
 
 

i 

Educator  
Voices Amplified 



 
 

i 

EXECUTIVE 

SUMMARY 

 

Hope Street Group (HSG) launched the State Teacher Fellows 
program in Kentucky in 2013 and has since expanded the 
program to Arizona, Hawaii, North Carolina, Tennessee, and 
Utah. With the aim of amplifying teacher voice to inform state and 
district policies that impact educators, the program provides 
training, tools, resources, and support to cohorts of teacher 
fellows in each state. The program in Utah is a partnership 
between the National Network of State Teachers of the Year 
(NNSTOY) and HSG.  
 
In fall 2017, Utah Teacher Fellows held 60 focus groups with 250 
participants. There was an online option for educators who were 
unable to attend live focus groups and an additional 1,994 
participants responded. Utah Teacher Fellows selected the data 
collection topic of teacher leadership in collaboration with the Utah 
State Board of Education (USBE). The USBE believes that 
teacher leadership roles will increase teacher retention and 
improve recruitment efforts. The USBE also values Utah 
educators and is committed to elevating the teaching profession.  
 
This report presents findings from five focus group questions. An 

overview of focus group findings and associated 

recommendations, organized by topic area, follows.  
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 FINDING #1:  RECOMMENDATION #1:   

 Utah teachers feel valued when they are recognized, 
trusted to do their job, compensated for their efforts, 
listened to, and respected. Teachers also feel valued 
when they see their students succeed, have positive 
relationships with students, receive feedback on their 
teaching, and have protected instructional and personal 
time. 

The current study provided aggregated, statewide 
perceptions of teacher value in Utah from a select 
group of focus group participants. Because 
perceptions may vary within districts and across 
schools, the Utah State Board of Education (USBE) 
could consider collecting or examining additional 
sources of data to better understand teacher 
perceptions of value and school climate. For 
example, the USBE could consider working with an 
independent organization to record, collect, and 
analyze teacher perceptions of value and school 
climate.  

 

    

 FINDING #2:  RECOMMENDATION #2:   

 Utah educators shared that highly effective teachers 
possess relationship, organizational, and behavior 
management skills. Educators also commented that 
highly effective teachers are flexible and adaptable, 
possess a growth mindset and a passion for teaching, 
have a positive attitude along with content and 
pedagogical knowledge, and are responsive to student 
needs. 

In defining highly effective teachers, the USBE could 
incorporate teachers’ perceptions of the 
characteristics of highly effective teachers. Areas 
highlighted by Utah teachers in the data collection 
align with other teaching standards such as the 
National Board for Professional Teaching Standards’ 
five core propositions and the InTASC Model Core 
Teaching Standards. 

 

    

 
 FINDING #3:  RECOMMENDATION #3:  

The USBE could consider developing a formal 
teacher leadership career pathway that incorporates 
suggestions from teachers. Specifically, a teacher 
leadership pathway could provide noninstructional 
time for leadership duties outside the classroom, offer 
additional compensation for teacher leaders, provide 
teachers with a voice in decision-making, and be 
differentiated to accommodate different teacher 
interests. Several districts and states have created 
leadership pathways and provide online resources 
that might be helpful for the USBE to review.  

RECOMMENDATION #4:  

Teachers are leaving the profession for various 
reasons, and as a result, a multifaceted approach 
toward improving teacher retention in the state is 
important to consider. Career advancement and 
teacher leadership opportunities could constitute 
some components of this model.   
 

 

 

 Teachers often use personal time and resources to 
pursue leadership duties, which include leading or 
participating in various committees or councils, 
informally collaborating with colleagues, participating in 
professional development or professional learning 
communities, and mentoring. 

Teachers offered feedback on the importance of several 
key variables in regard to developing teacher leadership 
pathways and opportunities: noninstructional time, 
additional compensation for teacher leaders, and the 
opportunity to have a voice in decision-making. Some 
teachers noted that teacher leadership opportunities are 
not for everyone, and others suggested that these 
opportunities would not improve teacher retention 
because other factors are responsible for teacher 
attrition, such as low pay and large class sizes. 

However, other teachers suggested that teacher 
leadership opportunities could positively impact teacher 
retention. These teachers pointed to the opportunity to 
support and collaborate with colleagues, additional 
feelings of respect and value among teacher leaders, 
and opportunities for professional growth and 
advancement. 
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INTRODUCTION

Hope Street Group (HSG) launched its first 
State Teacher Fellows program in Kentucky 
in 2013. Since then, the program has 
expanded to Arizona, Hawaii, North 
Carolina, Tennessee, and Utah. With the 
aim of amplifying teacher voice to inform 
state and district policies that impact 
educators, the program provides training, 
tools, resources, and support to cohorts of 
teacher fellows in each state. The program 
in Utah is a partnership between HSG and 
the National Network of State Teachers of 
the Year (NNSTOY). Former Utah State 
Teachers of the Year serve as mentors to 
the State Teacher Fellows (STFs) in the 
program.  

Fall Data Collection 

Utah STFs (Appendix A) collectively held 60 
focus groups in fall 2017, with 250 
participants, on topics related to teacher 
value, effectiveness, and leadership 
(Appendix B). An additional 1,994 
participants who were unable to attend live 
focus groups participated in an online option 
(Appendix C). The Utah State Board of 
Education (USBE), which has access to all 
public school teachers statewide, helped to 
advertise the opportunity. STFs hosted 
focus groups at their schools and virtually 
across the state.  

