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SUMMARY 

Program Name & Overall Goals/Objectives of the Program: 

Program Name: Learn to Lead: Building Great Teachers through leadership Pathways 

Overall Goals/Objectives of the Program: Learn to Lead’s main goal was to activate educators 

and licensed professionals as leaders for students, their schools, and the education profession as a 

means to increase teacher retention, improve administrative and instructional practices, and 

improve student achievement. The program’s main objectives were that educators would exhibit 

an increase in knowledge, positive change in behavior or attitude, and/or change in practice in 

competencies related to the program’s three key leadership pathways (Instructional, Policy, and 

Educational Community Leadership); an increase in teacher retention; and an increase in 

participating teachers’ student achievement. More specific program objectives were outlined 

through each individual phase of the overall Learn to Lead project. These objectives—and their 

associated outcomes and results—are listed in the proceeding Grant Funded Activities sections. 

Abstract and Results Overview: 
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To attain these overarching goals and objectives, the innovative and collaborative joint-

efforts of Vegas PBS and the Clark County Education Association (CCEA) researched, designed, 

implemented, and improved (through experience implementing the project initially during the 

16-17 year, continual data/results and participant feedback) a program that braided classroom and 

online coursework, independent research, and collaborative peer-to-peer workshops that 

culminated in teachers designing and implementing their own capstone leadership projects. 

Through this coursework, Learn to Lead strengthened teachers’ leadership in three key areas, or 

pathways: Instructional Leadership, Policy Leadership, and Educational Community Leadership. 

Overall, 111 educators participated in Learn to Lead’s multi-phased delivery framework. 

Vegas PBS hired an external evaluator to design surveys/interviews, collect data, and assess 

results for an objective, balanced, and third-party evaluation of the program. Through these 

evaluations, overall, participants exhibited statistically significant growth in all eight leadership 

competencies related to each leadership pathway (again, illustrated in detail in the following 

section). Evaluations also demonstrated statistical growth in additional indicators measured such 

as educators’ self-efficacy for instruction, parental involvement, fostering relationships, creating 

meaningful environments for learning, and student achievement. This is significant because 

research reveals that competencies associated with these three leadership pathways are strongly 

linked to higher teacher retention, school improvement, and student achievement1. The program 

1 Goddard, R., Hoy, W. & Hoy. A. (2000). Collective teacher efficacy: Its meaning, measure, and impact on student 
achievement. American Educational Research Journal, 37(2), 479-507. 
Jackson, C. K. & Bruegmann, E. (2009, July). Teaching students and teaching each other: The importance of peer 
learning for teachers. NBER Working Paper 15202. Cambridge, MA: National Bureau of Economic Research. 
Berry, B., Daughtrey, A. & Montgomery, D. (2009, August). Teaching and learning conditions 
2009: An interim report. Hillsborough, NC: Center for Teaching Quality. 
Berry, B., Daughtrey, A., Wider, A. (2010). Teacher Leadership: Leading the Way to Effective 
Teaching and Learning. Center for Teaching Quality, pg. 7-8. 
Kirkman, B. L. & Rosen, B. (1999). Beyond self-management: Antecedents and consequences of team 
empowerment. Academy of Management Journal, 42, 58-74; Ware, H. & Kitsantas, A., (2007). Teacher and 
collective efficacy beliefs as predictors of professional commitment. The Journal of Educational Research, 100(5), 
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culminated with a graduation celebration hosted by Vegas PBS. The following shorts capture 

participating educators’ reflections of the program and program impact. 

There is also no better representation of the Learn to Lead program and how it has 

directly addressed the overarching GTL Areas of Effectiveness such as teacher retention, 

assisting teachers, student achievement, and models for school improvement than the digital 

stories Vegas PBS produced with previous Great Teaching and Leading grant funding that 

showcase individual teachers’ stories and explore a capstone: 

Ronnie’s Story: Teacher Leadership and Its Effect on Teacher Retention – Learn to Lead 
Program – Great Teaching and Leading Fund 
https://youtu.be/p--7dLMWwaI 

Victor’s Story: Teacher Leadership Can Drive School Improvement Models - Learn to 
Lead Program – Great Teaching and Leading Fund 
https://youtu.be/8uxO0x2MW6I 

The Capstone: Teacher Leaders Working Together to Improve Student Achievement and 
School Effectiveness – Learn to Lead Program – Great Teaching and Leading Fund 
https://youtu.be/BzJh8wkyFfw 

