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 EXECUTIVE SUMMARY 

 Our response rate (68%) was on the low-end of historical rates 

o The number of respondents (N = 2,243) was higher than any previous 

year 

o We also opted to include more licensed staff than had been included in 

previous years (e.g., teachers at APS Options and district-level licensed 

staff), increasing our participant pool 

o This likely hurt our response rate, but provided for a more inclusive 

participant pool 

 Overall agreement (i.e., favorability) rates were up this year (74%) compared to 

last year (71%) 

o APS continues to trail statewide averages (overall favorability across 

Colorado was 77% this year), but the gap is closing 

 Increases were also assessed across all subscales, with the exception of the 

Overall Reflection subscale 

o Analysis of the subscale items suggested that this scale would have also 

increased this year, notwithstanding the addition of a new item that was 

used on the survey this year 

 The Time subscale remains lower than the other subscales,  

o Analysis suggests that the lower rating is not specific to APS 

 Staff members would benefit from additional recognition when deserved 

 Teachers and school leaders indicated that social-emotional learning would be 

the most beneficial content to learn more about 

o Teaching students with trauma was rated as the second most beneficial 

item to learn more about 

 School leaders indicated that additional support for students with social-

emotional and mental health needs would help them lead their schools more 

effectively  

o School leaders also indicated that additional support regarding working 

with families and the community would help them lead more effectively 

 Over half of new teachers have not been assigned (or did not know whether they 

were assigned) a mentor teacher.  

o With APS focusing on teacher retention rates, it would be highly beneficial 

to increase teacher mentor programs within the district, as these have 

been shown to increase student outcomes (Young, Schmidt, Wang, 

Cassidy, & Laguarda, 2017), pedagogy (Wexler, 2019), and teacher 

retention (Zavelevsky & Lishchinsky, 2020).  

 Over two-thirds of APS schools showed increased favorability ratings 

o North Middle School (increase of 31%), Altura (20% increase), and Aurora 

Hills (20% increase) had the three highest favorability increases 
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o Mosley (16% decrease), Iowa (15% decrease), and Park Lane (8% 

decrease) had the greatest declines in overall favorability 
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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 2020. 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 Cambridge Education, and 

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

was compiled using aggregated data that CDE and Cambridge Education supplied the 

Department of Accountability and Research, as well as from the reports available from 

those groups. 

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 2,243 completed surveys that represented 

68% of all the potential participants. This rate was lower than seen in previous years, 

but not outside of the historical range. 

Table 1. Historical Licensed Staff Response Rates from 2012-13 to 2019-20. 

 

 
TELL Survey TLCC Survey 

 2012-

13 

2013-

14 

2014-

15 

2015-

16 

2016-

17 

2017-

18 

2018-

19 

2019-

20 

N Responses 1,344 

Off  

Year 

1,938 1,877 1,933 2,127 1,786 2,243 

N Employees 2,675 2,700 2,732* 2,684 2,710* 2,245 3,282 

% Response 

Rate 
50% 72% 69% 72% 78% 73% 68% 

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. Last year, for the position, 

87% responded that they were Teachers, 7% were Other Educational Professionals, 

and 6% were School Leaders – compared to this year, 81%, 13%, and 6%, respectively. 

Notably, this indicates that our district had about double the responses from other 

educational professionals compared to last year. The following two Figures 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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 Compared to last year, there were slightly more respondents who have been at 

their present school within their current position for 2-3 years (and slightly less first-year 

respondents). Additionally, there were slightly more respondents who have been 

working in their current position/role in their career with up to 5 years of experience and 

moderately fewer respondents with 10-20 years of experience in their career.  

Survey Results 

 Overall agreement continued the upward trend noted last year, with a 74% 

overall agreement rate (up from 70% in 2017-18 and 71% in 2018-19). Generally, 

subscale agreement was higher this year than last year as well (see Figure 3). The 

exception to increased subscale agreement was in regard to the Overall Reflection 

subscale, which is explored in greater detail later in this report. Notably, the other 10 

subscales averaged an increase of over 6% points compared to the 2017-18 school 

year, with the lowest increase in the Community Support and Involvement subscale 

(1.1% increase) and the highest increase in the District Supports subscale (19.5% 

increase).  

