowledge-center/Documents/Investigating-

the-Links-to-Improved-Student-Learning.pdf. 

Luszczynska, A., & Schwarzer, R. (2020). Changing behavior using social cognitive 

theory. The Handbook of Behavior Change, 2020, 32-45. 

Ma, X., & Marion, R. (2021). Exploring how instructional leadership affects teacher 

efficacy: A multilevel analysis. Educational Management Administration & 

Leadership, 49(1), 188-207. https://doi.org/10.1177/1741143219888742 

Mathers, C., & Oliva, M. (2008). Improving Instruction through Effective Teacher 

Evaluation: Options for States and Districts. TQ Research & Policy Brief. 

National comprehensive center for teacher quality. 

https://files.eric.ed.gov/fulltext/ED520778.pdf 

Mendez-Morse, S. (1991). The principal's role in the instructional process: Implications 

for at-risk students. SEDL Issues about Change, 1(3), 1. 



PERCEIVED PRINCIPAL EFFICACY ON INSTRUCTIONAL GROWTH              101 

 

Mertens, D. M. (2020). Research and evaluation in education and psychology: 

Integrating diversity with quantitative, qualitative, and mixed methods (5th ed.). 

Sage. 

Meyer-Looze, C., Richards, S., Brandell, S., & Margulus, L. (2019). Implementing the 

change process for staff and student success: An instructional module. 

International Council of Professors of Educational Leadership, 14(1), 170-187. 

Miles, M. B., & Huberman, A. M. (1994). Qualitative data analysis: An expanded 

sourcebook. Sage. 

Mireles-Rios, R., & Becchio, J. A. (2018). The evaluation process, administrator 

feedback, and teacher self-efficacy. Journal of School Leadership, 28(4), 462-

487. https://doi.org/10.1177/105268461802800402 

Missouri Department of Elementary and Secondary Education. (2022, April 16). Teacher 

evaluation protocol. https://dese.mo.gov/media/pdf/oeq-ed-teacherevaluation 

protocol  

Munir, F., & Khalil, U. (2016). Secondary school teachers' perceptions of their principals' 

leadership behaviors and their academic performance at secondary school level. 

Bulletin of Education and Research, 38(1), 41-55. 

Ndiritu, A. W., Mbugua, J. M., & Ndiritu, C. N. (2019). Lessons for school principals 

from transformational leadership characteristics. Journal of Education and 

Practice, 10(12), 44-51. DOI: 10.7176/JEP  

Nguyen, T., Lam, C., & Bruno, P. (2022). Is there a national teacher shortage? A 

systematic examination of reports of teacher shortages in the United States. 



PERCEIVED PRINCIPAL EFFICACY ON INSTRUCTIONAL GROWTH              102 

 

(EdWorkingPaper: 22-631). Annenberg Institute at Brown University: 

https://doi.org/10.26300/76eq-hj32 

Osher, D., & Fleischman, S. (2005). Positive culture in urban schools. Educational 

Leadership, 62(6), 84-85. 

Ozdemir, G., Sahin, S., & Ozturk, N. (2020). Teachers' self-efficacy perceptions in terms 

of school principal's instructional leadership behaviours. International Journal of 

Progressive Education, 16(1), 25-40. 

https://files.eric.ed.gov/fulltext/EJ1244970.pdf 

Pannell, S., White, L., & McBrayer, J. S. (2018). A comparison of principal self-efficacy 

and assessment ratings by certified staff: Using multi-rater feedback as part of a 

statewide principal evaluation system. School Leadership Review, 13(1), 6. 

https://scholarworks.sfasu.edu/slr/vol13/iss1/6 

Prothero, A. (2020). The essential traits of a positive school climate. Education Week. 

Sadler, D. R. (1989). Formative assessment and the design of instructional systems. 

Instructional Science, 18(2), 119–144. https://doi.org/10.1007/BF00117714  

Schunk, D. H., & Usher, E. L. (2012). Social cognitive theory and motivation. The 

Oxford Handbook of Human Motivation, 2, 11-26. 

