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Introduction

The Educator Career and Pathway Survey (ECAPS) for Teachers was developed by the Utah Education
Policy Center (UEPC) at the University of Utah in 2016. The ECAPS for Teachers addresses issues of
teacher supply and demand, working conditions for educators, and influences on educator decision-
making.

First administered in Fall 2017, the ECAPS for Teachers continues to provide insight into Utah’s
teaching force. In its second administration and again in partnership with the Utah State Board of
Education (USBE), we advance our understanding of the factors that contribute to educators’ career-
related decisions.

Specifically, the ECAPS for Teachers explores teachers' decisions to enter the teaching profession; the
influence of various factors on their decision to remain in, move within, or leave education; satisfaction
with working conditions; and career intentions.' Again, the ECAPS for Teachers offers a unique
perspective on these issues as it draws directly from the voices and experiences of Utah's teaching core.
Findings from the survey can be used to inform policies and practices in recruiting, developing, and
supporting teachers.

ECAPS Administration

In Fall 2019, the ECAPS for Teachers was emailed to all licensed teachers in Utah. Licensed educators
were contacted using their Comprehensive Administration of Credentials for Teachers in Utah Schools
(CACTUS) email.! For the purposes of our analysis and reporting, teachers are categorized as one of the
following*:

Stayers: taught in a public school setting in Utah in 2018-19 and continued
teaching in the same school in 2019-20
Movers: taught in a public school setting in Utah in 2018-19 and began
teaching in a different school in 2019-20
Leavers: taught in a public school setting in Utah 2018-2019 and did not
return to teaching in Utah in 2019-20
New Teachers: taught in a public school setting in Utah in 2019-20 for the first
time
Returning Teachers: stopped teaching at some point in their careers but returned to
teaching in Utah in 2019-20

! Educators were contacted using the primary email address provided in the CACTUS database.
2 The analyses used de-identified data to protect the confidentiality of respondents.
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The ECAPS survey was administered in an online survey platform.® Of 39,047 educators appearing in the
CACTUS database in 2018-19 and/or 2019-20, a total of 33,519 educators (or 85.8%) were “eligible” for
participation (i.e., they were teachers or educator specialists in 18-19 or a new/returning teacher in 19-
20) .

Following receipt of participant information in October 2019, this administration of the ECAPS was
launched in November 2019 and remained open for 6 weeks through December 2019. Email reminders
were sent directly to licensed educators. This initial report provides descriptive information regarding
teachers’ responses to the survey. Responses for teacher groups—stayers, movers, leavers, new teachers,
and returning teachers—are also presented. Our next analysis will offer further data disaggregated by
teacher and school characteristics, and further along with analyses of open-ended responses to survey
items.

3 The licensed software used was Qualtrics (v. 2.0).

4 Within the context of this report, we consider individuals eligible for ECAPS if they were Teachers or School
Based Specialists per CACTUS Educator Categories documentation published on 04/19/16
(https://www.schools.utah.gov/file/95fbc2ac-0531-488c-a91d-6¢c5a9d77727).
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Survey Respondents

In total ECAPS received 10,329 responses for the 2019 administration. Final usable data for this study
included 8,816 teachers and teacher specialists (or 26.7%) who responded to the survey®. In this brief,
sample size refers to the number of teachers who responded to a specific question. Again, no individual

nor identifiable information are reported.

As illustrated in Table 1. Respondents by Category, 8,816 participants provided their teaching
status—stayer, mover, leaver, new or returning—including 8,107 of whom taught in 2018-19 school year
(Figure 1. Respondents Teaching in 2018-19) and 709 of whom taught in 2019-20 but not 2018-19
(Figure 2. New and Returning Teachers Teaching in 2019-20).

Table 1. Respondents by Category

N  Percentage

Stayers 7412 84.1%
Movers 652 7.4%
Leavers 43 0.5%
New 500 5.7%
Returning 139 1.6%
New or Returning * 70 0.8%
Total 8816 100.0%

 These respondents did not specify whether they had previously taught, only that
they had not taught in 2018-19.

Figure 1. Respondents Teaching in 2018-19

Figure 2. New and Returning Teachers Teaching in 2019-20
® Of the 10,329 respondents, 1,513 individuals indicated a teaching category that was different from CACTUS
records. For example, if a teacher indicated that she changed schools from 2018-19 to 2019-20 but was observed at

the same school in the CACTUS data, they were excluded from our analyses because they completed the incorrect
version of the survey.
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Why Do Teachers Enter the Profession?

Teachers were asked to specify the extent to which various factors influenced their decision to become a

teacher. Eighteen factors were provided for teachers to rate on a scale of 1 (“not at all influential”) to 5

(“extremely influential”). In total, 8,370 of 8,816 teachers responded to this set of items.

Figure 3. Influence of Various Factors on a Teacher’s Decision to Enter the Profession shows all

possible factors in descending order, based on the percentage of participants who responded with

either “very influential” or “extremely influential,” represented in the two darkest shades of orange on

the right-hand side of the figure. The factors most commonly rated as very influential or extremely

influential in participants’ decisions to become a teacher were:

Desire to make a worthwhile difference in the lives of children (84%),
Desire to contribute to the greater societal good (71%),

Experience working with children/young adults (63%),

Sense of personal achievement (60%), and

Subject matter interest or expertise (58%).

The factors most commonly rated as “slightly influential” or “not at all influential” in participants’

decisions to become a teacher were:

Lack of other available job opportunities (89%),

Participation in an early career program during high school (86%),
Salary (84%),

Family members were teachers (63%), and

Insurance benefits (59%).
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Figure 3. Influence of Various Factors on a Teacher’s Decision to Enter
the Profession
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Next, teachers were asked to select their top five reasons from among these 18 factors for entering
teaching and rank them in order of importance on a scale of 1 to 5. We counted the frequency with
which each factor was cited as one of the top five reasons to enter teaching and then ordered these
factors from most frequently cited to least frequently cited, as seen in Figure 4. Top Ranked Factors
that Influence Teachers to Enter the Profession.

To alarge extent, the most commonly cited top five reasons to become a teacher mirror our findings in
Figure 3. For example, the most commonly cited number one reason to enter teaching was a desire to
make a worthwhile difference in the lives of children, with 2,770 teachers ranking this as their number one
reason to teach. In total, nearly 6,000 respondents indicated this as one of their top five reasons to enter
the teaching profession. The second most common top reason to enter teaching is the convenience of
the annual work schedule and summers off, though substantially fewer teachers (526) ranked this as
their number one reason. Other frequently selected top factors included a desire to contribute to the
greater societal good, subject matter interest or expertise, and experience working with children and
young adults.