 

Figure 3. Changes in the percentage of agreement on the 11 TLCC subscales from 2017-18 to 2019-20. 
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It is also worth noting that the Professional Development and Managing Student 

Conduct subscales exceeded 65% favorability (i.e., agreement rate) this year, and the 

only scale which has yet to reach this cutoff is the Time subscale (currently at 60% 

favorability). Nevertheless, the APS favorability rate for the Time subscale was higher 

than the state average of 58%, indicating that this is a more general issue than just in 

regard to our district. 

In regard to the one subscale which showed a decrease, comparing this year to 

last year, Overall Reflection, the decrease is due to having an item added to the survey 

in 2019-20. In previous years, two items were used to calculate the overall favorability 

for this subscale: “I would recommend this school as a good place to work” and “I would 

recommend this school as a good place for students to learn”. If these two items were 

again used to solely calculate the favorability rate for Overall Reflection, the percentage 

would have been 78% for APS in 2019-20 (an increase of 2% over the 2018-19 rate). 

However, the new item: “I feel satisfied with the recognition I get for doing a good job” 

garnered only 69% agreement, thereby causing the decrease in the subscale for the 

2019-20 school year. Thus, comparing across school years for this subscale leads to 

somewhat misleading conclusions. Nevertheless, as this latter item had the lowest 

agreement percentage, it would be beneficial for the district to seek out additional ways 

to recognize its staff. 

A few additional items that were not included in the subscale agreement rate 

above are detailed below. For the item: “Which of the following would be most beneficial 

for teachers in this school to learn more about?” two items stood out as having a higher 

portion of the responses compared to the others (see Figure 4). In particular, Social-

emotional learning of all students and Teaching students with trauma had a similar 

number of responses and considerably more responses than the next-highest item. 
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Figure 4. Responses for the item: “Which of the following would be most beneficial for teachers in this school to learn more 

about?" 
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Figure 5. Responses for the item: ‘Which of the following most affects your decision about whether to continue working at this 

school?” 

 Figure 6 captures responses related to staff members’ future plans following the 

school year. The vast majority of respondents (N = 1,751; 80% of all responses) 

indicated that they plan to Continue the current type of position at [their current] school. 

The axis was zoomed in to illustrate the other 20% of responses, in which respondents 

indicated some change in either their position and/or location. Regarding this latter 

group of respondents, 40% (about 8% of all respondents) indicated they wanted to stay 

within the district, but change schools. An additional 21% (about 4% of all respondents) 

marked that they would stay in education (although the question is ambiguous regarding 

whether they plan to stay in the school/district). Of this same group of respondents who 

indicated they planned to change their position and/or location, 23% (about 5% of all 

respondents) remarked that they wanted to leave the district, maintaining their current 

position. A smaller portion (16%; about 3% of all respondents) planned on leaving 
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Figure 6. Responses for the item: ‘Which of the following best describes your plans after the end of this school year?” 
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 Below, Figure 7 illustrates response choices from School Leaders (e.g., Principal, 

Assistant Principal, Dean; n = 137) regarding the item: “In which of the following areas 

(if any) do you need additional support to lead your school effectively?” The highest 

ranked response (garnering 21% of all responses) was for Support for students' social, 

emotional and mental health. Please note that this was also the highest-rated item that 

respondents remarked would be most beneficial for teachers to learn about (see Figure 

4).  Leaders also indicated that additional support regarding Working with families and 

community would help them lead their schools more effectively (16% of all responses). 

 

 

Figure 7. Responses for the item: "In which of the following areas (if any) do you need additional support to lead your school 

effectively?" 
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 There were a few additional findings worth noting. For new teachers, nearly half 

(47.3%) indicated that they have not been assigned a mentor teacher in 2019-20, with 

an additional 3.9% indicating “I don’t know” on the item. State-level metrics were not 

available for this particular item, but combining those new teachers who indicated that 

they either have not been assigned a mentor teacher or don’t know if they have been 

assigned one calculates to over half of our new teachers not being assigned a mentor 

teacher. Another set of analyses showed that for respondents who indicated they would 

continue in the same position at the current school, their agreement rate across all 11 

subscales was about 24% higher than their peers who indicated they would not 

continue in the same position at the current school. The Overall Reflection subscale had 

the greatest differential between these two groups, with a 40% difference in the 

agreement rate, and Instructional Practices and Support had the smallest difference 

(17%). In other words, and not surprisingly, teachers who planned to leave their school 

or change their position had lower agreement rates. However, what was somewhat 

more unexpected was the size of the difference between their responses and responses 

of survey participants who did not plan on changing their location or position next year. 

