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 EXECUTIVE SUMMARY 

 This paper was written prior to the release of the official results from CU Denver, 

and although the data reported within the paper come from the raw data file that 

was supplied, the official results may be slightly different from our estimates.  

o In doing so, actionable results can be applied more quickly than if we were 

to have waited for the official results.  

 The response rate of 73% was comparable to the historical trends 

 Overall agreement (71%) was similar to the 2017-18 school year 

 Analyzing individual scales, two made marked improvement from last year 

o District Supports and New Teacher scales increased by about 13 

percentage points and 4 percentage points, respectively.  

 There were three scales that were below the 65% favorability threshold this year: 

Time, Professional Development, and Managing Student Conduct.  

o Particular attention should be made to these aspects of climate. 

 A larger proportion of teachers who indicated that they do not plan on staying in 

their position/school next year remarked that they want to stay in the district, 

compared to last year 

o The percentage of teachers who plan on staying in their current position 

decreased from last year (85% last year vs 81% this year) 

o School leaders tend to want to stay in their current position less over time, 

whereas teachers tend to be more stable and other educators tend to 

want to stay in their current position more over time 

o For the current school year, the most important two aspects that affects 

teachers’ decisions to continue remain school leadership and school staff 

(as compared to last year) 

 Data-driven decision making and working with families & community were the top 

two choices that school leaders indicated needing additional support in order to 

lead their schools more effectively 

o The percentage of respondents indicating that data-driven decision 

making was a need tripled from last year’s rate, and working with families 

and community doubled from last year.  

 The top three professional development items were: social-emotional learning, 

differentiated instruction, and using technology in classroom instruction.  

 Even though new teachers indicated receiving more supports this year compared 

to last (percentage of agreement increased from 67% year to 77%), the percent 

of teachers who were assigned a mentor decreased.  

o The percent of teachers who were assigned mentors remains below 33% 

 School-level analyses were also conducted for the overall scale agreement 

o Lists were provided for the schools with large positive or negative change 

in their scores from last year 
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Introduction 

Most research studies suggest that school climate is positively correlated with 

academic achievement – that is, aspects of school climate related to safety, teaching 

and learning, relationship-building capacity, and school environment have been shown 

to foster greater student achievement when properly cultivated (Cohen, McCabe, 

Michelli, & Pickeral, 2009). School climate can even be a protective factor for students 

with less than ideal family environments, moderating the relationship between possible 

negative burdens the students have and their academics (O’Malley, Voight, Renshaw, & 

Eklund, 2014), and although it may be perceived differently from one student to the 

next, climate has been argued to be “a measure of community that is thus reflected in 

the collective experience of students and their interactions with peers and school adults 

… [and] ought to be researched at the school level” (i.e., in a multi-level model research 

design) (Wang et al., 2014). 

 Research has also shown that increasing staff climate can have multiple impacts 

on both staff and students’ outcomes. 

 Better climate has been linked to increased staff, faculty, and student 
performance (Freiberg, 1998) 

 “Research shows that school climate can affect many areas and people within 
schools. Consequently, research suggests that positive interpersonal 
relationships and optimal learning opportunities in all demographic environments 
can increase school achievement levels and reduce maladaptive behaviors” 
(McEvoy & Welker, 2000; as cited in Tubbs & Garner, 2008, p. 18) 

 Students who attend safe schools are more likely to be academically engaged 
and are less likely to exhibit problem behaviors such as drug use or violence. 
Students are less likely to drop out of safe schools (Bekuis, 1995; Bryk & Thum, 
1989; Greenberg, Skidmore, & Rhodes, 2004; Osher, Dwyer, & Jimerson, 2005) 

 “The organization's climate is reflected in its structures, policies, and practices; 
the demographics of its membership; the attitudes and values of its members 
and leaders; and the quality of personal interaction” (Tubbs & Garner, 2008, p. 
19) 

 “Evaluation is necessarily only one step in an ongoing process of learning and 
school improvement” (Cohen et al., 2009, p. 205) 

 

In short, survey measurement and analysis is the beginning of a change process. The 

safety, challenge, support, and social-emotional learning aspects of the survey reported 

within this paper should be used to provide a meaningful start of a performance 

management strategy in APS schools.  
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Administration of the Survey 

 The Colorado Department of Education’s (CDE) Teaching and Learning 

Conditions of Colorado (TLCC) survey was administered statewide in February and 

March of 2019. The TLCC survey was developed by APA Consulting in close 

collaboration with the state, partner organizations (e.g., Colorado Education 

Association, Colorado Association of School Executives) and representatives from 

districts and educators in the field. It is similar to (though shorter than) the CDE’s 

former biennial survey, and it surveys school-based educators to assess perceived 

teaching/working conditions at the school, district, and state level. A key purpose of 

the TLCC survey is to provide additional support to school, district, and state 

improvement planning, as well as research and policy.  