 

Analysis and Reporting 

HSG secured the services of Magnolia 
Consulting, located in Charlottesville, 
Virginia, to independently analyze STF 
focus group data and to report findings. 
HSG and Magnolia Consulting developed 
figures in the body of the current report to 
highlight the most common themes 
referenced by respondents for each focus 
group question (Appendix D), with darker 
shading for themes noted by a higher 
number of respondents and lighter shading 

for themes noted by a lower number of 
respondents.  Additionally, HSG and 
Magnolia Consulting collaborated to 
develop recommendations. Utah STFs also 
offered their feedback on an initial draft of 
the recommendations. The Utah STFs’ 
feedback on the recommendations are 
available to the USBE upon request. 

Report Layout and Design 

HSG and NNSTOY are committed to 
making changes to the layout and 
organization of this report to help the USBE 
better understand and act on the data and 
recommendations. As such, HSG welcomes 
feedback on the report from the USBE. The 
Utah State Director, along with national 
office staff, will promptly attend to any 
feedback. 
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TEACHER VALUE AND 

EFFECTIVENESS  

 

 

Relevant Focus Group Findings 

Teachers feel valued as educators in a variety of ways. Teachers commonly highlighted that 
they feel valued when they are recognized, respected, and listened to; when they are given 
autonomy; and when they receive higher compensation. Teachers also feel valued when they 
receive specific feedback on their teaching and have time to work and plan. Finally, teachers 
shared that they feel valued when they see their students grow and succeed and when they 
have positive relationships with their students (Focus Group Question 1).   
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BEING RECOGNIZED, ACKNOWLEDGED, AND APPRECIATED 
 

 Teachers commented that they feel valued when they are sincerely recognized, 
acknowledged, or appreciated by administrators, parents, and students for their 
teaching. Some examples of recognition, acknowledgment, or appreciation included 
students who come back to the classroom to express gratitude, administrators who 
actively recognize teachers for how hard they are working, and parents who extend 
their appreciation for the impact that teachers have on students’ lives. 

  “I feel valued when I am recognized for hard work, whether it be by 
administrators, parents, or students.” 

 

    

  “When graduated students come back and tell me they appreciated how I 
taught and all that they learned.” 

 

    

 
HAVING AUTONOMY, BEING TRUSTED, AND FEELING SUPPORTED 
 

 Teachers stated that they feel valued when administrators and education officials give 
them autonomy, trust them to do their job, and support them. Some teachers 
requested that administrators avoid micromanaging them and questioning their 
methods in the classroom. They added that teachers know what is best for their 
students and are closest to them and their needs. 
 

  
“When I’m trusted as an educator to do what I need to do without being 
micromanaged.”  

 

    

  “Supporting me when I’m dealing with a tough parent. Being there to listen or 
give guidance without being made to feel inadequate.” 

 

    

 
RECEIVING HIGHER COMPENSATION 
 

 Teachers shared that they feel valued when they receive higher pay or compensation 
and more job benefits compared to what they currently receive.  

  “Increases in salary—being paid at the same rate as other professionals.”  
  

 
 

  “Being compensated fairly. Not feeling that I made a poor financial career 
choice.” 

 

    

 
RECEIVING RESPECT AND SUPPORT FROM THE COMMUNITY 

 Teachers noted that they feel valued when parents, students, and the larger 
community (e.g., legislators, media) show respect and support for teachers. Several 
teachers commented on the negative public perception of teachers and requested to 
be treated as professionals and experts in education. 

  “I feel valued when I have respect for my profession from the community and 
students.” 

 

  
 

 

  “Being valued by students, teachers, and the community. Being respected for 
teaching rather than put down for having an ‘easy’ job.” 
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SEEING STUDENTS SUCCEED AND GROW 

 Teachers commented that seeing their students learn, grow, and succeed helps them 
to feel valued. Teachers also commented on the value of seeing the longer-term 
impacts that they have on students’ lives.   

  “Seeing the change that I make in the lives of the children I teach.”  
    

  “Seeing my students succeed, both in the classroom and in life.”  

    

 
BEING HEARD AND INVOLVED IN DECISION-MAKING 

 Teachers shared that they feel valued when administrators, education officials, and 
legislators solicit their feedback, listen to them, and act upon their suggestions. 
Teachers also reported feeling valued when they are involved in collaborative 
decision-making with administrators. 

  “Ask questions and listen to my response. Work with me to create a stronger 
team/school. I think that means sharing ideas and collaborating together, not 
top down.” 

 

    

  “When my voice is heard. Also, when my voice is sought.”  

    

 
RECEIVING CONSTRUCTIVE AND POSITIVE FEEDBACK ON TEACHING 
 

 Teachers commented that they feel valued when they receive specific, constructive, 
or positive feedback on their teaching, particularly from administrators, parents, or 
students. Some teachers added that negative feedback is not helpful. 

  “When I get constructive feedback so I can become the best at my craft.”  
    

  “Hearing feedback about what I’m doing well, and getting help with what I need 
to improve.” 

 

    

 
HAVING TIME TO WORK AND PLAN 

 Teachers stated that they feel valued when they have time in the schedule for 
planning, instruction, and other duties, and when their time is respected by schools. 
For example, teachers mentioned feeling valued when they are given time during the 
school day to complete their work and when administrators respect their personal 
time. 

  “Time to plan and develop lessons/materials/assessment. I need more than 40 
minutes/day to accomplish this and should be paid for this time.” 

 

    

  “Being given time to complete added responsibilities. It seems that we are 
constantly being given more assessments and evaluations, but never get more 
time to complete them.” 
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HAVING POSITIVE RELATIONSHIPS WITH STUDENTS 

 Teachers commented that the positive and engaging relationships that they have 
with students help them to feel valued.  