We also compared the top five factors by teaching category to determine whether there are any
differences in the motivations of stayers, movers, leavers, returning teachers, and new teachers.
Although there was some slight variation in the ordering of top reasons to become a teacher across
groups, we did not find any substantive differences by teaching category. Across all groups, a desire to
make a difference in the lives of children was identified as the most important reason for entering the
teaching profession.
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Figure 4. Top Ranked Factors that Influence Teachers to Enter the

Profession
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In addition to considering this collective set of reasons that teachers enter the profession, we also
conducted a factor analysis of these survey responses to better understand the broader reasons that
individuals choose teaching. Through these statistical analyses, we found that teachers’ reasons for
entering the teaching profession grouped into two major areas - intrinsic and extrinsic motivations. As
depicted in Figure 5a. Influence of Intrinsic Factors on a Teacher’s Decision to Enter the
Profession, intrinsic reasons for entering teaching include motivations related to making a different in
the lives of children, a desire to contribute to the greater societal good, and experience working with
children and young adults. Figure 5b. Influence of Extrinsic Factors on a Teacher’s Decision to
Enter the Profession depicts extrinsic reasons teachers enter the profession, such as scheduling, job
security, and benefits. We note here that intrinsic factors were more commonly cited as highly influential
than extrinsic factors. For example, the most common intrinsic reason to enter teaching, a desire to
make a difference in the lives of children, was cited as “very influential” or “extremely” influential by 84%
of respondents, while only 59% of teachers identified the annual work schedule as “very influential” or
“extremely influential.”

Figure 5a. Influence of Intrinsic Factors on a Teacher’s Decision to Enter
the Profession

Desire to make a worthwhile difference in the lives of children
Desire to contribute to the greater societal good

Experience working with children/young adults

Sense of personal achievement
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Respect and value of the profession

Moral obligation
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Figure 5b. Influence of Extrinsic Factors on a Teacher’s Decision to Enter
the Profession
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Why Do Teachers Remain in the Profession?

Respondents who taught in both 2018-19 and 2019-20 (stayers and movers) were asked to evaluate the
influence of 30 factors on their decisions to remain in the teaching profession. These 30 factors overlap
substantially with the 18 factors provided as reasons to become a teacher and also include additional
factors related to working environment. Teachers were asked to rate these factors on a scale of 1 to 5,
where 1 represents “not at all influential” and 5 represents “extremely influential,” represented in the
two darkest shades of orange on the right-hand side of the figure. In total, 7,390 teachers, including
stayers, movers, and returning teachers, responded to this question.

Similar to Figure 3, Figure 6. Influence of Various Factors on a Teacher’s Decision to Remain in
the Profession displays all possible factors in descending order, based on the percentage of
participants who responded with either “very influential” or “extremely influential.” These factors are
quite similar to the reasons teachers indicated for becoming a teacher. The factors most commonly
rated as very influential or extremely influential in participants’ decisions to remain a teacher were:

e Desire to make a worthwhile difference in the lives of children (83%),
e Experience working with children/young adults (69%),

e Desire to contribute to the greater societal good (68%),

e Commitment to children/young adults (68%), and

e Sense of purpose (68%).

The five factors with the most “slightly influential” or “not at all influential” responses in participants’
decisions to remain a teacher were:

e Lack of other available job opportunities (81%),
e Salary (60%),

e Available resources (59%),

e Sense of personal recognition (59%), and

e Too difficult to start over (52%).

Collectively, these findings suggest that teachers are primarily motivated to remain in teaching by more
altruistic and intrinsically-focused factors, such as making a difference for children and contributing
the society, rather than extrinsic factors such as lack of other opportunities and salary.
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Figure 6. Influence of Various Factors on a Teacher’s Decision
to Remain in the Profession
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Next, teachers were asked to select their top five reasons for remaining in the teaching profession
among these 30 factors and rank them in order of importance on a scale of 1 to 5. We counted the
frequency with which each factor was cited as one of the top five reasons to enter teaching and then
ordered these factors from most frequently cited to least frequently cited. The ten most frequently cited
top factors are shown in Figure 7. Top Ranked Factors that Influence Teachers to Remain in the
Profession in descending order.

As with our findings on why teachers choose to become teachers, the most commonly cited top five
reasons to remain in teaching mirror our findings in Figure 6. The most commonly cited top reason to
remain in teaching is a desire to make a worthwhile difference in the lives of children, with 4,717
teachers ranking this as one of their top five reasons to continue to teach. Other common reasons
teachers indicated included convenient schedule, a desire to contribute to the greater societal good,
subject matter interest or expertise, and relationship with colleagues. These reasons are nearly identical
to the top ranked reasons teachers choose to enter teaching,

Similar to our analysis of why teachers enter teaching, we also compared these top five factors by
teaching category to determine whether there are any differences in the motivations of stayers, movers,
and returning teachers. Although there was some slight variation in the ordering of top reasons to
remain a teacher across groups, we again did not find any substantive differences by teaching category.
Across all groups, a desire to make a difference in the lives of children was identified as the most
important reason for remaining in the teaching profession.
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Figure 7. Top Ranked Factors that Influence Teachers to Remain in the
Profession
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Next, we again conducted a factor analysis of these responses for this question to better understand the
broader reasons teachers choose to remain in the teaching profession. Here, we found that there are
three general sets of factors that influence teachers, which we describe as student-focused factors,
personal factors, and extrinsic factors. As shown in Figure 8a. Influence of Student-Focused Factors
on a Teacher’s Decision to Remain in the Profession, nearly all teachers recognized the influence of
students on their decision to continue to teach. For every student-focused factor besides moral
obligation, over half of respondents responded with either “very influential” or “extremely influential,”
demonstrating the important role students play in teachers’ decisions to remain in teaching. Figure 8b.
Influence of Personal Factors on a Teacher’s Decision to Remain in the Profession illustrates the
influence that various personal factors have on teachers. In this set of factors, we found that colleagues,
work environment, and school culture are highly influential for many teachers. Finally, Figure 8c.
Influence of Extrinsic Factors on a Teacher’s Decision to Remain in the Profession contains the
extrinsic reasons teachers remain in the profession. These factors mirror the extrinsic reasons teachers
enter the profession, with schedule and job security rated highly by respondents.

Figure 8a. Influence of Student-Focused Factors on a Teacher’s Decision
to Remain in the Profession
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Figure 8b. Influence of Personal Factors on a Teacher’s Decision to
Remain in the Profession
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Figure 8c. Influence of Extrinsic Factors on a Teacher’s Decision to
Remain in the Profession
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Teacher Satisfaction

Teachers were asked to describe their satisfaction with different aspects of their work, including their
classrooms, their schools, student performance, professional support, economic factors, and leadership.
Stayers, movers, and leavers were asked to reflect on the 2018-19 school year, and new and returning
teachers described their perceptions of the initial months of the 2019-20 school year. Participants rated
their level of satisfaction on a scale of 1-5, where 1 represents “not at all satisfied” and 5 represents
“extremely satisfied.”