Schunk, D. H., & Zimmerman, B. J. (2007). Influencing children's self-efficacy and self-

regulation of reading and writing through modeling. Reading & Writing 

Quarterly, 23(1), 7-25. 

Shields, C. M., & Leithwood, K. (2019). Transformational school leadership: Evidence 

from Manitoba. School Leadership & Management, 39(3), 233-249. DOI: 

10.4018/978-1-5225-8516-9.ch019 



PERCEIVED PRINCIPAL EFFICACY ON INSTRUCTIONAL GROWTH              103 

 

Skaalvik, C. (2020). School principal self-efficacy for instructional leadership: Relations 

with engagement, emotional exhaustion and motivation to quit. Soc Psychol Educ 

23, 479–498. https://doi.org/10.1007/s11218-020-09544-4  

Skaalvik, E. M., & Skaalvik, S. (2014). Teacher self-efficacy and perceived autonomy: 

Relations with teacher engagement, job satisfaction, and emotional exhaustion. 

Psychological Reports, 114(1), 68-77. DOI 10.2466/14.02.PR0.114k14w0 

Sleiman, A. (2018). Performance feedback: How structure, culture, and agency affects 

feedback. University of San Diego. 

Staumont, J. (2017). Principals’ perception and self-efficacy: Addressing achievement in 

a post annual yearly progress environment (Publication No. 10289443) [Doctoral 

dissertation, University of La Verne]. ProQuest Dissertations Publishing. 

Tschannen-Moran, M., & Gareis, C. R. (2004). Principals’ sense of efficacy: Assessing a 

promising construct. Journal of Educational Administration, 42(5), 573–585. 

https://doi.org/10.1108/09578230410554070 

Vanderbilt University. (2023). Is it important to acknowledge students’ diversity in 

classroom settings? Why or why not? 

https://iris.peabody.vanderbilt.edu/module/div/cresource/q1/p02/ 

Wallin, D., Newton, P., Jutras, M., & Adilman, J. (2019). “I’m not where I want to be”: 

teaching principals’ instructional leadership practices. The Rural Educator, 40(2), 

23-32. https://doi.org/10.35608/ ruraled.v40i2.777 

Wieczorek, D., & Lear, J. (2018). Building the “bridge”: Teacher leadership for learning 

and distributed organizational capacity for instructional improvement. 



PERCEIVED PRINCIPAL EFFICACY ON INSTRUCTIONAL GROWTH              104 

 

International Journal of Teacher Leadership, 9(2), 22-47. 

https://files.eric.ed.gov/fulltext/EJ1202334.pdf 

Williams, M., & Moser, T. (2019). The art of coding and thematic exploration in 

qualitative research. International Management Review, 15(1), 45-55. 

Winn, C. S., Cothern, T. L., Lastrapes, R., & Orange, A. (2021). Teacher self-efficacy 

and principal leadership behaviors. ICPEL Education Leadership Review, 22(1),        

17-35. https://www.icpel.org/uploads/1/5/6/2/15622000/elr_volume_22_fall_ 

2021.pdf# page=22 

Wisniewski, B., Zierer, K., & Hattie, J. (2020). The power of feedback revisited: A meta-

analysis of educational feedback research. Frontiers in Psychology, 10, 3087. 

https://doi.org/10.3389/fpsyg.2019.03087 

Won, N., Liu, K., and Bukko, D. (2019). Developing instructional skills: Perspectives of 

feedback in student teaching. Networks: An Online Journal for Teacher Research, 

21(2). https://doi.org/10.4148/2470-6353.1303  

Zimmerman, B. J. (2000). Self-efficacy: An essential motive to learn. Contemporary 

Educational Psychology, 25(1), 82-91. https://doi.org/10.1006/ceps.1999.1016 

 

  



PERCEIVED PRINCIPAL EFFICACY ON INSTRUCTIONAL GROWTH              105 

 

Appendix A 

 Teacher Perception of Principal Efficacy Survey Questions 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

  

Question Survey Item Response Choices 

1 

 

 

How many years of experience do 

you have as a teacher? 