  “What keeps me here is the students, whom I love dearly. If we could be 
evaluated on the emotional difference we make in these children’s lives, it 
would be a whole different experience, I’m sure.” 

 

    

  “Facilitating kids’ excitement about learning science.”  

 
 
In addition to reporting on what makes them feel valued, teachers shared the most important 
characteristics and skills of a highly effective teacher. Teachers commonly mentioned that 
highly effective teachers possess relationship skills, a growth and learning mindset, a passion 
for teaching, and a positive attitude. Teachers also noted that highly effective teachers have 
content and pedagogical knowledge, are responsive to student needs, know how to manage 
and organize their classrooms, and are flexible and adaptable to changing environments (Focus 
Group Question 2).   
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RELATIONSHIP SKILLS 
 

 Teachers commented that relationship skills are important for highly effective 
teachers. For example, teachers mentioned that highly effective teachers are able to 
connect and communicate with students and to build rapport and collaborate with 
other teachers. Teachers also mentioned that highly effective teachers communicate 
well with parents and the wider community.  

  “Being able to build relationships with students.”  
 

 
  

  “A highly effective teacher collaborates with peers.”  

    

 
GROWTH AND LEARNING MINDSET 
 

 Teachers shared that highly effective teachers possess a lifelong-learning mindset 
for themselves and their students, as well as a willingness to change and improve.  

  
“Be a constant learner.” 

 

    

  “Being a life-long learner and staying on top of the current research and 
continually refining your practice.” 

 

    

 
PASSION FOR TEACHING AND CONTENT AREA 

 Teachers stated that highly effective teachers love and care for their students and 
possess a passion for their content area. Some teachers added that teacher passion 
or excitement engages students in learning.  

  “Love of teaching. Love your students.”  
    

  “Passion for the subject area.”  

    

 
POSITIVE ATTITUDE 

 Teachers commented that highly effective teachers have an overall positive attitude. 
For example, teachers suggested that highly effective teachers are honest, authentic, 
professional, respectful, calm, confident, fun, and patient.  

  “Patience is very important.”  
    

  “I think a positive attitude and enthusiasm are high on the list.”  

    

 
CONTENT AND PEDAGOGICAL KNOWLEDGE 

 Teachers said that highly effective teachers have relevant content and pedagogical 
knowledge. 

  “Knowledge about his or her field.”  
    

  “Good content and pedagogy knowledge.”  
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RESPONSIVE TO STUDENT NEEDS 

 Teachers mentioned that highly effective teachers are responsive to student needs. 
For example, teachers mentioned that highly effective teachers differentiate 
instruction based on student ability and make adjustments where needed.  

  “They can differentiate for all students.”  
    

  “Responsive to the learning needs of their students and make adjustments to 
instruction.” 

 

    

 
CLASSROOM MANAGEMENT SKILLS 

 Teachers commented that highly effective teachers know how to manage their 
classroom and student behavior. Some teachers added that highly effective teachers 
are consistent and firm with guidelines. 

  “Good classroom management with a kind manner.”  
  

 
 

  “Knows how to manage a classroom effectively.”  

    

 
ORGANIZATIONAL SKILLS 

 Teachers noted that highly effective teachers are organized. For example, teachers 
mentioned that highly effective teachers plan and manage their time well and are 
prepared.  

  “Organized, efficient, prepared.”  
    

  “Organization and the ability to prioritize.”  

    

 
FLEXIBLE AND ADAPTABLE 

 Teachers commented that highly effective teachers are flexible and adaptable to 
continually changing environments. 

  “Ability to adapt to changing circumstances.”  
    

  “The most important skill I think a highly effective teacher can have is being 
flexible. When things you planned do not work out, a teacher needs to be able 
to improvise.” 
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Summary 

  

 
In summary, teachers feel valued when they are recognized, trusted to do their 
job, compensated for their efforts, listened to, and respected. Teachers also feel 
valued when they see their students succeed, have positive relationships with 
students, receive feedback on their teaching, and have protected instructional 
and personal time. 
 
Educators shared that highly effective teachers possess relationship, 
organizational, and behavior management skills. Educators also commented that 
highly effective teachers are flexible and adaptable and possess a growth 
mindset, a passion for teaching, a positive attitude, content and pedagogical 
knowledge, and a responsiveness to student needs. 
 
 
 
 
 
 
 

 
 

• The current study provided aggregated, statewide perceptions of teacher value in Utah 
from a select group of focus group participants and survey respondents. Because 
perceptions may vary within districts and across schools, the USBE could consider 
collecting or examining additional sources of data to better understand teacher 
perceptions of value and school climate. Suggestions for data sources are available to 
the USBE upon request. The USBE could also consider working with an independent 
organization to record, collect, and analyze teacher perceptions of value and school 
climate. These data could provide detailed information on specific school conditions 
and on policies and practices that recognize, support, and compensate teacher value 
and effectiveness. 

• In defining highly effective teachers, the USBE could consider teachers’ perceptions of 
the characteristics of highly effective teachers. Areas highlighted by Utah teachers in 
the data collection align with other teaching standards, such as the National Board for  
Professional Teaching Standards’ five core propositions (2016) and the InTASC Model 
Core Teaching Standards (2017). 