Figure 9. Stayers’ Satisfaction with Various Factors summarizes reports of satisfaction among 6,560
stayers who responded to the questions. Stayers most commonly reported that they were “highly
satisfied” (which, in the context of this report means either “very satisfied” or “extremely satisfied”) with
colleagues, working relationships, their job assignments, how ethically they were treated, and autonomy
over their classrooms. At the other end of the spectrum, relatively few stayers reported high levels of
satisfaction with student assessments/accountability, salary, reform, and performance-based
compensation. These findings suggest, despite lacking financial compensation and negative views
toward assessments and accountability, stayers are content with their day-to-day work, including
interactions with their colleagues, how they are treated, and their classrooms. Appendices A-E at the
end of this report provide additional details on how all teacher groups - new teachers, returning
teachers, self-initiated movers, district-initiated movers, and leavers - rated all 46 satisfaction items in a
format mirroring Figure 9.

To allow for comparison across all teacher groups, Table 2. Factors Most Commonly Reported as
“Highly Satisfied” by Respondent Group depicts the five factors more commonly reported as “highly
satisfied.” A total of 7,800 participants responded to this question. As illustrated in Table 2, there are
relatively few differences among the teacher groups in regards to which aspects of teaching are
commonly reported as “highly satisfied.” Across all teacher categories, colleagues were either the most
or second-most common area of high satisfaction. Other commonly cited factors across subgroups
included autonomy, job assignment, and additional factors related to colleagues, such as working
relationships and collaboration.

Some factors were unique to particular subgroups. For example, job security was only rated as “highly
satisfied” among self-initiated movers, and satisfaction with administration’s ability to encourage
innovation was only cited as “highly satisfied” by returning teachers. Administration, for instance, only
appeared among the five most commonly cited “highly satisfied” areas for new and returning teachers.
New and returning teachers commonly reported feeling “highly satisfied” with how ethically they were
treated, while this item did not appear among the top five factors for any other teacher group. UEPC’s
future analyses will explore differences among teachers working in different types of schools.

Table 3. Factors Most Commonly Reported as “Dissatisfied” by Respondent Group parallels Table
2 in its format while reporting factors that teachers labeled as either “not at all satisfied” or “slightly
satisfied.” Across all groups, teachers commonly report being “dissatisfied” with performance-based
compensation. Other factors that appeared across multiple groups included: reform measures, salary,
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student discipline and behavior, and the impact of assessments and accountability. Unique to returning
teachers was a highly “dissatisfied” rating for time commitment.

Figure 9. Stayers’ Satisfaction with Various Factors

Colleagues

Working relationships

My job description or assignment

How ethically I was treated

Autonomy over my classroom

Collaboration with colleagues

Job security

Intellectual challenge

Recruit, hire, and retain high quality personnel

Create an environment to support students

Create an equitable and inclusive environment

Act as a moral compass for the school or district

Expectations for my performance

Administration

Act in an open and transparent manner

Encourage staff members' initiative and innovative efforts
Promote understanding, appreciation, and use of community's diverse resources
Lead change efforts to promote school improvement

Effectively communicate and engage with families and caregivers
Use school or district data to promote school improvement

Build a collaborative environment

Professional development opportunities

Resources (e.g., facilities, classroom resources)

Value and respect for me as a teacher

Manage school resources effectively and efficiently to support school vision
Support professional development activities for teachers
Develop the individual and collective instructional capacity of faculty
Mentoring

Opportunities for professional advancement

Duties and responsibilities outside my classroom
Communication timelines and relevance

Protection of my teaching time

Feedback and/or coaching on instruction to improve my teaching
Extracurricular activities

Retirement benefits

My time commitment

My influence on school policies and practices

Student discipline and behavior

Parent engagement

Support I received to prepare my students for assessments
Insurance benefits

Impact of student assessment/school accountability

Student assessments/school accountability measures

Salary

Reform measures

Compensation, benefits, or rewards tied to student performance

0%

IS
=}
IS

40% 60% 80%

—
o
=]
X

Not at all satisfied  m Slightly satisfied —m Moderately satisfied m Very satisfied m Extremely satisfied

19|Page



Table 2. Factors Most Commonly Reported as “Highly Satisfied” by Respondent Group

District-Initiated
Stayers New Teachers Returning Teachers Self-Initiated Movers ISHRICEEE Leavers
Movers
Colleagues 76% | Ethical Treatment | 87% | Ethical Treatment | 84% Colleagues 58% Colleagues 75% Colleagues 82%
;
Worki Cl Collaborati ith
(?r ng 72% Colleagues 83% Colleagues 82% Job Security 57% assroom 73% ORabOration W | go o
Relationships Autonomy Colleagues
\ J
. L. . . . Classroom . Classroom
Job Assignment | 71% | Administration |78% | Administration | 81% 56% | Job Assignment | 72% 79%
Autonomy Autonomy
al [ Administration ) . S o
Ethical Treatment | 67% assroom 78% Encouraging 79% (?r ngf 51% (?r ng_ 64% (?r ng 79%
Autonomy . Relationships Relationships Relationships
\ [nnovation y
al Administrative Administrative Collaborati th
room ration wi
asstoo 66% Support for 76% Support for 78% | Job Assignment | 50% orabotation w 61% | Job Assignment | 74%
Autonomy Colleagues
Students Students
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Table 3. Factors Most Commonly Reported as “Dissatisfied” by Respondent Group

Stayers New Teachers Returning Teachers Self-Initiated Movers District-Initiated Leavers
Preformance- Performance- Performance- Performance- Performance-
Based 59% Based 31% Based 34% | Reform Measures | 64% Based 51% Based 49%
Compensation Compensation Compensation Compensation Compensation
Performance- Impact of
Reform Measures | 47% Salary 30% Salary 34% Based 56% | Reform Measures | 47% | Asssessments and | 41%
Compensation Accountability
Support with
Parent Parent
Salary 42% 25% | Insurance Benefits | 32% Student 51% 44% | Reform Measures | 40%
Engagement Engagement
Assessments
Infl Infl S t with
Student Discipline Student Discipline " uen.c? on " uen.ce: on Ll
. 38% . 24% | Reform Measures | 31% |School Policies and| 49% |School Policies and| 43% Student 39%
and Behavior and Behavior ) )
Practices Practices Assessments
Influence on L Support with
L. . . Student Discipline
Insurance Benefits | 37% |School Policies and| 24% | Time Commitment| 31% and Behavior 49% Student 41% |Insurance Benefits | 39%
Practices Assessments
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As with our analyses of the reasons teachers enter and remain in the profession, we also conducted a
factor analysis of respondents’ levels of satisfaction with various aspects of their work to identify
broader themes. We found that survey items related to satisfaction grouped into the following five
categories: classroom, student performance, economic, administrative, and professional factors.