2017-2018 Great Teaching and Leading Completion and Capstone Reveal Ceremony: 
https://www.dropbox.com/s/jlkk031vhbwhhvn/Learn%20To%20Lead%20_Sizzle_V3.m 
p4?dl=0 

Website (with program photos and additional testimonials): 

https://www.nvcollaboratory.org/learn-to-lead 

Finally, to bring awareness, understanding, and recruitment for the program, Learn to Lead was 

featured on Vegas PBS’ Inside Education: https://www.youtube.com/watch?v=1LifhQxUBjo 

Next Steps: 

In addition, Vegas PBS and CCEA also assessed in detail strengths and weaknesses of the 

program and the success of modifications made to improve program efficiency and effectiveness 

308-321; Watkins, P. (2005). The principal’s role in attracting, retaining and developing new teachers: Three 
strategies for collaboration and support. The Clearing House, 79(2), 8387. 
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after the year 1 implementation in the 16-17 program year. Program strengths included: the 

program’s focus on the outlined teacher leadership competencies to bring continual focus to the 

program, the facilitators and the additional time they spent working with educators, the way in 

which the program helped give teachers more voice, advance leadership roles, and foster 

increased communication and collaboration, the use of previous participants in mentor and 

facilitator roles, the use of additional webinars for guest speakers, and the expansion of the 

program’s reach to rural areas of Southern Nevada. Program weaknesses included: a desire by 

educators for a more flexible online coursework to address individual educator’s specific needs, 

work load, increased flexibility and availability of in-person sessions, and increased expansion 

into rural areas of Southern Nevada and potentially the entire state. 

Vegas PBS and CCEA have used this feedback to improve the program as it has moved 

into the 2nd year of this grant period, and the 3rd year of implementation and expansion. These 

include addressing flexibility and specificity in online coursework by changing the content 

platform used, continuing to stagger cohorts of participating educators (to provide more time and 

attention on class organization and defining course expectations), incorporating and engaging 

previous Learn to Lead participants as mentors to help give additional insight into the process and 

encourage each years’ participants to build off previous capstones, and developing a blended 

platform of webinar, live streaming, and in-person sessions for incorporation of more rural 

educators into the program. In addition, Vegas PBS and CCEA have worked more extensively 

with the external evaluator to incorporate additional evaluation methods and predictive modeling 

into program improvement, and again—staggering cohorts to provide more one-on-one attention 

from facilitators and an increased focus on the leadership competencies related to policy and 
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community that will drive the capstones into long-term, sustainable, and effective models for 

school improvement. 

GRANT FUNDED ACTIVITIES 

Learn to Lead Phase I 

Name of Activity and Overview: Learn to Lead Phase I occurred in three (3) staggered groups 

of educators that engaged in all activities during separate program periods in the fall of 2017, and 

winter and spring of 2018. Educators engaged in activities that explored teacher leadership and 

learned the overreaching competencies related to strong teacher leadership. Teachers also began 

the discovery of the three key leadership pathways: Instructional, Policy, and Educational 

Community Leadership. The topical modules and related online training content included: 

 Orientation 
 Module 1 Framing the Context for Teacher Leadership 
 Module 2 Creating Ideas that Transform 
 Module 3 Communicating to Advance Teacher Leadership Work 
 Module 4 Practicing Collaborative Leadership 
 Module 5 Advocating for a Transformed Profession 
 Online Coursework Leadership Essentials Modules: Building Your Influence as a Leader, 

Leading Business Execution, Leading Innovation, and Motivating Employers 
 Additional Webinars: live sessions with business, education, and leadership professionals 

in the community addressing specific leadership topics aligned with the online 
coursework topics 

Each module included: Face-to-Face Meetings (8 hours), Online pre/post work (5 hours), 
peer workshop (2 hours), online writing workshop (1 hour), and online coursework (40-105 
hours). 

Participation Information: 111 educators participated in Phase I (105 program participants and 

6 previous program participants who acted as program facilitators and mentors), with 98 

completing coursework and facilitation (92 program participants and 7 facilitators/mentors). The 

majority of participants were female (81%). More than 85% of educators were in Title I, Tier I 

and II schools. Approximately 3 out of every 4 educators had been teaching for 5 years or less. 
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Elementary School comprised nearly half (55%) of educators, with 13% middle school and 17% 

high school. Racial and Ethnic demographics include: 67% of participants are white/Caucasian, 

13% Black/African American, 8% multi-racial, 6% Asian, 3% American Indian and Native 

Hawaiian or Other Pacific Islander; 16% are Hispanic/Latino. For highest education attainment: 

67% have a Master’s degree; 22% have a Bachelor’s degree, and 5% have a Doctorate degree. 