1-3 years 

4-6 years 

7-10 years 

11-15 years 

16+ years 

2 

 

 

What evaluation protocol is used to 

complete your teacher evaluations? 

Open-Ended 

 

3 

 

 

What is your perception of the 

principal efficacy your evaluator 

demonstrates?  

High efficacy  

Average efficacy  

Low efficacy 

4 How often do you feel your 

perception of your principal’s 

efficacy impacts the feedback you 

receive through the evaluation 

protocol?   

Never 

Sometimes 

About half the time 

Most of the time 

Always 

5 How often do you feel your 

perception of your principal’s 

efficacy impacts your instructional 

growth? 

Never 

Sometimes 

About half the time 

Most of the time 

Always 

6 How often do you feel your 

perception of your principal’s 

efficacy impacts how you 

implement your curriculum? 

Never 

Sometimes 

About half the time 

Most of the time 

Always 

7 How often do you feel your 

perception of your principal’s 

efficacy impacts your desire to 

continue working in the same 

building? 

Never 

Sometimes 

About half the time 

Most of the time 

Always 

8 In what ways, if any, do you feel 

your perception of your principal’s 

efficacy impacts the way you teach?  

Open-ended 

9 Are you willing to participate in a 

15-minute follow-up interview? If 

so, please provide your contact 

information. 

Open-ended 
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Appendix B 

Teacher Perception of Principal Efficacy Interview Questions 

 Question 

1 

 

 

How many years of experience do you have as a teacher? 

2 

 

 

Describe your experience with the process of teacher evaluation. 

3 

 

 

How would you define principal efficacy? 

4 How, if at all, do you feel your perception of your principal’s efficacy impacts the 

feedback you receive through the evaluation protocol?   

5 How, if at all, do you feel the perceived level of efficacy of your principal impacts 

your instructional growth?  

6 How, if at all, do you feel your perception of your principal’s efficacy impacts your 

desire to continue working in the same building? 

7 In what ways, if any, do you feel your perception of your principal’s efficacy is 

important?  
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Appendix C 

Lindenwood Institutional Review Board Approval Letter 

Nov 21, 2022, 4:20:41 PM CST 

RE: 

IRB-23-34: Initial - The Impact of Perceived Principal Efficacy on Instructional Growth 

Through the Evaluation Protocol 

 

Dear John Thompson, 

 

The study, The Impact of Perceived Principal Efficacy on Instructional Growth Through 

the Evaluation Protocol, has been Approved as Exempt. 

 

Category: Category 1. Research, conducted in established or commonly accepted 

educational settings, that specifically involves normal educational practices that are not 

likely to adversely impact students’ opportunity to learn required educational content or 

the assessment of educators who provide instruction. This includes most research on 

regular and special education instructional strategies, and research on the effectiveness of 

or the comparison among instructional techniques, curricula, or classroom management 

methods. 

 

The submission was approved on November 21, 2022. 

 

Here are the findings: 

 

IRB Discussion 

 

● The PI is reminded that compliance with the recruitment policies at an external 

site resides with the PI. Should the policies of an external site require 

authorization from that site's IRB or another office, the PI must obtain this 

authorization and upload it as a modification to their approved LU IRB 

application prior to recruiting subjects at that site. 

Regulatory Determinations 

● This study has been determined to be minimal risk because the research is not 

obtaining data considered sensitive information or performing interventions 

posing harm greater than those ordinarily encountered in daily life or during the 

performance of routine physical or psychological examinations or tests.  

 

Sincerely, 

Lindenwood University Institutional Review Board 
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Appendix D 

Survey Letter of Participation 

Dear Prospective Participants,  

  

My name is John Thompson and I am requesting your participation in my doctoral 

dissertation research project at Lindenwood University. The study is entitled The Impact 

of Perceived Principal Efficacy on Instructional Growth Through the Evaluation 

Protocol. For this study, Efficacy is defined as the judgment of one's own ability to 

produce desired results. Participants will be asked to complete an 8-minute online survey. 