Figure 10a. Satisfaction with Classroom Factors by Teaching Category displays the mean level of
satisfaction by teaching category for each of the three survey items that belong to the classroom area of
satisfaction. To generate means, each respondent’s rating of a particular item was averaged together
within a given teaching category. “Not at all satisfied” was assigned a value of 1, “slightly satisfied” was
assigned a value of 2, “moderately satisfied” was assigned a value of 3, “very satisfied” was assigned a
value of 4, and “extremely satisfied” was assigned a value of 5. For example, the leftmost bar in Figure
10a has a value of 3.1, meaning that, on average, stayers rated the protection of their teaching time
slightly above “moderately satisfied.” This figure indicates that new teachers had the highest levels of
satisfaction with protection of teaching time (3.7), while self-initiated movers had the lowest (2.9). For
satisfaction with autonomy over one’s classroom, new teachers have the highest satisfaction levels (4.1),
and again, self-initiated movers have the lowest (3.5). For satisfaction with job assignment, new teachers
and leavers were the most satisfied (4.0), and again, self-initiated movers were the least satisfied (3.4).

Figure 10a. Satisfaction with Classroom Factors by Teaching Category
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Figure 10b. Satisfaction with Student Performance Factors by Teaching Category parallels Figure
10a in design. Here, the mean levels of satisfaction with student performance factors are summarized
by teaching category. Across all five items included in this category, we find that new teachers are the
most satisfied, followed by returning teachers. Despite the variation by category, we note that, for all
groups, performance-based compensation tends to have the lowest levels of satisfaction while feedback
to improve teaching tends to have the highest levels of satisfaction.

Figure 10c. Satisfaction with School Factors by Teaching Category displays the mean levels of
satisfaction with 13 school-specific areas by teaching category. As with student performance factors in
Figure 10b, new and returning teachers tend to have the highest levels of satisfaction across all school
factors. In most cases, self-initiated movers have the lowest levels of satisfaction across these school-
specific factors. Satisfaction with colleagues and how ethically they were treated tend to be areas of high
satisfaction across all teaching categories, while student discipline and behavior, parent engagement,
and reform measures tend to be areas of lower satisfaction.

Figure 10d. Satisfaction with Economic Factors by Teaching Category contains the average levels
of satisfaction with four economic-specific areas by teaching category. We find that new and returning
teachers had the highest levels of satisfaction with salary, insurance benefits, and retirement benefits,
while stayers and leavers had the highest levels of satisfaction with job security. Although there is little
variation across teaching categories in the areas of salary, insurance benefits, and retirement benefits,
we find greater variation in job security. Specifically, leavers rated this as 3.8, or nearly “very satisfied,”
while district-initiated movers rated this as 2.9, or “moderately satisfied,” nearly an entire point lower
than leavers.

Figure 10e. Satisfaction with Administrative Factors by Teaching Category summarizes the mean
levels of satisfaction with 14 items related to school administrators by teaching category. Across all 14
items, new and returning teachers again report the highest levels of satisfaction on average. Stayers are
the next most satisfied group in this category, followed by district-initiated movers and leavers, with
self-initiated leavers reporting the lowest levels of satisfaction with administrators.

Figure 10f. Satisfaction with Professional Factors by Teaching Category displays the mean levels of
satisfaction with seven aspects of professional satisfaction. As with other domains of satisfaction, we
find that new and returning teachers often have the highest levels of satisfaction across these measures
of professional satisfaction. Working relationships, collaboration with colleagues, and teaching as an
intellectual challenge tend to be areas of high satisfaction across all teaching categories, while
opportunities for professional advancement and duties outside of the classroom are a bit lower.

Collectively, these findings suggest that teachers who have spent less time in the profession (new
teachers) or have recently spent time away from the profession (returning teachers) tend to be more
satisfied with multiple areas of the teaching profession. As might be expected, self-initiated movers —
those who opted to change positions - tended to be least satisfied with many aspects of teaching.
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Figure 10b. Satisfaction with Student Performance Factors by Teaching Category
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Figure 10f. Satisfaction with Professional Factors by Teaching Category
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Why Do Teachers Transfer Schools and Why Do They
Leave Teaching?

Movers were asked to describe their reasons for transferring to a different school in the 2019-20 school
year. A total of 433 self-initiated movers rated how influential personal factors were on their decisions,
and 139 district-initiated movers specified the reasons they were reassigned to different schools.

As depicted in Figure 11. Personal Factors that Influenced Self-Initiated Movers’ Decisions to
Transfer, the most commonly cited reasons as “extremely influential” for self-initiated transfers were
burnout, location of position, and a change in grade level. Among those that responded to the item, over
half of movers cited burnout as a highly influential reason for transferring. Respondents also had the
opportunity to select “other” and write in a reason for moving. For respondents who marked “other,” we
conducted a thematic analysis. Most commonly, movers identified a new or better teaching opportunity
elsewhere as their reason for transfer. “Other” common reasons were negative perceptions of school
environment or administration, insufficient salary, and family or personal reasons.

Self-initiated movers were also asked what type of transfer they made. Nearly two-thirds reported
moving to a different school in the same district, one third reported moving to a different district, and a
small fraction of teachers reported teaching out of state or making some other type of transfer.

Figure 11. Personal Factors that Influenced Self-Initiated Movers’
Decisions to Transfer
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As illustrated in Table 4. Reasons for Transfer among District-Initiated Movers, when asked why
their districts transferred them to different schools, a majority of respondents who were transferred
(47%) indicated that their transfer was due to a merger or closure. The second most common reason for
district-initiated transfer was due to reduced pupil enrollment (39%). For 12% of district-initiated
movers, transfer was reported as due to budgetary issues. Respondents also had the opportunity to
write in other reasons for their transfer that were not included in the response options. Among those
that chose to provide their own reason, results from thematic analysis suggest that individuals were
most often reassigned within their district to meet staffing needs. Others perceived that their transfer
was due to administrator retaliation, a school closure or opening, or because they were promoted.

Table 4. Reasons for Transfer among District-Initiated Movers

Reason Percentage
School and/or district merger or school closed 47%
Reduced pupil enrollment 39%
Budget cuts or budget shortfalls 12%

My performance evaluation results 2%

Did not obtain or maintain license 0%
Have not taken or could not pass the required test(s) 0%
Total 100%

Similarly, leavers were asked about their reasons for no longer teaching. Self-initiated leavers were

asked to indicate the extent to which various factors influenced their decision to leave the teaching
profession. As depicted in Figure 12. Personal Factors that Influenced Self-Initiated Leavers’
Decisions to Leave, self-initiated leavers (n=30) most commonly cited burnout and family relocation as
their reasons for leaving teaching. Respondents had the opportunity to provide their own response to
this item if the response options did not fit their personal situation. Thematic analysis of responses
suggests that these individuals most commonly left teaching for administrative or other non-
instructional positions. Some individuals also cited health, stress, retirement, and other working
conditions as factors. Self-initiated leavers rarely reported pregnancy or family care as reasons for
leaving teaching, though a small number of leavers report that their teaching salary was insignificant for

childcare.
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Figure 12. Personal Factors that Influenced Self-Initiated Leavers’
Decisions to Leave

Emotional exhaustion/stress/burnout
Family relocation

Salary insufficient for childcare

To raise my children

Seek additional degree or certification
Better opportunities within education
Family care

Better opportunities outside of education
Pregnancy

Location of position

Health

Retirement

0% 20% 40% 60% 80% 100%

Not at all influential = Slightly influential ~ Somewhat influential m Very influential m Extremely infleuntial

When district-initiated leavers were asked why they left teaching, all respondents indicated “other.”
Write-in responses from these respondents suggest that most respondents left teaching for
administrative or other non-instructional positions, such as instructional coaches or subject-area
specialists.