For geography teaching in, 5% taught at rural schools and 95% taught at urban schools. 

Areas of Effectiveness Measured: Instead of previous evaluation methods tracking different 

indicators at different points in the various phases, the external evaluator recommended 

measuring consistent indicators across three points in time during each cohort’s duration through 

the program’s phases (phases I, II, and III). Because of this, measurements and results are 

illustrated in a summary at the end of this report as an additional section, and then further 

illustrated in detail in the attached Final Report (Attachment I) produced by the external 

evaluator. 

Learn to Lead Phase II 

Name of Activity and Overview: Learn to Lead Phase II occurred in three (3) staggered groups 

of educators that engaged in all activities during separate program periods in the fall of 2017, and 

winter and spring of 2018. Teachers engaged in activities that further explored the three key 

leadership pathways, but the emphasis shifted to applying both overreaching leadership 

competencies and Instructional, Policy, and Educational Community Leadership to larger 

leadership ideas and solutions related to each teacher’s individual experience. Teachers began 

forming their capstone idea into a project concept for implementation within their classroom, 

school, or community. The topical modules and related online training content included: 

 Orientation 
 Module 1 Researching a Capstone Portfolio 
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 Module 2 Delivering a Capstone Portfolio 
 Module 3 Delivery of a Capstone Portfolio 
 Online Coursework: Participants choose four (4) additional lessons to complete 
 Additional Webinars: live sessions with business, education, and leadership professionals 

in the community addressing specific leadership topics aligned with the online 
coursework topics 

Each module included: Face-to-Face Meetings (8 hours), Online pre/post work (5 hours), 
peer workshop (2 hours), online writing workshop (1 hour), and online coursework (40-105 
hours). 

Participation Information: 98 educators participated in Phase II (92 program participants and 6 

previous program participants who acted as program facilitators and mentors), with 98 

completing coursework and facilitation. Demographics were the same as Phase I. 

Areas of Effectiveness Measured: Same as Phase I, measurements and results are illustrated in 

a summary at the end of this report as an additional section inclusive to all project phases, and 

then further illustrated in detail in the attached Final Report (Attachment I) produced by the 

external evaluator. 

Learn to Lead Phase III 

Name of Activity and Overview: Learn to Lead Phase III launched in the spring of 2018 and 

continues as individual capstone projects continue to be developed and implemented into 

perpetuity. Educators (and cohorts of educators) implemented their individual capstone projects. 

Activities in phase III shifted to more independent and online work, with support from Learn to 

Lead staff and facilitators focused on more informal guidance, review of Capstone Project 

progress, and facilitation during monthly meetings. 

Participation Information: 98 educators participated in Phase III (92 program participants and 

6 previous program participants who acted as program facilitators and mentors), with 98 

completing coursework and facilitation. Demographics were the same as Phases I and II. 

7 
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Areas of Effectiveness Measured: Same as Phases I and II, measurements and results are 

illustrated in a summary at the end of this report as an additional section inclusive to all project 

phases, and then further illustrated in detail in the attached Final Report (Attachment I) produced 

by the external evaluator. 

Effectiveness Measures 

For all phases (Phases I, II, and III), evaluation surveys were conducted at the beginning, middle, 

and end of the program for cohort groupings 2 and 3. The complete data, overview, summaries, 

graphical representations of results, and survey and interview questions samples are contained in 

Attachment I. Overall, the Learn to Lead outcomes produced positive outcomes. Across the 

Learn to Lead program, participants reported increases in leadership competencies, self-efficacy 

for instruction, ability to foster relationships and create meaningful environments for learning, 

and educator perceptions of four student achievement-related outcomes across the length of the 

program. 
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In addition to these competencies related to the outcomes illustrated in the original proposal, to 

assess school and student achievement and performance we also evaluated self-efficacy for 

instruction, parent involvement and fostering relationships, and educator perceptions of student 

achievement outcomes. All areas showed statistically significant growth: 

Self-Efficacy for Instruction: 

Parental Involvement and Fostering Relationships: 

9 
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Educator retention was also assessed. While educators reported similar intentions through the 

program and various surveys conducted during the beginning, middle, and end of the program, 

predictive analysis conducted showed statistically significant effects on retention associated with 

specific competencies and per cohort. For example, perceptions of personal effectiveness and 

communication had a significant effect on educators’ intensions to remain in education, with an 

increase in perception of personal effectiveness increasing intention to remain in education. 