I am conducting this study to identify what, if any, impact the perception of principal 

efficacy has on instructional growth.  

  

In order to conduct my research, I would like to invite all teachers with at least one year 

of experience to participate in the completion of an online survey at the following link:  

https://lindenwood.az1.qualtrics.com/jfe/form/SV_eM2dcEWV5n0fYoe. 
  

The survey should take 8 minutes or less to complete. If you are willing to participate in 

an interview, you will have an opportunity at the end of the survey to indicate your 

willingness and share your contact information. The interview will last about 15 minutes 

and occur at an agreed-upon time via Google Meet.   

  

Your participation in this research study is voluntary, and you may withdraw at any time. 

All information obtained through this research will be reported anonymously. I will only 

receive the anonymous data collected from the survey. Participants will indicate consent 

by completing the research instrument but may also review the informed consent form 

attached to this email.  

  

Thank you in advance to those willing to participate and support this study. I hope the 

results of this study will identify how perceived principal efficacy impacts instructional 

growth. If you have questions, you can contact me at (jrt273@lindenwood.edu). Dr. 

Tanya Vest, the dissertation chair for this research project, may be contacted at 

tvest@lindenwood.edu.   

  

Thank you for your time,  

  

John Thompson 

Doctoral Candidate 

Lindenwood University  

 

Research Information Sheet 

  

https://nam04.safelinks.protection.outlook.com/?url=https%3A%2F%2Flindenwood.az1.qualtrics.com%2Fjfe%2Fform%2FSV_eM2dcEWV5n0fYoe&data=05%7C01%7Cjrt273%40lindenwood.edu%7Cedb10e45398349ea3f2808daf27d75dd%7C3d72f08e540a4c68905d9e69c4d9c61e%7C1%7C0%7C638088917935007173%7CUnknown%7CTWFpbGZsb3d8eyJWIjoiMC4wLjAwMDAiLCJQIjoiV2luMzIiLCJBTiI6Ik1haWwiLCJXVCI6Mn0%3D%7C3000%7C%7C%7C&sdata=ehDBuqSQ4jWFPYDC8DotmEhkRsiW%2FGYK95vJ86s1CQc%3D&reserved=0
https://nam04.safelinks.protection.outlook.com/?url=https%3A%2F%2Fdocs.google.com%2Fdocument%2Fd%2F1mQN0mZoolMdkCA3a9K6fbUKqsTl-GPHEYIokNCYWLeE%2Fedit%3Fusp%3Dsharing&data=05%7C01%7Cjrt273%40lindenwood.edu%7Cedb10e45398349ea3f2808daf27d75dd%7C3d72f08e540a4c68905d9e69c4d9c61e%7C1%7C0%7C638088917935163400%7CUnknown%7CTWFpbGZsb3d8eyJWIjoiMC4wLjAwMDAiLCJQIjoiV2luMzIiLCJBTiI6Ik1haWwiLCJXVCI6Mn0%3D%7C3000%7C%7C%7C&sdata=b%2BpuSCeFgpANMgJGejqNmSX0KMndZvvP5WhWRkdw0v0%3D&reserved=0
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Appendix E 

Survey Research Information Sheet 

 

Research Information Sheet 

You are being asked to participate in a research study. We are doing this study to 

investigate the impact of teacher perception regarding principal efficacy on instructional 

growth through the evaluation protocol. During this study, you will fill out a survey that 

will take 8 minutes or less. After taking the survey, you may choose to be considered for 

an interview. One representative per district will be chosen to participate in a 15-minute 

interview. The representative will be chosen based on the first to respond.  

Your participation is voluntary. You may choose not to participate or withdraw at any 

time. 

There are no risks from participating in this project. There are no direct benefits for you 

participating in this study. We are collecting data that could identify you, such as an 

email address or phone number to contact you to schedule your interview should you 

indicate a willingness to participate in an interview on the survey. Every effort will be 

made to keep your information secure and confidential. Only members of the research 

team will be able to see your data.  