All leavers, whether self- or district-initiated, were asked what they are now doing. Over 80% of
respondents reported working in other K-12 education positions, and a small portion of respondents
indicated they were either retired, working in post-secondary education, or caring for family members.
Caution should be exercised when interpreting the findings of the leavers due to the small sample size.
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Career Intentions

The ECAPS for Teachers asked stayers, new teachers, and returning teachers how long they plan to
remain in a teaching position. A total of 6,630 teachers in this subset of respondents provided a
response to this question. As depicted in Table 5. How Long Teachers Plan to Remain Teaching,
most respondents stated that they will remain as long as they are able or until they are eligible for
retirement. New and returning teachers, however, were much more likely to stated that they would stay
as long as they were able, while stayers were somewhat split between staying as long as able and until
eligible for retirement. Returning teachers were more likely to state that they were undecided (26.0%)
than new teachers (20.2%) and stayers (18.4%).

Table 5. How Long Teachers Plan to Remain Teaching

New Returning
Stayers Teachers Teachers

Aslong as I am able 30.4% 52.4% 43.9%
Until I am eligible for retirement benefits from this job 26.3% 6.0% 9.8%
Undecided at this time 18.4% 20.2% 26.0%
Until a specific life event occurs 5.9% 9.0% 6.5%
Other 5.7% 4.1% 6.5%
Until I get a promotion within education 5.1% 3.9% 4.1%
Until I am eligible for Social Security benefits 4.1% 0.7% 0.8%
Until I get a job within another field 2.9% 2.3% 1.6%
Until my loans or debt are paid off 1.0% 1.1% 0.8%
Until I am eligible for retirement benefits from a

previous job 0.2% 0.2% 0.0%

Stayers, new teachers, and returning teachers were also asked if they had previously applied for another
position, and the majority reported they had not. As illustrated in Table 6. Job Seeking of Teachers,
66% of teachers report that they have not applied for another position in education and 73% report that
they have not applied for a position outside of education. Within the last 12 months, 15% and 8% of
participants report applying for a position in education and outside of education, respectively. A similar
percentage of participants, 18% to 19%, report applying for an education or non-education position
more than one year ago. Collectively, these results suggest that the majority of Utah’s teachers are not

actively seeking out other employment.

Table 6. Job Seeking of Teachers

Applied for Applied for another
another position position outside of
in education education
Yes, in the past 12 months 15% 8%
Yes, but not in the past 12 months 18% 19%
No 67% 73%
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Mentorship Experiences

Although not the focus of this report, the ECAPS survey also asked teachers to share their experiences
with mentorship and other forms of professional development during their first five years of teaching.
These questions were asked in a collaborative effort with the Utah Teacher Fellows Program. The Utah
Teacher Fellows Program conducts a research project annually, which they use to promote teacher-led
solutions. Appendix F. Respondents’ Reports of Mentorship Experiences contains a full summary of
findings related to mentorship. As depicted in these supplemental materials, most ECAPS participants
(82-95% depending on the teaching category) responded to these items. The majority of respondents
(65%) reported that they had a mentor in their first five years of teaching, with 70% receiving both
formal and informal mentorship. Mentorship was most common in teachers’ first year of teaching, and
this rate declined steadily through year five. Overall, respondents felt that mentorship was helpful, with
nearly 50% reporting that mentorship increased their effectiveness “to a great extent” or “to a very great
extent.” When asked to assess the value of particular mentorship experiences, respondents reported the
greatest value in receiving advice or suggestions from their mentors, followed by reflective conversation.
Attending professional learning with a mentor, on the other hand, was not rated as highly.

Participation in various early-career support activities varied. While nearly 80% of respondents reported
participating in ongoing and supportive communication regarding instructional practices, these rates
are lower for activities such as training on understanding and using student data and participating in a
network community of teachers. Perceptions of these support activities varied as well, with teachers
finding the most value in common planning time and collaboration with other teachers and the least
value in seminars for beginning teachers and training on student data.

Over half of participants believed that early-career teachers should receive three years of mentorship. A
total of 63% of respondents report serving as a mentor, and approximately two-thirds of those
individuals did not receive training on how to mentor. When asked whether they were open to the idea
of mentoring half-time and teaching half-time, 62% of respondents agreed. Teachers are relatively split
in their beliefs about whether mentorship has an influence on their decisions to remain in their current
schools and the profession more generally. Just over half of teachers reported that mentorship was
“slightly influential” or “not at all influential” on their decisions to persist, while the remaining
respondents indicated that mentorship had higher levels of influence for them.
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Putting It All Together

Summary of Findings

Through the ECAPS for Teachers, the UEPC gathered feedback from teachers across Utah to understand
why they entered the teaching profession and when applicable, why they either continue to teach,
change positions, or leave the profession. We also explored what teachers find most and least satisfying
about their work and sought to better understand teachers’ career intentions. When possible, we
disaggregated teachers’ responses by category, to better understand how stayers, movers, leavers, new
teachers, and returning teachers differ in their perceptions of the teaching profession.

In our examination of the reasons that teachers enter the profession, we found that teachers are largely
driven by altruistic intentions and intrinsic motivation, noting a desire to make a difference in the lives
of children and contribute to the greater good of society. In contrast, teachers did not choose to teach
due to extrinsic factors, such as insurance, salary, or lack of other options. These reasons are generally
similar regardless of teaching category. When teachers were asked why they continue to teach, their
responses were similar to those they gave when asked why they became teachers. Again, teachers
attributed their persistence in the profession to altruistic and intrinsic factors rather than extrinsic
ones.

Although there was some variation by teaching category, teachers commonly reported high levels of
satisfaction with their colleagues, autonomy in their work, and their specific job assignments. We found
lower levels of satisfaction related to financial compensation, accountability, and various reform
measures.

Over half of respondents indicated they plan to remain in teaching for either as long as they are able or
until retirement. Noteworthy, however, is the fact that 19% of respondents again reported that they are
unsure how long they will continue to teach and a similar percentage report that they will eventually
leave teaching for other reasons, such as a promotion within the education field or a job in a different
field. Although we found that relatively few respondents have been actively seeking out other work in
the recent past, there is reason to focus on and better understand the experiences of those who are less
certain about whether teaching will be a lifelong career.