 

RECOMMENDATIONS 
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TEACHER 

LEADERSHIP 

 

Relevant Focus Group Findings 

Teachers offered divided feedback on whether teacher leadership opportunities would improve 
retention. Those who did not believe that teacher leadership opportunities would improve retention 
mentioned other factors that are responsible for attrition, cited the additional time required for 
teacher leadership, noted that leadership is not for everyone, or referenced a lack of compensation 
for leadership opportunities. Teachers who believed that leadership opportunities would improve 
retention stated that these opportunities offer chances to collaborate, lead to greater feelings of 
respect, and support teachers in their growth and advancement. Some teachers also noted that 
leadership opportunities would improve retention if teachers are compensated, are offered a true 
voice in decision-making, and are allowed time to attend to and manage leadership responsibilities 
(Focus Group Question 3).   

 
 

  

2 

Higher    Number of Respondents    Lower 

Teacher 
Leadership 

and 
Retention 

If teachers 

are given a 

true voice in 

decision-

making 

Teacher 

leaders do 

not receive 

additional 

pay 

If teacher 

leaders are 

compensated 

If teacher 

leaders are 

given time 

Leadership offers 

support and 

collaboration 

opportunities 
Teacher 

leaders feel 

respected and 

valued 

Leadership 

helps 

teachers to 

learn, grow, 

and advance 

Leadership 
opportunities 

are not for 
everyone 

Other factors 
are 

responsible 
for retention 

Teacher 
leadership 
requires 

additional 
work/time 



 

 
 

10 

 
NO—OTHER FACTORS ARE RESPONSIBLE FOR RETENTION 
 

 Teachers commented that leadership opportunities do not improve teacher retention 
because other factors are responsible for teacher retention and attrition. For 
example, respondents frequently mentioned that teachers leave because of low pay, 
large class sizes, a lack of respect or value within the school or larger community, or 
a lack of support in the classroom.  

  “No, teachers are leaving the field of teaching because there are other easier 
jobs with much better wages.” 

 

 
 

  

  “Honestly, if teachers were actually respected they would stay. But it always 
seems like a battle against the legislature, parents, even students and 
administrators.”  

 

    

 
NO—TEACHER LEADERSHIP REQUIRES ADDITIONAL WORK/TIME 
 

 Teachers cautioned that leadership opportunities require additional time and create 
more work, which can add to teacher stress and burnout, potentially resulting in 
greater attrition. Some teachers noted that the added work and responsibility of 
teacher leadership may be particularly difficult for newer teachers, who may be more 
likely to leave the profession than veteran teachers. 

  
“No, we are busy and overwhelmed enough without adding more 
responsibilities to our lives.” 

 

 
 

  

  “No. New teachers already feel so overwhelmed with all that they are assigned 
to do. Teaching is an enormous job!!” 

 

    

 
NO—LEADERSHIP OPPORTUNITIES ARE NOT FOR EVERYONE 

 Teachers warned that teacher leadership opportunities are not for everyone, adding 
that not every teacher has the desire to be a leader. 

  “No. Not everyone wants or needs to become a leader.”  
    

  “No. Leaders are at the forefront because they like to be. Most teachers are 
happy to be left alone to actually teach.” 

 

    

 
NO—TEACHER LEADERS DO NOT RECEIVE ADDITIONAL PAY 

 Teachers commented that teacher leadership opportunities would not improve 
retention because teachers do not receive extra compensation for these added 
responsibilities. 

  “No. We already do too much without compensation.”  
    

  “No. There is no extra pay. I have been frustrated for years because although 
there are opportunities to mentor other teachers, they do not have more pay 
and really are not a ‘move up.’”  
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YES—IF TEACHER LEADERS ARE COMPENSATED 

 Teachers shared that teacher leadership opportunities would help with retention if 
teacher leaders are given additional compensation for the added responsibilities.  

  “If they were paid more, yes.”  
  

 
 

  “Only if additional compensation was given to those teachers in the leadership 
roles.” 

 

    

 
YES—LEADERSHIP OFFERS SUPPORT AND COLLABORATION 
OPPORTUNITIES 

 Teachers stated that teacher leadership opportunities would improve retention by 
allowing teachers to collaborate with and support one another through mentoring, 
sharing of classroom practices, and so on. Some teachers expressed that teachers 
may be more receptive to feedback and support from fellow teachers than from 
administrators, who may have limited classroom experience.  

  “Yes! Teachers know how to best support teachers. With that support, teachers 
can gain the skills needed to stay within the system.” 

 

  
 

 

  “Yes, because teacher experience can be valued and shared within grade level 
teams.” 

 

    

 
YES—TEACHER LEADERS FEEL RESPECTED AND VALUED 

 Teachers suggested that leadership opportunities can help with retention efforts 
because they help teachers feel more valued, validated, important, and respected. 

  “Yes, because I think it would help some teachers to feel more valued as a 
teacher.” 

 

  
 

 

  “Yes, they validate teachers as professionals.”  

    

 
YES—IF TEACHERS ARE GIVEN A TRUE VOICE IN DECISION-MAKING 

 Teachers commented that leadership opportunities would improve retention if 
teacher leaders are given a true voice in decision-making. Specifically, teachers 
mentioned that school and district officials should actually consider teacher leader 
feedback. 

  “Yes, if teachers had more of a say in what was happening in our school, I 
believe it would help teachers stick around longer.” 

 

  
 

 

  “Only if these leadership opportunities actually lead to improvement within the 
school and aren’t just committees with no power for change.”  

 

    

 
YES—LEADERSHIP HELPS TEACHERS TO LEARN, GROW, AND ADVANCE 

 Teachers suggested that leadership opportunities support retention by allowing 
teachers to grow, learn new content, and advance in their career.  

  “Yes, because teachers would see that there is always room to grow.” 
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  “YES! Teachers need opportunities to advance into other positions.” 

    

 
YES—IF TEACHER LEADERS ARE GIVEN TIME 

 Teachers suggested that teacher leadership opportunities would help with retention if 
teachers are given time to attend to and manage these added responsibilities. 