We will do everything we can to protect your privacy. We do not intend to include 

information that could identify you in any publication or presentation. Any information 

we collect will be stored by the researcher in a secure location. The only people who will 

be able to see your data are members of the research team, qualified staff of Lindenwood 

University, and representatives of state or federal agencies. 

Who can I contact with questions? 

If you have concerns or complaints about this project, please use the following contact 

information: 

John Thompson: jrt273@lindenwood.edu 

or  

Dr. Tanya Vest: tvest@lindenwood.edu. 

 

mailto:JRT273@lindenwood.edu
mailto:tvest@lindenwood.edu
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If you have questions about your rights as a participant or concerns about the project and 

wish to talk to someone outside the research team, you can contact Michael Leary 

(Director - Institutional Review Board) at 636-949-4730 or mleary@lindenwood.edu.  

 

 

  

mailto:mleary@lindenwood.edu
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Appendix F 

Email to Follow up Interview Participants 

 

Dear Prospective Participants,  

  

My name is John Thompson and I want to thank you for participating in my doctoral 

dissertation research project at Lindenwood University by filling out the survey last 

month. The study is entitled The Impact of Perceived Principal Efficacy on Instructional 

Growth Through the Evaluation Protocol. You indicated in the survey that you may be 

willing to participate in a follow-up interview. The interview will last about 15 minutes 

(7 total questions) and occur at an agreed-upon time via Google Meet. I can set up this 

interview at your convenience to be conducted when you are available. Please let me 

know if you are willing to help by responding to this email. When I hear from you, we 

can establish a convenient date and time.  

 

  

Your participation in this research study is voluntary, and you may withdraw at any time. 

All information obtained through this research will be reported anonymously. I will only 

receive the anonymous data collected from the survey. Participants will indicate consent 

by completing the research instrument but may also review the informed consent form 

attached to this email.  

  

Thank you in advance to those willing to participate and support this study. I hope the 

results of this study will identify how perceived principal efficacy impacts instructional 

growth. If you have questions, you can contact me at (jrt273@lindenwood.edu). Dr. 

Tanya Vest, the dissertation chair for this research project, may be contacted at 

tvest@lindenwood.edu.   

  

Thank you for your time,  

  

John Thompson 

Doctoral Candidate 

Lindenwood University  

  

Research Information Sheet 

 

  

https://nam04.safelinks.protection.outlook.com/?url=https%3A%2F%2Fdocs.google.com%2Fdocument%2Fd%2F1mQN0mZoolMdkCA3a9K6fbUKqsTl-GPHEYIokNCYWLeE%2Fedit%3Fusp%3Dsharing&data=05%7C01%7Cjrt273%40lindenwood.edu%7Cedb10e45398349ea3f2808daf27d75dd%7C3d72f08e540a4c68905d9e69c4d9c61e%7C1%7C0%7C638088917935163400%7CUnknown%7CTWFpbGZsb3d8eyJWIjoiMC4wLjAwMDAiLCJQIjoiV2luMzIiLCJBTiI6Ik1haWwiLCJXVCI6Mn0%3D%7C3000%7C%7C%7C&sdata=b%2BpuSCeFgpANMgJGejqNmSX0KMndZvvP5WhWRkdw0v0%3D&reserved=0
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Appendix G 

Informed Consent Form for Follow up Interview Participants

 

Research Study Consent Form 

 

The Impact of Perceived Principal Efficacy on Instructional Growth Through the 

Evaluation Protocol 

 

Before reading this consent form, please know: 

 

● Your decision to participate is your choice 

● You will have time to think about the study 

● You will be able to withdraw from this study at any time 

● You are free to ask questions about the study at any time 

 

After reading this consent form, we hope that you will know: 

 

● Why we are conducting this study 

● What you will be required to do 

● What are the possible risks and benefits of the study 

● What alternatives are available, if the study involves treatment or therapy 

● What to do if you have questions or concerns during the study 

 

 

 

 

 

 

 

 

 

 

 
 

 
 
 
  

Basic information about this study: 
 

We are interested in learning about the impact of perceived principal 

efficacy on instructional growth through the evaluation protocol 

 

You will be asked to participate in an online survey and you will also be 

asked in you would be willing to participate in a follow up interview 

 

There are no risks in participating in this study. The online survey will not 

collect identifiable information and those willing to participate in the focus 

group will have their identities protected by the use of alphanumeric codes.  