The TLCC survey was conducted anonymously by UC Denver, and reports 

were generated for schools with greater than 50% participation. This report was 

compiled using raw data that UC Denver supplied the Department of Accountability 

and Research. 

The TLCC survey questions focus on: time, community support and involvement, 

facilities and resources, instructional practices and support, managing student conduct, 

new teacher supports, professional development, school leadership, and teacher 

leadership, future employment plans, new teacher support, and district support for 

school leadership.  

Staff Characteristics 

 The Aurora Public Schools district had 1,786 completed surveys that represented 

79.6% of all the potential participants. This compares favorably to 2018 TLCC survey 

participation rates for the district of 72.8% and is up overall, historically. 

  

Table 1. Historic Admin/PT Response Rates from 2012-13 to 2018-19 School Years. 

 

 
TELL Survey TLCC Survey 

 2012-

13 

2013-

14 

2014-

15 

2015-

16 

2016-

17 

2017-

18 

2018-

19 

N Responses 1,344 
Off  

Year 

1,938 1,877 1,933 2,127 1,786 

N Employees 2,675 2,700 2,732* 2,684 2,710* 2,245 

% Response Rate 50% 72% 69% 72% 78% 73% 

Note.* Number of employees for these years was calculated post-hoc from the 

number of responses and the response rate per each year. 
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 There were three items that characterized the respondents, relating to their 

position, how many years at their current school they have worked in that position, and 

how many years in total they have worked in that position. For the position, 87% 

responded that they were Teachers, 7% were Other Educational Professionals, and 6% 

were School Leaders. The following Figures (1 through 4) detail the other two 

respondent characteristics. 

 

Figure 1. Number of years respondents have worked in their current position/school. 

 

Figure 2. Number of years respondents have worked total in their current role/position. 
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 The previous two Figures show that approximately half of respondents were 

within their first three years (First Year and 2-3 Years, combined) in their position at 

their particular school. However, the majority of respondents noted that they have 

worked for over 10 years (10-20 Years and 20+ years, combined). The following two 

Figures (3 and 4) differentiate these items by each of the three positions previously 

mentioned. 

 

Figure 3. Number of years respondents have worked in their current position/school, differentiated by position type. 

 

Figure 4. Number of years respondents have worked total in their current role/position, differentiated by position type. 

0

5

10

15

20

25

30

35

40

45

50

First Year 2-3 Years 4-5 Years 6-10 Years 10-20 Years 20+ Years

P
e
rc

e
n
t 
o
f 

R
e
s
p
o
n
d
e
n
ts

How many years have you worked at your present school 
in your current position?

Teachers (n = 1038) Other Educators (n = 71) School Leaders (n = 98)

0

5

10

15

20

25

30

35

40

45

50

First Year 2-3 Years 4-5 Years 6-10 Years 10-20 Years 20+ Years

P
e
rc

e
n
t 
o
f 

R
e
s
p
o
n
d
e
n
ts

How many years have you worked in your career in this 
position/role?

Teachers (n = 1046) Other Educators (n = 71) School Leaders (n = 98)



2018-19 Admin/PT Climate Survey  5 
 

 Referring to Figure 3, there were similar distributions across each year category 

for the position & school, with the exception of more School Leaders in their first year 

and more teachers in the 10-20 year category. Regarding the total number of years 

respondents noted having worked in their current position (Figure 4), over two-thirds of 

teachers were in either the 6-10 year category or the 10-20 year category, whereas 

School Leaders and Other Educators were more evenly distributed across all 

categories.  
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Survey Results 

 Overall agreement (71%) was slightly higher than it was for the 2017-18 school 

year (70%). However, there were some notable differences in the rates of agreement 

per the subscales (see Figure 5). The dashed lines in Figure 5 denote scales that 

decreased from last year to this year, and the solid lines denote scales that increased in 

the past year. All Scales either increased or decreased by less than 2 percentage 

points, indicating marginal fluctuation between the two years – with the exception of 

District Supports and New Teacher, which increased by about 13 percentage points and 

4 percentage points, respectively.  