In order to understand whether and how Utah'’s teaching landscape has changed over time, we
compared these latest findings with results from the ECAPS for Teachers administered in the 2017-18
school year. (For full details of our 2017-18 findings, see our previous report titled Why Do Teachers

Choose Teaching and Remain Teaching? Initial Results from the Educator Career Pathway Survey

(ECAPS) for Teachers.) Generally, we found very few shifts in responses. For example, a desire to make a

worthwhile difference in the lives of children was still number one reason respondents gave when asked
why they became a teacher, followed by a desire to contribute to the greater societal good. Reasons to
remain in teaching have held constant as well, where again, a desire to make a difference in children’s
lives continues to be the number one reason to remain in teaching. We also found few differences in
reports of how long teachers to remain in teaching and whether or not teachers have sought other work.
In our prior survey, 57% of respondents reported they would remain in teaching either as long as they
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are able or until they are eligible for retirement benefits from the position. In this latest survey round,
we observed 53-57% of teachers providing one of these two responses, depending on their teaching
category. In contrast, we observed slightly fewer individuals reporting that they have sought jobs either
within or outside of education. For example, while 60% of 2017-18 respondents reported that they had
never looked for another job within education, 67% reported that they had not in this most recent
survey. We cautiously, but optimistically, interpret these findings as a positive indicator that the exodus
from teaching may subside.

We also note that our total number of respondents is substantially higher in this survey. In 2017-18,
2,025 teachers participated, whereas this time we received responses from 8,816 teachers, representing
a 26.7% response rate. This greater number of respondents and higher response rate allows us to
examine responses by teaching category and will allow us to conduct the next rigorous and powered
statistical analyses.

Implications and Next Steps

Collectively, these preliminary findings have implications for a variety of audiences. As teacher
education program administrators, policymakers, and others with a vested interest in teacher
recruitment seek to understand what draws individuals into the profession, our findings align with
prior research and suggest that altruistic and intrinsic factors are most motivating,

Similarly, district and school leaders interested in improving retention efforts may be informed by our
finding that teachers report similar reasons for remaining in the profession. Relevant to education
leaders and policymakers, teachers find their colleagues, autonomy, and job assignments to be highly
satisfying aspects of their work, while financial compensation, accountability, and reform are less so.

Despite the satisfaction that teachers experience in some facets of their work, there is room for
improvement in the compensation teachers receive and the ways in which larger policies related to
accountability and reform impact the day-to-day work of teachers. As teachers’ satisfaction in these
areas improve, we might expect to find that more teachers indicate a willingness to stick with teaching
as a lifelong career.

This report offers an initial look at findings from the 2019-2020 ECAPS for Teachers. However, our
analyses of the data continues. Our upcoming analyses will include how satisfaction and career plans
are associated with school characteristics such as student demographics, achievement, locale, and
sector. Additionally, we will further explore open-ended responses to generate a more nuanced
understanding of teachers’ experiences. We will also generate composite constructs and pursue further
statistical analyses to identify significant differences in responses by teaching category and school type.
Importantly, we will use regression analyses to determine whether particular survey responses are
predictive of career intentions and other outcomes. We look forward to sharing these comprehensive
findings with audiences across the research, policy, and practice arenas and to building upon our
understanding of Utah teachers’ career pathways.
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Appendix A. New Teachers’ Satisfaction with Various Factors

How ethically I was treated
Colleagues
Administration
Autonomy over my classroom
Create an environment to promote academic, social, emotional support for students
‘Working relationships
My job description or assignment
Expectations for my performance
Value and respect for me as a teacher
Intellectual challenge
Recruit, hire, and retain high quality personnel
Create an equitable and inclusive environment
Encourage staff members' initiative and innovative efforts
Promote understanding, appreciation, and use of community's diverse resources
Actin an open and transparent manner
Use school or district data to promote school improvement
Professional development opportunities
Act as a moral compass for the school or district
Collaboration with colleagues
Effectively communicate and engage with families and caregivers
Lead change efforts to promote school improvement
Manage school resources effectively and efficiently to support school vision
Build a collaborative environment
Mentoring
Support professional development activities for teachers based on identified...
Develop the individual and collective instructional capacity of faculty
Feedback and/or coaching on instruction to improve my teaching
Opportunities for professional advancement
Communication timelines and relevance
Resources (e.g., facilities, classroom resources)
Protection of my teaching time
Job security
Duties and responsibilities outside my classroom
My time commitment
Extracurricular activities
Retirement benefits
Impact of student assessment/school accountability on my teaching curriculum
Student assessments/school accountability measures
Insurance benefits
Support I received to prepare my students for assessments
Student discipline and behavior
Parent engagement
My influence on school policies and practices
Salary

Reform measures

Compensation, benefits, or rewards tied to student performance
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Appendix B. Returning Teachers’ Satisfaction with Various Factors
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Appendix C. Self-Initiated Movers’ Satisfaction with Various Factors
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Student assessments/school accountability measures
Develop the individual and collective instructional capacity of faculty
Extracurricular activities
Student discipline and behavior
My influence on school policies and practices
Support I received to prepare my students for assessments
Salary
Compensation, benefits, or rewards tied to student performance

Reform measures
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X

Not at all satisfied  m Slightly satisfied ~m Moderately satisfied m Very satisfied —m Extremely satisfied
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Appendix D. District-Initiated Movers’ Satisfaction with Various
Factors

Colleagues
Autonomy over my classroom
My job description or assignment
‘Working relationships
Collaboration with colleagues
Intellectual challenge
Expectations for my performance
Protection of my teaching time
Professional development opportunities
Create an equitable and inclusive environment
Create an environment to promote academic, social, emotional support for students
Effectively communicate and engage with families and caregivers
Resources (e.g., facilities, classroom resources)
How ethically I was treated
Build a collaborative environment
Manage school resources effectively and efficiently to support school vision
Administration
Value and respect for me as a teacher
Use school or district data to promote school improvement
Mentoring
Encourage staff members' initiative and innovative efforts
Communication timelines and relevance
Recruit, hire, and retain high quality personnel
Opportunities for professional advancement
Promote understanding, appreciation, and use of community's diverse resources
Act in an open and transparent manner
My time commitment
Act as a moral compass for the school or district
Lead change efforts to promote school improvement
Feedback and/or coaching on instruction to improve my teaching
Duties and responsibilities outside my classroom
Support professional development activities for teachers based on identified...
Job security
Develop the individual and collective instructional capacity of faculty
Retirement benefits
Student discipline and behavior
Extracurricular activities
Student assessments/school accountability measures
Parent engagement
Impact of student assessment/school accountability on my teaching curriculum
My influence on school policies and practices
Insurance benefits
Support I received to prepare my students for assessments
Reform measures