  “Yes, as long as these opportunities are not piled upon a full-time teaching load.” 
   

  “Yes, but time would need to be provided in their schedules to allow for this. One of 
the hardest things about being a teacher is finding time.” 

 
Full-time teachers shared how they use time and resources for teacher leadership duties. 
Teacher leaders commonly mentioned using personal time and resources to participate in or 
lead committees, to informally collaborate with colleagues, to participate in or lead professional 
development or professional learning communities, or to mentor other teachers. Other teachers 
reported that they do not provide teacher leadership, and some mentioned that they focus on 
providing leadership to students in the classroom and in student organizations (Focus Group 
Question 4).   
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USE PERSONAL TIME AND RESOURCES 

 Teachers commented that they conduct leadership duties on their personal time, 
using personal resources, as there is no time during the contract day.  

  “I come early and stay late after school, off contract time.”  
 

 
  

  “After contract time. Often with my own money.”  

    

 
PARTICIPATE IN OR LEAD COMMITTEES 
 

 Teachers shared that their leadership duties include participating in or leading 
various committees and councils within the school and in the wider community. For 
example, teachers mentioned leading or participating in faculty meetings, community 
councils, Joint Staff School Committees, School Improvement Councils, and local 
education and union meetings. 

  
“I lead several committees.” 

 

 
 

  

  “Serve on committees and councils when asked.”  

    

 
INFORMALLY COLLABORATE WITH COLLEAGUES 

 Teachers noted that they spend their teacher leadership time informally collaborating 
with colleagues. 

  “Collaborate with other teachers.”  
    

  “Collaboration is generally how my leadership influence is felt.”  

    

 
PARTICIPATE IN OR LEAD PROFESSIONAL DEVELOPMENT 

 Teachers shared that they spend their teacher leadership time participating in or 
leading professional development opportunities and professional learning 
communities.  

  “It is your time. When you participate in professional development opportunities 
where you grow as an educator that just makes you a better employee. To give 
teachers time to get professional development to learn from leaders, it would be 
nice. The district would get back so much more in return.” 

 

    

  “Being on professional learning communities within my school, advancing my 
education, attending trainings and professional development so, being a valued 
member of my grade level team during PLCs.” 

 

    

 
LIMITED OR NO TIME FOR LEADERSHIP 

 Some teachers commented that they do not want leadership duties or have not been 
given the opportunity. Others stated that they purposefully limit time and resources 
spent on leadership duties because of time constraints.   

  “No time to pursue these opportunities.”  
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   “I don’t have enough time, so I try to cut out the stuff that isn’t important. I’ve 
had to step down from leadership roles because I didn’t have the time to give to 
them.” 

 

  

 
MENTOR OTHER TEACHERS  

 Teachers shared that they spend their teacher leadership time and resources on 
mentoring other teachers.   

  “Mentoring other teachers.”  
  

 
 

  “I mentor new teachers because I have compassion on them and I want to 
encourage them to stay in the profession.” 

 

    

 
PROVIDE LEADERSHIP AND SUPPORT TO STUDENTS 

 Instead of focusing on teacher leadership, some teachers commented that they 
spend their time and resources on being a leader to students in the classroom and to 
student organizations. 

  “In everything I do, I try to provide leadership to my students.”  
    

  “The only leadership is in the classroom in guiding students to a better life.”  

 
Teachers discussed two overarching topics in designing an effective teacher leader role that 
allows for instructional time inside the classroom and leadership responsibilities outside the 
classroom: (a) noninstructional components and (b) overall design strategy. Specifically, 
teachers noted that noninstructional components should include time for planning, mentoring, 
informal collaborations or observations, or professional development. Teachers frequently noted 
that teacher leaders should receive extra compensation for these added responsibilities. 
Teachers also briefly commented on the overall design. Specifically, some teachers suggested 
rotating additional staff into classrooms to free teacher leader time for responsibilities outside 
the classroom. A final group of teachers cautioned that teachers have little time to engage in 
leadership (Focus Group Question 5).   
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PROVIDE PLANNING TIME DURING SCHOOL DAY 
 

 Teachers suggested that an effective teacher leader role would include an extra 
preparation period or protected planning, solely dedicated to leadership activities. 
Additionally, teachers noted that a common planning time would support 
collaboration among teacher leaders.  

  “There should be common planning time set aside for the teacher leaders.”  
    

  “Schedule a regular time period where the teacher is not teaching in the 
classroom, but could take care of leadership responsibilities. Elementary 
teachers would need a regular, specific time set aside, while secondary 
teachers would need a class period without students that is scheduled for 
leadership responsibilities.” 

 

    

 
COMPENSATE FOR LEADERSHIP ROLES 
 

 Teachers shared that an effective teacher leader role would include additional 
compensation. 
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“This position would hopefully pay a bit more so schools don’t continue to lose 
their best teachers to administrative positions, but instead leaves them in a 
place to have a greater impact on the classroom.” 

 

    

  “Teachers with leadership responsibilities should be well compensated.”  

    

 
PROVIDE TIME FOR MENTORING 

 Teachers reported that an effective teacher leadership role would incorporate time for 
veteran teachers to serve as mentors to novice teachers. Teachers suggested that 
mentors could teach in the classroom for half of the time and mentor for the other 
half. 

  “I would have a split day for the teacher. They would teach part-day and 
mentor/lead part day.” 

 

    

  “Mentor programs are imperative to fostering the growth of professionals. This 
should be at the building level and offer professional money (not just a $100 
stipend) and time away from their own classroom.” 