 

Figure 5. Changes in the percentage of agreement on the 11 TLCC subscales from 2017-18 to 2018-19. 
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Notably, only School Leaders completed the District Supports scale, which 

assesses the confluence of expectations, resources, and trust between district-level and 

school-level operations. The large increase in this scale suggests that school leaders 

have seen a marked improvement in their relationship with district administrators. The 

other scale that showed a change greater than 2 percentage points from the past year 

(New Teacher) consisted of two items that garnered their perceptions of support and 

mentorship suggests that new teachers (within their first 3 years) feel slightly more 

supported, with increased levels of mentorship. However, it should be noted that the 

percentage of agreement on this scale, overall is still relatively low—efforts should be 

made to continue to increase support and mentorship. 

Last year, four scales were reported to be below 65% favorability. These were 

the New Teacher, Managing Student Conduct, District Supports, and Time scales 

(Professional Development was reported at 65% favorability). As previously stated, 

District Supports and Time increased this year, and it is also worth noting that they 

increased to over 65% favorability. Thus, there were three scales that were below the 

65% favorability threshold: Time, Professional Development, and Managing Student 

Conduct. The latter two scales decreased from last year to this year, in terms of 

percentage of agreement. With an agreement score of 53%, the scale with the lowest 

percentage of agreement was Time. The items on the Time scale relate to the 

perception of getting an adequate amount of time in all of the roles and responsibilities 

necessary of being a teacher. It may be worth exploring this aspect of teaching 

conditions in the district. In addition to Time, it would also be worth investigating 

additional supports for these latter two constructs.  

Aside from the 11 scales that the TLCC covers, there are a few items that, 

although they align with some of the scales, they are considered stand-alone. One of 

these items asks respondents to answer: “Which of the following best describes your 

plans after the end of this school year” – with “Continue teaching at this school” as the 

affirmative response. There was a noticeable decrease in the percentage of affirmative 

responses, comparing this year to last. In 2017-18, 85% of participants responded 

affirmatively, whereas this year, it was at 81%. However, there was a change to the 

wording this year, which in 2017-18 was: “Are you hoping to continue your position in 

the same school next school year?” with “Yes” or “No” as possible response choices. 

This may partially explain the decrease, but unfortunately, this cannot be inferred from 

the data. Thus, some extra analyses surrounding this item follow. 

First, the yes/no responses were plotted in a chart that differentiated the staff 

position and the total number of years they have been working in their position/role. 

Figure 6 shows their responses plotted in a chart. In the chart, “No” responses were 

coded as 0 and affirmative responses were coded as 1 – thus, anything above .5 leans 

toward an average “Yes” response for that particular group, and anything below .5 leans 
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toward an average “No” response for that group (Other Educators in their first year, for 

example). Teachers tended to stay above .80, meaning that about 80% of them planned 

on staying in their current position next year. Other Educators, starting out (i.e., in their 

first year), they were more inclined to change positions next year, but the likelihood of 

them wanting to stay in their current position increased over time. However, the 

opposite was true for school leaders, who had a decreasing likelihood of wanting to stay 

in their position next year over time – culminating to about half of the school leaders 

with 10-20 years of experience wanting to change positions in the next year.  

 

Figure 6. Likelihood of staff staying in their current position next year, differentiated by position and total years in their 
position/role. 
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wanted to stay in the district noticeably increased from last year by 30%. On the other 

hand, the percentage of respondents who wanted to continue teaching in a different 

district decreased by 40% from last year. This suggests a change within the district in 

which the majority of teachers who want to move in the following year now want to stay 

in the district. Again, these results should be read with caution, and this trend should be 

assessed in future years. 

 

Figure 7. Percentage of respondents' plans for the next school year (who are not planning to stay in their position 
next year). 
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below 10%. Interestingly, the response percentages seemed to switch for the top two 

aspects. In other words, the top reason last year was school staff, which is now the 

second reason, and the second reason last year (i.e., school leadership) is now the top 

reason.  

School leaders were also asked, “In which of the following areas (if any) do you 

need additional support to lead your school effectively?” Comparing this year to last, 

there were many similarities across the answer choices, but there was also evidence of 

divergence in responses between the 2 years. The largest difference was regarding the 

choice “Support for students’ social, emotional, and mental health”, in which it garnered 

the most percentage of responses last year (26%) and no responses this year (0%). 