Salary

Compensation, benefits, or rewards tied to student performance
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Not at all satisfied ~m Slightly satisfied ~m Moderately satisfied m Very satisfied m Extremely satisfied
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Appendix E. Leavers’ Satisfaction with Various Factors

Collaboration with colleagues
Colleagues
‘Working relationships
Autonomy over my classroom
My job description or assignment
Value and respect for me as a teacher
Professional development opportunities
Job security
Expectations for my performance
Opportunities for professional advancement
How ethically I was treated
Intellectual challenge
Administration
Resources (e.g., facilities, classroom resources)
Duties and responsibilities outside my classroom
Protection of my teaching time
Communication timelines and relevance
Create an equitable and inclusive environment
Act as a moral compass for the school or district
Feedback and/or coaching on instruction to improve my teaching
My time commitment
Mentoring
Create an environment to promote academic, social, emotional support for students
Manage school resources effectively and efficiently to support school vision
Act in an open and transparent manner
Retirement benefits
My influence on school policies and practices
Promote understanding, appreciation, and use of community's diverse resources
Effectively communicate and engage with families and caregivers
Insurance benefits
Extracurricular activities
Build a collaborative environment
Encourage staff members’ initiative and innovative efforts
Support professional development activities for teachers based on identified...
Student discipline and behavior
Use school or district data to promote school improvement
Lead change efforts to promote school improvement
Develop the individual and collective instructional capacity of faculty
Student assessments/school accountability measures
Impact of student assessment/school accountability on my teaching curriculum
Salary
Support I received to prepare my students for assessments
Recruit, hire, and retain high quality personnel
Parent engagement

Reform measures

Compensation, benefits, or rewards tied to student performance
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WILL I STAY OR WILL I GO?
EDUCATOR CAREER AND PATHWAY SURVEY (ECAPS)
FOR TEACHERS 2019 RESULTS

"'uhl a K. Rorrer, PhDD
el N1, PhD
Amy Auletto, MA, MW

UTAH EDUCATION
POLICY CENTER

Brideing Nesearch, Folicy, & Fracfice

About ECAPS

» The Educator Career and Pathway Survey (ECAPS) was launched in
November 2019 with the goal of addressing issues relevant to teacher
supply and demand and working conditions for educators.

- Using email addresses in the CACTUS database, we contacted
approximately 33,000 educators who taught in Utah public schools in
2018-19 and/or 2019-20.

+ We categorize teachers as:
* Stayers: taught at same school in 2018-19 and 2019-20
* Movers: taught at different schools in 2018-19 and 2019-20
* Leavers: taught in 2018-19, did not teach in 2019-20
* New Teachers: taught for the first time in 2019-20
* Returning Teachers: previously taught, returned to teaching in 2019-20
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Respondents by Teaching Category

+ We received responses from
8,816 educators who were
public school teachers Utah in
the 2018-19 and,/or 2019-20
school year.

+ Our response rate was 26.7%.

Teachers enter the profession for intrinsic reasons...

[hesire bo muake s worthwhile difference in the lives of

children

Desire Lo comtibulbe to e grealer socielal good

Expericnce working with children/ voung sdulis

Sense of personal achievermend

Inspiring teacher(s)

Respect and value of the profession

Moral abligation

Mot st all influentisl = Slightly infleental

Teaching Category N Percentage |
Stayers 7412 84.1%
Maovers 52 7A4%
Leavers 43 0.5%

New 500 5.7%
Beturning 139 1.6%
New or Returning © T 0.8%
Total 516 100.0%
P Some respondents did nol specify whether they hod previooes)y tao g,
wily Pt dhey Do et tanght b 2015149,

[0 H¥h SLE

L L

KD

iR

Somewhal infloentisl 8 Very influential @ Extremely infleuntial
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... as well as extrinsic reasons.

Summrs ol Convenience of anouoal work schedole
Convenience of daily/weekly work schedule

Juby stabilily/ securily

Retivement renelits

Insurance enefits

Salary

0% 20 0% N B0

100

Mot al all influestial @ Slightly infloential @ Soemewkal infloential @ Very inluential @ Exiremely infleuntial

Three factors motivate teachers to remain in the profession:

1) Personal Reasons

Relationship with peors and colleagues
Work environment

Collalroration wilh peers and colleagues
Sehool culture

Challenging work

Frofessional _aruwlh

High level of responsibility

Quiality of eaudership

Sense of enpowerment

Professional learning opporiunitics
SensEe nl'p{*n-;nnul rucuwutiun

Awvailable resonrees
. H¥w Hrws G HF%

Mot at all influential mShghtly influental @ Somewhst inllvential @ Vervinlluential @ Extremely inloentis)

iR
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Three factors motivate teachers to remain in the profession:

2) Extrinsic Reasons

Summers off/ Comnvenience of amnual work schwedule
Conventence of daily/ weekly work schedule

Joly slabiliey security

Retirement bemnefils

Ipsoramee benelis

S lary

(11 Aty S L L] [ L1 Ty

Nob at sl influential w Slightly infleental @ Somewhat influential @ Very infloen sl s Extremely infeontisl

Three factors motivate teachers to remain in the profession:

3) Most Importantly, Students

Dhe=ipe far o awortbadole difference i the lives of childeen
Esiperbemee warking with ehildren v pdult s

[esire to contribute G e greater secietal geed
Commitmend (o childeen vouang achallls

Sense ol purpsese

Sease ol persemal achievement

Levd of engfsgement with chibdren/ vou g il s

Slowal siligation

L] H¥w A0 % K

=
£

Mot st all infuential mShghtly infloentisl @ Semewhat infloental @ Very infloentiol @ Exstremaely infleontial




Stayers’ Satisfaction with Classroom Factors

My joly descriplion or assignment
Autonomy over my classroom

Protection of my teaching time

1K 20 A0 fll MFR 1005

m Notalall satisfied  mslightly satisfied  wModerately satisied  m Very satislied  w Extremely satisfed

Stayers’ Satisfaction with Student Performance Factors I

Feedback and/or coaching on instroction W fmprove my

teanching

Supgort Dreceived Lo prepare my sbudents for assessien s
|||'||I.'|| §aof sipdent asscssment /schoo] accounbabglity

Student assessmen s school accountalility measores

|_'|I||'||'||'I'|'\-'.'|5I||I'| Bierwelis, ar revwards Ged o siodent

prerformance

1K 20 iK% Bl KN 100,

Mot at all satisied Slightly satislied  m Moderatelv sati=fied @ Verv salisfiod  ® Extremely satisfied
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Stayers’ Satisfaction with School Factors

Colleaguies
Howw ethicalby | was treated

Julmimistration

Professional dev apmani |||'||_||||'Il_:||1iI||--‘
Resources {eg., facilities, classroom resources)
MMentoring