 

    

 
ROTATE STAFF TO PROVIDE TEACHER LEADER TIME 

 Teachers suggested that schools could rotate other teachers, teaching assistants, 
substitutes, coaches, interns, and administrators into classrooms, providing time for 
teachers to engage in leadership activities.  

  “One idea is to have a full-time teacher that rotates through the school to cover 
for teachers so that they can participate in leadership without feeling like they 
are working from behind.” 

 

  
 

 

  “Have some time during the week where someone could take over the class to 
give the teacher time to work on leadership roles.” 

 

  

 
PROVIDE TIME FOR INFORMAL COLLABORATION AMONG TEACHERS 

 Teachers shared that it would be helpful to have time for informal collaboration and 
observation of fellow teachers. Some teachers added that this type of peer 
collaboration would be as beneficial as dedicated teacher leadership roles.  

  “I don’t think there always needs to be a teacher leader for many roles, 
sometimes it’s just the ability to observe other teachers and collaborate and 
share good ideas.” 

 

    

  “Allow time for teachers to collaborate during school hours, one on one as well 
as in teams.” 

 

    

 
NOT ENOUGH TIME FOR LEADERSHIP ACTIVITIES 

 Several teachers indicated that there is not enough time in their day to engage in 
leadership activities. Other teachers expressed concern about taking time away from 
classroom instruction and about existing demands on teacher time.  
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  “Time is something I think all teachers don’t have enough of to accomplish all 
they would like to do for and with their students. If leadership responsibilities get 
to the point where it eats up time that a teacher feels would be better used to 
help their students it can become quite a problem.” 

 

    

  “With all the time teachers are giving freely to keep up, I don’t know if they 
would be willing to give much more outside of classroom time.” 

 

    

 
PROVIDE TIME FOR PROFESSIONAL DEVELOPMENT 

 Teachers mentioned that providing dedicated professional development time would 
support teachers on their pathway to leadership.  

  “Offer professional development days or days specifically geared towards 
developing teachers. It helps us be better in the classroom.” 

 

    

  “Provide ample training opportunities.”  
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Summary 

In summary, teachers often use personal time and resources to pursue 
leadership duties, which include leading or participating in various school or 
community committees or councils, informally collaborating with colleagues, 
participating in professional development opportunities or professional 
learning communities, and mentoring.  
 
Teachers offered feedback on the importance of several key variables in 
regard to developing teacher leadership pathways and opportunities. 
Teachers commonly highlighted the importance of noninstructional time for 
teacher leadership, such as time for mentoring, professional development, 
and informally collaborating with colleagues or observing fellow teachers. 
Some teachers suggested that additional staff could be rotated into the 
classroom to provide time for leadership responsibilities outside the 
classroom. Teachers often cautioned that a lack of time for leadership duties 
can add to teacher stress or result in limited interest in these opportunities. 
Teachers also noted the importance of providing additional compensation for 
teacher leaders and offering teacher leaders the opportunity to have a true 
voice in decision-making.  
 
Several teachers mentioned that leadership opportunities are not for 
everyone—as not every teacher desires to follow this pathway—and some 
suggested that teacher leadership opportunities would not improve retention 
because of other factors responsible for teacher turnover and attrition, such 
as low pay, large class sizes, and a lack of respect or support. However, 
some teachers suggested that teacher leadership opportunities could 
positively impact teacher retention. These teachers pointed to the opportunity 
to support and collaborate with colleagues, through sharing of classroom 
practices and mentoring. They also noted that teacher leadership 
opportunities could support teachers in feeling more respected and valued 
and could lead to professional growth and advancement.  
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• The USBE could consider developing a formal teacher leadership or career pathway that 
incorporates suggestions from teachers. Specifically, teacher leadership pathways could 
provide noninstructional time for leadership duties outside the classroom, offer additional 
compensation for teacher leaders, provide teachers with a true voice in decision-making, 
and be differentiated to accommodate different teacher interests. 

Several districts and states have created leadership pathways and provide information 
and resources online, which might be helpful to review. Some organizations have 
developed websites that provide information on leadership models or offer toolkits for 
states. Additional information on specific resources is available to the USBE upon 
request. 

• As noted in a recent report from the Utah Education Policy Center (2017), teachers are 
leaving the profession for a variety of reasons (e.g., personal concerns, low pay, lack of 
preparation or supports for new teachers), and as a result, a multifaceted approach 
toward improving teacher retention in the state is important to consider. Career 
advancement and teacher leadership opportunities could be components of this model. 
In developing and implementing a multifaceted approach to improving teacher retention, 
the USBE might consider incorporating suggestions from various online resources, such 
as the Utah Education Policy Center (2017, 2018) and state ESSA plans (2017). For 
example, the Utah Education Policy Center suggests providing additional supports to 
new teachers, improving school environment and culture, and collecting additional data 
on teacher retention and attrition. It might also be helpful for the USBE to review other 
states’ ESSA plans, as several states have addressed this issue. Some states have 
taken the approach recommended above and plan to address teacher retention in a 
varied yet aligned manner. Additional resources and suggestions are available to the 
USBE upon request. 
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Appendix Description 

The following pages provide additional information on Utah 
Teacher Fellow names and affiliations; the focus group questions; 
fall 2017 survey participant demographics; and the focus group 
analysis and the number of participants referencing each theme. 
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Appendix A 

This appendix lists the Utah Teacher Fellows and their respective 
schools and their respective affiliations. 
 