The other two marked shifts in terms of percent of responses were: Data-driven 

decision making and Working with families & community. Data-driven decision making 

went from attaining 6% of the responses last year to 18% of the responses this year – a 

3x increase. Working with families and community garnered the largest response 

percentage this year (it was the second largest last year), going from 14% in 2017-18 to 

29% in 2018-19 – a 2x increase. These items had over double the percent of 

responses, compared to the other items, and thus these two seem to be most important 

to school leaders.  

Another stand-alone item asked respondents “Which of the following would be 

most beneficial for you in this school to learn more about?” The results varied little from 

the past two school years, and the top three items were: social-emotional learning, 

differentiated instruction, and using technology in classroom instruction. This item aligns 

with the Professional Development scale, and thus, teachers seem most interested in 

focusing on these three areas. One final item of interest related to the social-emotional 

learning item is that, for teachers, this seemed to be very relevant, whereas the similar 

item in the school leaders’ need for additional support received 0% of responses from 

school leaders. Thus, it seems that even though school leaders may not feel the need 

for additional support for social-emotional (and mental) health, teachers nevertheless 

think that it would be most beneficial for them to have professional development in this 

area. 

The last set of stand-alone items align with the New Teacher scale. One positive 

trend, looking at the past two years, is that the percent of new teachers who answered 

“Yes” to the item: “Have you received any new teacher supports at this school?” 

increased from 67% last year to 77% this year. However, the percent of teachers who 

have been assigned a mentor decreased to 29% this year – it was 32% last year. There 

is one more item of note regarding the New Teacher scale: it pertains to one of the two 

items that comprise the scale. The item “To what extent do you meet with your mentor 

teacher during a typical school week?” is asked to only new teachers within their first 

three years and decreased from 70% positive responses to 53%, meaning that only half 
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of the new teachers this year selected either “To a great extent” or “To a moderate 

extent” on this item. The other half of respondents either remarked “A limited extent” or 

“Not at all”.  

● ● ● 

School-level analyses were also conducted for the overall scores (see Appendix 

A). Please note that due to rounding, the percentages reported here may differ by a 

percentage point from the reports that will be generated by CU Denver (and that were 

generated for 2017-18 data by CDE). Over half of the schools that participated varied 

less than 10% from their overall score from last year. For example, if a school had an 

overall score of 60% last year, less than 10% variation would equate to that school 

scoring between 54 and 66% this year (i.e., 10% of 60 allows for +/- 6 percentage 

points). Schools that showed decreased overall climate, comparing this year to last year 

and as measured by over 10% decrease in their overall score, may have had a variety 

of indicators as to why their climate dropped. It is not within the scope of this paper to 

posit a reason, but it is valuable to inform the district of these schools so that 

opportunities to increase climate can be explored. These schools are: 

 Vista Peak Preparatory – ↓ 24% (74% in 2017-18 to 57% in 2018-19) 

 Sixth Avenue – ↓ 22% (62% in 2017-18 to 48% in 2018-19) 

 Fletcher – ↓ 22% (87% in 2017-18 to 69% in 2018-19) 

 Montview – ↓ 20% (83% in 2017-18 to 66% in 2018-19) 

 Aurora Hills – ↓ 19% (58% in 2017-18 to 47% in 2018-19) 

 East Middle School – 17% ↓ (71% in 2017-18 to 59% in 2018-19) 

 Mosley – ↓ 15% (71% in 2017-18 to 61% in 2018-19) 

 Hinkley – ↓ 14% (56% in 2017-18 to 48% in 2018-19) 

 Laredo – ↓ 14% (63% in 2017-18 to 54% in 2018-19) 

 Altura – ↓ 11% (65% in 2017-18 to 58% in 2018-19) 

These 10 schools decreased by an average of 18% of their overall school climate 

scores. Again, it is not within the scope of this paper to offer causes as to the decrease 

in their scores, but rather, the purpose of the climate survey is to seek out areas of 

need. On the other hand, there were 11 schools that showed increases in their climate 

scores of over 10%, and on average, their scores increased by 27% of their overall 

school climate scores. It should be noted that some of these schools are still below the 

district and state averages regarding the overall score, but nevertheless, they increased 

from 60% to 75% overall, on average. These schools are: 

 Paris – ↑ 60% (43% in 2017-18 to 68% in 2018-19) 