All data will be secured for three years and then destroyed. 
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Research Study Consent Form 

 

The Impact of Perceived Principal Efficacy on Instructional Growth Through the 

Evaluation Protocol 

 

You are asked to participate in a research study being conducted by John Thompson 

under the guidance of Dr. Tanya Vest at Lindenwood University. Being in a research 

study is voluntary, and you are free to stop at any time. Before you choose to participate, 

you are free to discuss this research study with family, friends, or a physician. Do not feel 

like you must join this study until all of your questions or concerns are answered. If you 

decide to participate, you will be asked to sign this form. 

 

Why is this research being conducted? 

 

We are doing this study to determine what impacts perceived principal efficacy has on 

instructional growth. You will be asked questions about perceived principal efficacy and 

what impacts it has, if any. We will be asking about six to ten other people to answer 

these questions.   

 

What am I being asked to do? 

 

First, you will be asked to participate in a survey. The last question of the survey will ask 

if you would like to participate in a follow up interview individually with the researcher. 

If you would like to participate in the follow up interview you will be asked to include 

your email address or contact information on the last survey response. The follow up 

interview participants will be asked to join a virtual discussion that will last 

approximately 30 minutes. The session will be audio- and/or video- recorded and then 

transcribed. Transcriptions will be sent to each focus group discussion member for 

review prior to analysis.  

 

How long will I be in this study? 

 

The follow up interview discussion will take approximately 30 minutes. The study will 

conclude during the Spring Semester of 2023. 

 

What are the risks of this study? 

 

Privacy and Confidentiality  

 

We are collecting data that could identify you, such as your email address. Every effort 

will be made to keep your information secure. Only members of the research team will be 

able to see any data that may identify you. 

 

What are the benefits of this study? 
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You will receive no direct benefits for participating in this focus group. We hope what we 

learn may benefit other people in the future. 

 

Will I receive any compensation?  

 

There will be no compensation to participate in this research.  

 

What if I do not choose to participate in this research? 

 

It is always your choice to participate in this study. You may withdraw at any time. You 

may choose not to answer any questions or perform tasks that make you uncomfortable. 

If you decide to withdraw, you will not receive any penalty or loss of benefits. If you 

would like to withdraw from a study, please use the contact information found at the end 

of this form. 

 

What if new information becomes available about the study? 

 

During the course of this study, we may find information that could be important to you 

and your decision to participate in this research. We will notify you as soon as possible if 

such information becomes available. 

 

How will you keep my information private? 

 

We will do everything we can to protect your privacy. We do not intend to include 

information that could identify you in any publication or presentation. Any information 

we collect will be stored by the researcher in a secure location. The only people who will 

be able to see your data are members of the research team, qualified staff of Lindenwood 

University, representatives of state or federal agencies. 

 

How can I withdraw from this study? 

Notify the research team immediately if you would like to withdraw from this research 

study.  

 

Who can I contact with questions or concerns? 

 

If you have any questions about your rights as a participant in this research or concerns 

about the study, or if you feel under any pressure to enroll or to continue to participate in 

this study, you may contact the Lindenwood University Institutional Review Board 

Director, Michael Leary, at (636) 949-4730 or mleary@lindenwood.edu. You can contact 

the researcher, John Thompson directly at (417) 343-6522 or jrt273@lindenwood.edu. 

You may also contact Dr. Tanya Vest at tvest@lindenwood.edu. 

 

I have read this consent form and have been given the opportunity to ask questions. I will 

also be given a copy of this consent form for my records. I consent to my participation in 

the research described above.  

mailto:mleary@lindenwood.edu
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