Overall, the structure of the cohort also factored into all indicators. Cohort lengths varied in an 

attempt to ascertain what length cohort (and on what days/times for in-person meetings) were 

most ideal and efficient for time-impacted educators. The longer cohorts with in-person sessions 

spaced trended most effective. Details of these findings are illustrated in the complete evaluator 

report (Attachment I). 

Implications for Future Implementation: Via both quantitative and qualitative data, Vegas 

PBS and CCEA assessed the strengths and weaknesses of Learn to Lead in its first and second 

years of implementation to inform future program improvement and effectiveness. Through these 

evaluations, the multi-phase framework of Learn to Lead culminating in the capstone project is a 

significant program strength and will be continued. Other program strengths included the 

creation, launch and further refinement of a Nevada Collaboratory Learn to Lead hub for 

10 
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prospective educators, mentors, and educators participation in current programs (accessed here: 

https://www.nvcollaboratory.org/learn-to-lead) for participants to access the application, 

additional resources, and present their capstones for peer review. Additional strengths included 

the implementation of guest speaker webinars, a more flexible and staggered program schedule 

into separate cohorts, the incorporation of past Learn to Lead participants as facilitators, and a 

more aligned online set of coursework with the target content in the various phases of the 

program. One significant strength of note for future implementation was the successful pilot of a 

rural cohort in Laughlin. Vegas PBS and CCEA accomplished this via an innovative and first-

time blend of in-person facilitator-led coursework, the use of telecommunications for additional 

facilitator-led components (with the Laughlin cohort working with Las Vegas cohorts in real-

time), and additional use of virtual tools such as webinars, the Nevada Collaborative Learn to 

Lead hub (https://www.nvcollaboratory.org/learn-to-lead), and google platforms. 

Weaknesses from the previous year that were successfully addressed this year included 

implementing a more robust orientation process for educator understanding and communication, 

more intensive one-on-one support for the braided online/distance education coursework, and – 

as already mentioned – a staggering of cohorts and better alignment of online coursework to add 

more schedule flexibility and supplementary relevance and direct school applicability to the 

online coursework. Additional weaknesses observed included: a trend to the longer cohort 

structure as opposed to a more intensive and short term, and the need for more educator choice 

and autonomy in online coursework (to better meet the specific needs of each educator instead of 

a more overarching approach to content). 

Further implementation changes include the integration of a new online leadership 

distance education content platform to meet the need for greater educator choice and 

11 
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specification, a major expansion of the program to rural areas within Southern Nevada, and 

increased utilization of past program participants and school leaders/administrators as mentors in 

the program. A major priority moving forward with this project is to better refine the “distance” 

model to reach more rural educators through a blend of Vegas PBS’ technological capacity and 

distance education platforms and more intensive in-person facilitation with the hope to have 

local facilitators leading rural cohorts. Additionally, the focus in year two will shift increasingly 

to integrate the mentor model so that past participants are directly working with current 

participants on capstone project development. The theory is that – through this integration – 

capstone projects will become less diffuse in targets and will instead become larger 

conglomerations of work from year to year as this program develops. In this way, key and 

successful capstones have a higher probability of success, sustainability, and effectiveness in 

individual schools or districts as long-term, school or district-sponsored initiatives. 

Supporting Materials: Attachment I – External Evaluator Full Final Report 

Website (with program photos and additional testimonials): 

https://www.nvcollaboratory.org/learn-to-lead 

Digital Stories*: 

Ronnie’s Story: Teacher Leadership and Its Effect on Teacher Retention – Learn to Lead 
Program – Great Teaching and Leading Fund 
https://youtu.be/p--7dLMWwaI 

Victor’s Story: Teacher Leadership Can Drive School Improvement Models - Learn to 
Lead Program – Great Teaching and Leading Fund 
https://youtu.be/8uxO0x2MW6I 

The Capstone: Teacher Leaders Working Together to Improve Student Achievement and 
School Effectiveness – Learn to Lead Program – Great Teaching and Leading Fund 
https://youtu.be/BzJh8wkyFfw 
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2017-2018 Great Teaching and Leading Completion and Capstone Reveal Ceremony: 
https://www.dropbox.com/s/jlkk031vhbwhhvn/Learn%20To%20Lead%20_Sizzle_V3.m 
p4?dl=0 

*All digital stories are ADA compliant with closed captioning available 

BUDGET SUMMARY 

Narrative Overview: As a true collaborative, GTL funds supported staff salaries and materials 

for both collaborating organizations: Vegas PBS and CCEA. This included funding Vegas PBS 

and CCEA staffs’ time to coordinate/manage the project, direct program facilitator time, Vegas 

PBS online course fees, printed materials for coursework, digital story production, and 

software/web fees for a web-based interface. 