 Vaughn – ↑ 51% (59% in 2017-18 to 89% in 2018-19) 

 Virginia Court – ↑ 38% (49% in 2017-18 to 67% in 2018-19) 
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 Kenton – ↑ 35% (58% in 2017-18 to 78% in 2018-19) 

 Vassar – ↑ 22% (59% in 2017-18 to 72% in 2018-19) 

 Vista Peak Exploratory – ↑ 19% (57% in 2017-18 to 68% in 2018-19) 

 Century – ↑ 18% (60% in 2017-18 to 71% in 2018-19) 

 Jewell – ↑ 15% (75% in 2017-18 to 86% in 2018-19) 

 Side Creek – ↑ 15% (60% in 2017-18 to 69% in 2018-19) 

 Aurora Central – ↑ 12% (55% in 2017-18 to 62% in 2018-19) 

 Arkansas – ↑ 10% (83% in 2017-18 to 91% in 2018-19) 
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Conclusion and Recommendations 

 This paper was written prior to the release of the official results from CU Denver, 

and although the data reported within the paper come from the raw data file that was 

supplied, the official results may be slightly different from our estimates. However, in 

doing so, actionable results can be applied more quickly than if we were to have waited 

for the official results. The response rate was comparable to the historical trends, with 

73% of licensed staff having taken the TLCC Survey (this data was also supplied by CU 

Denver, but as of the writing of this report, they have not published the official rates). 

The percent of overall agreement was similar to the 2017-18 school year at 71%. 

Analyzing individual scales, two made marked improvement from last year: District 

Supports and New Teacher, which increased by about 13 percentage points and 4 

percentage points, respectively. There were three scales that were below the 65% 

favorability threshold this year: Time, Professional Development, and Managing Student 

Conduct. The latter two scales decreased from last year to this year, in terms of 

percentage of agreement. With an agreement score of 53%, the scale with the lowest 

percentage of agreement was Time. Particular attention should be made to these 

aspects of climate. 

 A larger proportion of teachers who indicated that they do not plan on staying in 

their position/school next year remarked that they want to stay in the district – a notable 

shift in the responses from last year. However, the percentage of teachers who plan on 

staying in their current position decreased from last year. A secondary analysis revealed 

that school leaders tend to want to stay in their current position less over time, whereas 

teachers tend to be more stable and other educators tend to want to stay in their current 

position more over time. For the current school year, the most important two aspects 

that affect teachers’ decisions to continue remain to be school leadership and school 

staff (as compared to last year).  

School leaders were asked, “In which of the following areas (if any) do you need 

additional support to lead your school effectively?” Data-driven decision making and 

working with families & community were the top two choices that school leaders 

indicated needing additional support in order to lead their schools more effectively. The 

percentage of respondents indicating that data-driven decision making was a need 

tripled from last year’s rate, and working with families and community doubled from last 

year. A similar item which was asked of all respondents regarded their professional 

development. The top three items were: social-emotional learning, differentiated 

instruction, and using technology in classroom instruction. As stated earlier, it seems 

that even though school leaders may not feel the need for additional support for social-

emotional (and mental) health, teachers nevertheless think that it would be most 

beneficial for them to have professional development in this area. 



2018-19 Admin/PT Climate Survey  14 
 

Even though new teachers indicated receiving more supports this year compared 

to last (percentage of agreement increased from 67% year to 77%), the percent of 

teachers who were assigned a mentor decreased. In addition, the percent of teachers 

who were assigned mentors remains below 33%. This relates to the item “To what 

extent do you meet with your mentor teacher during a typical school week?” which 

decreased from 70% positive responses last year to 53% this year, meaning that only 

half of the new teachers this year selected either “To a great extent” or “To a moderate 

extent” on this item. The other half of respondents either remarked “A limited extent” or 

“Not at all”. Increased mentorship may provide new teachers with additional support and 

resources that two-thirds of our new teachers are not receiving. 

Finally, school-level analyses were also conducted for the overall scale 

agreement, and lists were provided for the schools with large positive or negative 

change in their scores from last year. The list of schools with decreased scores was 

provided to inform the reader as to which schools may need the most support in terms 

of licensed staff climate, whereas the list of schools with increased scores was provided 

to inform the reader as to which schools have made significant strides in terms of 

teacher climate over the past year. The full list of schools and their scores over the past 

2 years is provided in Appendix A. 
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Appendix A 

Overall Percentage of Agreement by School 
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