It should also be noted that little variation was noted regarding subscale agreement 

rates across years of experience, indicating that perceptions across all subscales varied 

little across years of tenure. Finally, in general, non-teachers rated items higher than 

teachers.  

 

● ● ● 

 

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

A). Please note that due to suppression rules applied by CDE to the data they supply us 

with, the percentages reported here may differ slightly from the reports generated by 

CDE/Cambridge Education. Regarding overall agreement rates for schools, these can 

be viewed in the Appendix or in the CDE school-level reports.  

The final set of analyses focused on year-to-year change in school climate, 

highlighting the top and bottom 10 schools based on comparing each school’s score 

from 2018-19 to 2019-20. Over two-thirds of the schools that participated showed 

increased overall agreement rates compared to their overall score from last year. The 

differences were calculated in absolute terms – meaning that the agreement percentage 

from 2018-19 was subtracted from the 2019-20 rate. Schools that showed decreased 

overall climate, comparing this year to last, 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: 



2019-20 Licensed Staff Climate Survey  11 
 

 Mosley – ↓ 16% (62% in 2018-19 to 46% in 2019-20) 

 Iowa – ↓ 15% (71% in 2018-19 to 57% in 2019-20) 

 Park Lane – ↓ 8% (67% in 2018-19 to 58% in 2019-20) 

 Yale – ↓ 6% (78% in 2018-19 to 71% in 2019-20) 

 Virginia Court – ↓ 6% (68% in 2018-19 to 62% in 2019-20) 

 Aurora Quest – ↓ 5% (83% in 2018-19 to 78% in 2019-20) 

 Aurora West – ↓ 4% (60% in 2018-19 to 56% in 2019-20) 

 Jewell – ↓ 4% (86% in 2018-19 to 82% in 2019-20) 

 Mrachek Middle School – ↓ 3% (70% in 2018-19 to 67% in 2019-20) 

 Side Creek – ↓ 3% (69% in 2018-19 to 66% in 2019-20) 

These 10 schools decreased by an average of 7% 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, the 10 schools below showed the largest increases in their 

climate scores, and on average, their scores increased by 17% 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 

62% to 79% overall, on average. These schools are: 

 North Middle School – ↑ 31% (52% in 2018-19 to 83% in 2019-20) 

 Altura – ↑ 20% (58% in 2018-19 to 78% in 2019-20) 

 Aurora Hills – ↑ 20% (47% in 2018-19 to 67% in 2019-20) 

 Sixth Ave. – ↑ 19% (48% in 2018-19 to 67% in 2019-20) 

 East Middle School – ↑ 18% (59% in 2018-19 to 77% in 2019-20) 

 Dalton – ↑ 15% (73% in 2018-19 to 88% in 2019-20) 

 Lansing Elementary – ↑ 15% (72% in 2018-19 to 87% in 2019-20) 

 Kenton – ↑ 12% (79% in 2018-19 to 91% in 2019-20) 

 Rangeview – ↑ 10% (65% in 2018-19 to 76% in 2019-20) 

 South Middle School – ↑ 10% (66% in 2018-19 to 77% in 2019-20)  
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Conclusion and Recommendations 

 This report was derived from aggregate data supplied by CDE (with suppression 

rules applied that slightly alters school-level results, compared to CDE reports) and from 

TLCC reports generated by CDE. Our response rate (68%) was on the low-end of 

historical rates; however, the number of respondents (N = 2,243) was higher than any 

previous year. In addition, we opted to include more licensed staff than had been 

included in previous years (e.g., teachers at APS Options and district-level licensed 

staff), which increased our participant pool (i.e., the denominator for response rate 

calculations). In total, we sent out the survey to over 500 more staff than we had in 

previous years. This likely hurt our response rate, but provided for a more inclusive 

participant pool. 