 
 

Teacher Fellows 
 
Benjamin Alvord  
Clarke N. Johnsen Junior High 

School 

Melody Apezteguia  
American Fork High School 

Marrianne Asay   
Highland Elementary School 

Bridgette Barrowes  
Pacific Heritage Academy 

Gay Beck  
Highland Elementary School 

Jacquelyn Eckert  
Cedar Ridge Elementary School 

Amberlee Ellett  
Mountain Heights Academy 

Megan Fairbourn  
Syracuse Junior High School 

Sharon Gallagher-Fishbaugh  
NBPTS Vice Chair of the Board;  

NEA Board of Directors  

 
Deborah Gatrell 
Hunter High School 

Mohsen Ghaffari 
North Star Elementary School 

Kelly Gill 
Willow Springs Elementary School  

David Horan 
Freedom Elementary School 

Michele Jones 
Cyprus High School 

Debbie Morgan 
South Sevier High School 

Steven Phelps 
Spectrum Academy (PG) 

Brian Preece 
Provo High School 

Allison Riddle  
Davis School District  

 

 
Machelle Rogers  
Rosamond Elementary School 

Wendy Rush  
Utah Virtual Academy 

Kristin van Brunt  
Viewmont High School 

Leigh VandenAkker  
East High School  

Bridget Varner  
Deerfield Elementary School 

Denise Wilmore  
Valley View Elementary School 

Amy Merritt Wood 
Jordan School District Office 

Lynette Yorgason  
Itineris Early College High School 
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Appendix B 

This appendix provides the substantive and demographic 
questions asked in the Utah focus groups and in the online 
survey. Only online survey participants responded to demographic 
questions.
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Utah Fall 2017 Survey 

 
Hope Street Group, as an independent nonprofit, is facilitating the collection of data from 
teachers in Utah to inform a number of decisions the Utah Board of Education will make over 
the next six to 12 months. All responses are collected anonymously. Your willingness to 
respond to these questions is appreciated. 

 
 
Teachers are leading in classrooms and at schools across the state. Whether assigned or 
shared informally, teacher leadership builds the entire school’s capacity to improve. The Utah 
State Board of Education believes if we intentionally develop teacher leader roles through a 
framework of competencies, and balance teacher leader responsibilities and compensation, 
then we will build the capacity of all teachers ensuring equitable access to effective teachers for 
all Utah students. Currently in Utah, teacher leadership isn’t formally connected to pathways 
within the system to progress in the profession if someone desires to remain a teacher and not 
leave the classroom or become an administrator. We want to think through ways in which 
someone can see teaching as a lifelong career with directed opportunities to grow and advance 
within their role that are meaningful, accessible, and contribute directly to the work of supporting 
school and student success. 
  
USBE Definition of Teacher Leader: LEA’s will have local control of the definition of a teacher 
leader 
 
1) What makes you feel valued as an educator? 
 
2) What are the most important characteristics and skills of a highly effective teacher? 
 
3) Do you think teacher leadership opportunities would improve teacher retention? Why or why 
not? 
 
4) If you are a full-time teacher, how do you use your time and resources for teacher leadership 
duties? 
 
5) As a professional and experienced educator, how would you design an effective teacher 
leader role that allows teachers instructional time inside the classroom and leadership 
responsibilities outside the classroom? 
 
6) What is your age range?* 
( ) Younger than 30 
( ) 30-49 
( ) 50-54 
( ) 55 or older 
 
7) What is the highest degree you earned?* 
( ) Bachelor’s Degree 
( ) Master’s Degree 
( ) Higher than a Master’s Degree 
 
8) How many years have you been teaching?* 
( ) Less than 4 years 
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( ) 4-9 years 
( ) 10-14 years 
( ) 15 years or more 
 
9) Which school district do you work in?* 
( ) Charter Schools 
( ) Alpine 
( ) Beaver 
( ) Box Elder 
( ) Cache 
( ) Canyons 
( ) Carbon 
( ) Daggett 
( ) Davis 
( ) Duchesne 
( ) Emery 
( ) Garfield 
( ) Grand 
( ) Granite 
( ) Iron 
( ) Jordan 
( ) Juab 
( ) Kane 
( ) Logan 
( ) Millard 
( ) Morgan 

( ) Murray 
( ) Nebo 
( ) N Sanpete 
( ) N Summit 
( ) Ogden 
( ) Park City 
( ) Piute 
( ) Provo 
( ) Rich 
( ) Salt Lake 
( ) San Juan 
( ) Sevier 
( ) S Sanpete 
( ) S Summit 
( ) Tintic 
( ) Tooele 
( ) Uintah 
( ) Wasatch 
( ) Washington 
( ) Wayne 
( ) Weber 

 

 
Thank you for completing this survey. Your input is valued. If you have questions about the 
State Teacher Fellowship, please contact tabithap@hopestreetgroup.org. If you would like to be 
contacted about how you can contribute to the work of the State Teacher Fellowship, visit 
http://hsg.270strategies.com/pln-signup.htm. 
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Appendix C 

This appendix provides demographic data on 1,815 of the 1,994 
Utah survey participants, including age range, highest degree 
earned, years teaching, and school district. A total of 179 
participants did not complete the demographic questions.
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What is your age range? (n = 1,815) 

 
   

What is the highest degree you earned? (n = 1,815) 
 

 
   

How many years have you been teaching? (n = 1,815) 

 
   

Younger than 30
10%

30-49
52%

50-54
15%

55 or older
22%

Bachelor’s 
degree

43%

Master’s 
degree

46%

Higher than a master’s degree
11%

Less 
than 4 
years
12%

4-9 years
22%

10-14 years
23%

15 years or 
more
43%
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Which school district do you work in? (n = 1,815) 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
Source: https://stem.utah.gov/utah-legislator-cards/ 