Brief Description of Expenditure Categories and Description and Awarded vs. Unexpended 
Funds: 

Expenditure 
Category 

Description Awarded Unexpended 

Salaries Program Manager/Online Course 
Coordinator, Director of Professional 
Learning, Assistant Director of 
Professional learning, Information Tech 
Associate, and Program Assistant 

$97,102.7 $0 

Purchased 
Professional 

Services 

Education Consultants, Program 
Coordinators 

$64,000 $0 

Staff Travel $3,852 $3,852 
General 
Supplies 

$2070 $716.97 

Other Vegas PBS Global Online Advanced 
Learning (GOAL) courses focusing on key 
areas of teacher and/or administrative 
education and organizational leadership. 

$75,538 $0 

Totals: $237,994.03 $4,568.97 

13 
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Executive Report Summary 

The purpose of this evaluation was to examine how participation in the Learn to Lead 
program influenced change in educator perceptions of leadership competencies, self-
efficacy for instruction, ability to foster relationships and create meaningful 
environments for learning, educator perceptions of four student achievement-related 
outcomes across the length of the program, and intentions to remain in education.  
Findings from two cohorts that participated during the 2017-2018 academic year are 
reported here. 

Generally, most of the Learn to Lead participants in both cohorts had 10 or more years 
of experience in an educational field, with the majority of participants holding a Master’s 
degree. Across the Learn to Lead program, participants reported increases in 
leadership competencies, self-efficacy for instruction, ability to foster relationships and 
create meaningful environments for learning, and educator perceptions of four student 
achievement-related outcomes across the length of the program. Educator intention to 
remain in an educational field at the present time or within five years, as well as 
intentions to change school type at the present time or within 5 years, did not change 
across participation in the Learn to Lead program. Leadership competencies predicted 
retention intentions differently for each of the cohorts. In general, leadership 
competencies that were statistically significant predicted increased likelihood to leave 
education, with the exception of personal effectiveness for Cohort 2 and Continuing 
Learning and Education for Cohort 3 that predicted intentions to remain in education at 
the present time.  

Overall, the Learn to Lead program produced positive outcomes. The length of the 
program may not have been long enough to see the effect of the Learn to Lead program 
on retention intentions. In the following pages, analyses and results are reported for 
each of the core outcomes assessed in detail: leadership competencies, self-efficacy for 
instruction, ability to foster relationships and create meaningful environments for 
learning, educator perceptions of four student achievement-related outcomes, and 
retention intentions. Following the results, recommendations for improvement are 
suggested. 

Learn to Lead Final Report 2 



  

	 	 	 	 	 	 	
      

             
    

      
      
        

       
 

                 
            

      

	
                

        
         

              
          

	 	 	 	 	
       

               
          

	

	
        

 

	 	 	

	
	

	 	

	

	

Learn to Lead Evaluation: Context and Scope 
Learn to Lead is a professional development program introduced by Southern Nevada Public 
Television (Vegas PBS) and the Clark County Education Association (CCEA) that launched in 
the 2016-2017 academic year and continued in the 2017-2018 academic year. Learn to Lead is 
an interactive, multifaceted program for educational professionals (including teachers, 
administrators and other licensed personnel) across Southern Nevada. Through participation in 
Learn to Lead, educational professionals increase their knowledge, skill sets, and social 
networks to strengthen leadership, teacher retention, and student achievement. 

The goal of this evaluation is to (1) describe the progress across the three outcome areas of 
interest (leadership, teacher retention, and student achievement) for each cohort; (2) synthesize 
findings across Cohorts 2 and 3; and (3) compare Cohorts 2 and 3. 

Evaluation	Design 
The primary goals of this evaluation were to understand the implications of the Learn to Lead 
program on leadership competencies, self-efficacy for instruction, ability to foster relationships 
and create meaningful environments for learning, and educator perceptions of four student 
achievement-related outcomes across the length of the program. As such, survey data were 
collected at the beginning, middle, and end of the program. 