 Overall agreement (i.e., favorability) rates were up this year (74%) compared to 

last year (71%), continuing an increasing trend since the introduction of the TLCC 

survey. APS continues to trail statewide averages (overall favorability across Colorado 

was 77% this year), but the gap is closing. Increases were also assessed across all 

subscales, with the exception of Overall Reflection. However, an analysis of the items 

suggested that this scale would have also increased this year, notwithstanding the 

addition of a new item that was used on the survey this year. The lower agreement rate 

for this new item: “I feel satisfied with the recognition I get for doing a good job.” 

suggests that staff members would benefit from additional recognition when deserved. 

Subscale increases ranged from 1.1% (Community Support and Involvement) to 19.5% 

(District Supports). The Time subscale remains lower than the other 10, but the 2019-20 

agreement rate for Time was actually higher than statewide averages, suggesting that 

the set of items in the Time subscale is more of a general issue for teachers than an 

issue specific to APS.  

 Teachers and school leaders indicated that social-emotional learning would be 

the most beneficial content to learn more about. Respondents also indicated that 

teaching students with trauma would be most beneficial. Social-emotional learning was 

also of import to school leaders, who indicated that additional support for students with 

social-emotional and mental health needs would help them lead their schools more 

effectively. School leaders also indicated that additional support regarding working with 

families and the community would help them lead more effectively.  

 Respondents indicated that staff (with greater emphasis on school leadership) 

most affects their decision to continue working at their school. This question can be 

viewed positively (good staffing environments lead to increased retention) or negatively 

(poorly-perceived staff can lead to attrition). Although this result may not be revelatory, it 

is worth noting that these two responses garnered more than six times the responses of 

the third highest-ranked item – salary – suggesting that this latter option, although 
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important to staff, is much less influential regarding retention than having the proper 

people in place. 

 Another question asked survey participants of their plans following this school 

year. About 80% of respondents indicated that they planned to stay in their current 

position and school next year. An additional 8% indicated that they planned to stay in 

the district but change schools, and 4% remarked they planned to stay in education 

(with the question being ambiguous regarding if they planned to stay within the district). 

The remaining respondents indicated that they were either planning on leaving 

education (3% of respondents) or staying in education, but leaving the district (5%). This 

latter group is a decrease in percentage, compared to 2017-18, in which 6% of the 

respondents planned to leave the APS school district.  

 Some additional item analyses revealed that over half of new teachers have not 

been assigned (or did not know whether they were assigned) a mentor teacher. With 

APS focusing on teacher retention rates, it would be highly beneficial to increase 

teacher mentor programs within the district, as these have been shown to increase 

student outcomes (Young, Schmidt, Wang, Cassidy, & Laguarda, 2017), pedagogy 

(Wexler, 2019), and teacher retention (Zavelevsky & Lishchinsky, 2020).  

 School-level analyses were also conducted, and overall favorability rates for 

each participating school are available in Appendix A. Changes in schools’ overall 

favorability were included in the final analyses. Of note, over two-thirds of APS schools 

showed increased favorability ratings, with North Middle School (increase of 31%), 

Altura (20% increase), and Aurora Hills (20% increase) having the three highest 

favorability increases. On the other end, Mosley declined 16%, with Iowa (15% 

decrease) and Park Lane (8% decrease) finishing off the bottom three schools in terms 

of year-to-year change in overall favorability. It should be noted that Mosley was also 

listed in 2018-19 as being listed with schools showing negative change from 2017-18. 

 However, in general, district favorability percentages continue to increase, with 

the gap between APS and statewide overall favorability closing. The increases also 

translated to all subscales (with a special exception regarding the Overall Reflection 

subscale). Moreover, the majority of schools have also increased their favorability 

ratings compared to previous years.  
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Appendix A 

Overall Percentage of Agreement by School (Grouped by Learning Community) 

Note that agreement rates may be slightly different than CDE-reported results. This is due to suppression 

rules applied to the dataset that we receive from CDE which helps maintain respondent confidentiality. 
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Northeast LC 
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Northwest LC 
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South LC 
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Action Zone 
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