Comemunication timelines and relevance
Exirscurricular setivities

Mlv time commitiment

Mlv inlMuence on schoaol |_I|I|I|'id,"\-|.'|l'||j praclices

SEnaclent disc i|1|i|1¢; and bekbavior

IHarent e

Reform measures

Not at all satized Sligshtly =alislied

|y sevuriiv

Retivement henelits

Insurance enefits

S lary

[ HFY

Not at all satized Sligshtly =alislied

Stayers’ Satisfaction with Economic Factors I

20 K% M 1 100

m Moderalely satisficd @ Very salisfiod @ Extremely satisfied

m Moderalely satisficd @ Very salisfied @ Extremely satisfied
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Stayers’ Satisfaction with Administration

Becru', hive, and petain Bigh qaality person nel

Creabe an envieen menl b suppon stadent s

Creale an eqaitable and inclasive enviesn menl

At mea ol oompass G the school or dist rct

At I b el bl EERHS TCAE FTKL DB E

Enout rage stafl inembers nitathe and insovalie efboris

Percde unde rtanding, apprectation. and use of comemaney's divers mso oes
Lo cha nge & (oot & 0o proitste schood g nowe e at

Effectively comum nieate and engage with lamilies and cane givers

U scbvonel o distvict daba bo peoinale sobwod bmpeose el

Baaild & collaborative envieon e nt

Manage schwad pesonmes effict nely and e ficiently to support achool vision
Suppor professienal development activiewe for eachers
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Stayers’ Satisfaction with Professional Factors

Cologasy

Heeecibicully | mas bresiesd

Adreirisradion

Profcmin ol devekyanend oppor e bies
Arparces [eg. fenblin. o mron el
Mentoring
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Teachers’ Career Plans

New Returning

_  Stayers  Teachers Teachers
(As long as L am able | 304% | 524% 43.9%

Until I am eligible for retirement benefits from this

joh 26.3% o.M Y.H%
'Undecided at this time C18A% | 202% 26.0%
Untila specific life event occurs L 59% . 9.00% - 6.5%
‘Other | BT™% | 41% | 65%
Until I get a promotion within education | 51% | 3.9% | 41%
| Until T am eligible for Social Security benefits | 41% _ 0.7% (LB%

Until I get a job withinanother field 2.9% 2.3% 1.6%:
: Until my loans or debt are paid off 1.0% L.1% O 0.a%

Until T am eligible for retirement benefits froma

previous job 0.2% 0.2% 0.0%

Most ECAPS participants responded to survey items
related to mentorship.

Stayerd {n=7412) HIN | 18% |
Mow Teachers (n=5001) BT [ 13w |
Retuming Tesdwes (n=139) BEH, | 12%: |
Seli-Tnid uded Movers In=137) 4% | T |
T¥ietrbet-Tnit ot e Movers (= 1400 [0 |3".. |
Lenver= {in=4F) Bh | 1455 |

LILY P | M [EE b B L1 ESS

O Faesponded 0 Did Mot Besponcd
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Job Seeking Among Stayers, New Teachers, and Returning Teachers

Appliedfor [ Applied for
another position | another position

in education outside of

education
Yes, in the past 12 months . 15% . B%
'Yes, but not in the past 12 . 18% . 19%

months

‘No ' 67% ' 73%

The majority of early-career teachers report they
had a mentor in their first five years. Teachers often
work with both assigned and informal mentors.

IYidd you have a mentor in your first five What type of mentorship did youw

vears of teaching? receive?

1%
29%

70%

Ne m Y= w Informad eent
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Mentorship rates decline as early-career teachers
gain more experience.

Reported Rates of Mentorship by Year of Experience

|||||

J —

Yoar Year 2 Yeard Year 4 Yoar 5

= Assigned Mentor Informal Mento

Early-career teachers generally feel that mentorship
increased their effectiveness.

To what extent did your mentoring experience
increase your effectiveness as a teacher?

25%
205
15%
| [H e
-I:I
~ B
:.l'.l\": cxient :.l'.l.' Akt :.l'.I!:.l\.'.I. :.l'.l'\lll‘u Srest
i
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Teachers value receiving advice from their mentors and
engaging in reflective conversation. Attending
professional learning with a mentor and lesson modeling
are less valuable.

Perceived Value of Mentorship Experiences

Becetving suggestiens anc/wr alvce lrom o meator _

Participation rates in early-career teacher support
activities vary...

Reported Participationin Various Early-Career Teacher Support Activities

i reli
praict e
e 1 I
th L dheprart i
Regtdardy sobwedule wdrrrad 1o wilh of her deacdwers
rabnningg o v rs anclings asd vesing stodent dato

Part beipration ina network commu ity of teacwer
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...and perceived value of these activities varies as
well. Common planning time and collaboration are
highly valued, while seminars and data training are
perceived to be less beneficial.

Perceived Value of Early-Career Teacher Support Activities

On average, teachers believe early-career teachers
should receive mentorship for 3 years.

For how many vears sfronld new teachers have an assigned

mentor?

| 5 f OF IMore
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Many teachers have served as mentors, but less than
half have received training.

Experiences Serving as a Mentor

| I\I.'r"ul.'ll aw i ilor

Never served as a mentor

405

B Beceived training

Ihicl mort receive braini ng

The majority of teachers are open to mentoring half-
time and teaching half-time.

Are you willing to mentor half-time
and teach half-time?
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Teachers are split in their beliefs about whether a
mentoring program would influence their career decisions.

To what extent would having a mentor programinfluence vour decision to

remain in...

~your current school* . _
A Ilj“.!!? . _

i 1 HFK HIk K Al e 7 il TR

W Exlremely influential YVery influential Somrevw hat inlluential Slighitly infMuential - m Mol ab all influcatial

Mentor Training

- High variation in:
* Availability (e.g., school; district; stale; oul-of-stale; university-based)
* Nature of menloring (in-person, video; on-line, canned-programs; books),
= Access
* Duration (e.g., from a few hours to 10+ hours; weekly; monthly)
* Formality
* Perceived Value
* Providers
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Factors that Prompt Teachers to Mentor

« Pay/compensation

+ Time to plan, enzaze with mentee, attend traiming,

schedule alignment “I would love to be a mentor
teacher once I felt like I had
the experience and support
+ Personal experience in teaching to give another teacher.”

+ Resources to support mentoring program

» Tramming
+ Feasthility (e.z., own school, sulyect matter)

« Formalizing mentoring

Factors that Limit Desire to Be a Mentor

- Time limitations
- Lack of training
« Lack of confidence

- Lack of current experience
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Recommendations

* Qutline expectations for successful mentoring—both mentor and
mentee

* Provide evidence-based modules for mentor training

* Create mentor modules that are broadly accessible and aligned to
mentor and mentee competencies

* Provide guidance for mentor assignments and matching

* Align mentoring with individual mentee needs

* Coordinate mentoring with other supports for teachers
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