 

 

Tooele  
153 ▪ 8% 

Uintah  
12 ▪ 1% 

Wasatch  
1 ▪ 0.1% 

Washington  
27 ▪ 1% 

Wayne  
5 ▪ 0.3% 

Weber  
26 ▪ 1% 

 

Charter Schools  
192 ▪ 11% 

Alpine  
145 ▪ 8% 

Beaver  
2 ▪ 0.1% 

Box Elder  
7 ▪ 0.4% 

Cache  
34 ▪ 2% 

Canyons  
30 ▪ 2% 

Carbon  
1 ▪ 0.1% 

Daggett  
1 ▪ 0.1% 

Davis  
236 ▪ 13% 

Duchesne  
4 ▪ 0.2% 

Emery  
1 ▪ 0.1% 

Garfield  
5 ▪ 0.3% 

Grand  
5 ▪ 0.3% 

Granite  
418 ▪ 23% 

Iron  
9 ▪ 0.5% 

Jordan  
79 ▪ 4% 

Juab  
26 ▪ 1% 

Kane  
4 ▪ 0.2% 

Logan  
3 ▪ 0.2% 

Millard  
1 ▪ 0.1% 

Morgan  
1 ▪ 0.1% 

Murray  
5 ▪ 0.3% 

Nebo  
26 ▪ 1% 

N Sanpete  
28 ▪ 2% 

N Summit  
3 ▪ 0.2% 

Ogden  
3 ▪ 0.2% 

Park City  
3 ▪ 0.2% 

Piute  
11 ▪ 1% 

Provo  
27 ▪ 1% 

Rich  
3 ▪ 0.2% 

Salt Lake  
137 ▪ 8% 

San Juan  
15 ▪ 1% 

Sevier  
70 ▪ 4% 

S Sanpete  
52 ▪ 3% 

S Summit  
2 ▪ 0.1% 

Tintic  
2 ▪ 0.1% 
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Appendix D 

HSG, NNSTOY, and the USBE collected responses to the focus 
group questions through SurveyGizmo and through in-person 
focus groups. HSG then sent the results to Magnolia Consulting 
for analysis. After receiving the focus group data, Magnolia 
Consulting cleaned and prepared them for coding in ATLAS.ti, a 
qualitative data analysis software. ATLAS.ti allows users to divide 
data into segments, attach codes to the segments, and find and 
display all instances of similarly coded segments for analysis 
(Miles & Huberman, 1994).1 This enables efficient data 
organization and analysis. Next, Magnolia Consulting conducted a 
content analysis of the data, which involved identifying, 
organizing, and categorizing recurring themes (Patton, 2015).2 
Magnolia Consulting staff regularly met to review codes and 
establish raters’ agreement on recurring themes. The total number 
of participants who referenced each theme is presented in Tables 
D1–D5. 

                                                
1 Miles, M. B., & Huberman, A. M. (1994). Qualitative data analysis (2nd ed.). Thousand Oaks, CA: Sage Publications. 
2 Patton, M. C. (2015). Qualitative research and evaluation methods (4th ed.). Thousand Oaks, CA: Sage Publications.  



 

A9 
 

Focus Group 
Questions 
 

 
 
 

 
FG1. What makes you feel valued as an educator? 

Table D1 

Theme Count 

Being recognized, acknowledged, and appreciated 746 
Having autonomy, being trusted, and feeling supported 540 
Receiving higher compensation 500 
Receiving respect and support from the community 458 
Seeing students succeed and grow 424 
Being heard and involved in decision-making 367 
Receiving constructive and positive feedback on teaching 183 
Having time to work and plan 164 
Having positive relationships with students 134 

 

FG2. What are the most important characteristics and skills of a highly effective 

teacher? 

Table D2 

Theme Count 

Relationship skills 971 
Growth and learning mindset  617 
Passion for teaching and content area  583 
Positive attitude  559 
Content and pedagogical knowledge  538 
Responsive to student needs  437 
Classroom management skills 379 
Organizational skills  363 
Flexible and adaptable 342 

 

FG3. Do you think teacher leadership opportunities would improve teacher 

retention? Why or why not? 

Table D3 

Theme Count 

No—Other factors are responsible for retention 477 
No—Teacher leadership requires additional work/time 465 
No—Leadership opportunities are not for everyone 130 
No—Teacher leaders do not receive additional pay 106 
Yes—If teacher leaders are compensated 266 

FG 
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Theme Count 

Yes—Leadership offers support and collaboration opportunities 213 
Yes—Teacher leaders feel respected and valued 195 
Yes—If teachers are given a true voice in decision-making 189 
Yes—Leadership helps teachers to learn, grow, and advance 181 
Yes—If teacher leaders are given time 116 

 

FG4. If you are a full-time teacher, how do you use your time and resources for 

teacher leadership duties? 

Table D4 

Theme Count 

Use personal time and resources 620 
Participate in or lead committees 331 
Informally collaborate with colleagues 283 
Participate in or lead professional development 281 
Limited or no time for leadership 275 
Mentor other teachers 206 
Provide leadership and support to students 106 

 

FG5. As a professional and experienced educator, how would you design an 

effective teacher leader role that allows teachers instructional time inside the 

classroom and leadership responsibilities outside the classroom? 

Table D5 

Theme Count 

Provide planning time during school day 459 
Compensate for leadership roles 308 
Provide time for mentoring 253 
Rotate staff to provide teacher leader time 195 
Provide time for informal collaboration among teachers  155 
Not enough time for leadership activities 106 
Provide time for professional development 103 

 
 
 
 
 