About Learn to Lead Participants 
In total, 86 individuals participated in Learn to Lead.  Cohort 2 consisted of 46 participants and 
Cohort 3 consisted of 40 participants. In the figures below, each participant’s highest degree 
earned and the number of years in any educational field is reported by cohort. 
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Figure 1. Number of years in education by cohort 
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Figure 2. Participants’ highest degree earned by cohort 

Outcome Measures 
Participants responded to surveys at the beginning, middle, and end of their Learn to Lead 
program. The surveys included items to gauge participants’ self-perceptions of eight leadership 
competencies, self-efficacy for instruction, parent involvement and ability to foster relationships 
and create meaningful environments for learning, their perceptions of four student achievement-
related outcomes, and whether they intend to stay in education. Below each outcome is 
described in greater detail. All survey items are reported in Appendix A. 

Leadership	Competencies 
The eight leadership competencies assessed included reflective practice, personal 
effectiveness, interpersonal effectiveness, communication, continuing learning and education, 
group processes, adult learning, and technological facility. To measure the eight leadership 
competencies, participants self-reported their perceived stage on a four point scale (1 – 
Emerging; 2 – Developing; 3 – Performing; 4 – Transforming). The figures and tables below 
describe the change in self-reported perception of stage for each of the eight competencies 
across time and by cohort. 

4	 4	

3.5	 3.5	

3	 3	

2.5	 2.5	

2	 2	

1.5	 1.5	

1	 1	
T1	 T2	 T3	 T1	 T2	 T3	

Cohort 2	 Cohort 3	

Re;lective	Practice	 Personal 	Effectiveness	
Interpersonal	Effectiveness Communication 
Continuing Learning and	Education Group	Processes	
Adult Learning Technological 	Facility	
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Figure 3. The average score for each leadership competency reported across time by cohort. 

Repeated measures analysis of variance (ANOVA) were conducted to access whether 
significant growth occurred in each of the leadership competencies across time. The results of 
these analyses are reported by cohort.in Table 1. 

Cohort 2 
Leadership Competency F df p value 

Reflective Practice 6.818 1.650 .005 
Personal Effectiveness 5.147 1.467 .018 
Interpersonal Effectiveness 4.723 1.944 .014 
Communication 9.108 1.862 .001 
Continuing Learning & Education 4.398 1.830 .021 
Group Processes 9.221 1.973 .000 
Adult Learning 3.424 1.700 .049 
Technological Facility 4.099 1.993 .023 

Cohort 3 
Leadership Competency F df p value 

Reflective Practice 21.211 1.824 .000 
Personal Effectiveness 6.175 3.528 .006 
Interpersonal Effectiveness 4.528 1.884 .018 
Communication 4.715 1.751 .018 
Continuing Learning & Education 9.705 1.605 .001 
Group Processes 4.327 1.819 .023 
Adult Learning 2.927 1.918 .066 
Technological Facility 5.444 1.820 .010 
Table 1. Repeated measures ANOVA results by cohort for leadership competencies 

Over time, participants in Cohort 2 saw statistically significant growth in all eight leadership 
competencies (see Table 1).  Participants in Cohort 3 saw statistically significant growth in 
seven of the eight leadership competencies.  While not statistically significant, participants in 
Cohort 3 reported growth in adult learning. Statistically significant differences are bolded in 
Table 1. 

Self-Efficacy for	Instruction 
Self-efficacy for instruction is defined as the educator’s perception of their ability to explain 
content, advise and mentor students, and improve students’ subject matter understanding 
(Skaalvik & Skaalvik , 2007). Educator self-efficacy for instruction was assessed across the 
Learn to Lead program using the Skaalvik and Skaalvik (2007) subscale.  Participants self-
reported their perceptions of self-efficacy for instruction on a six point scale (1 – Strongly 
disagree; 2 – Disagree; 3 – Somewhat disagree; 4 – Somewhat agree; 5 – Agree; 6—Strongly 
agree). Internal consistency reliabilities for each of the scales at each time point were assessed 
(Chrobach’s α = .929 to .960) and were found to be acceptable. The figures and tables below 
describe the change in educator perceptions of self-efficacy for instruction across time and by 
cohort. 
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Figure 4. The average score for perceived educator self-efficacy for instruction reported across 
time by cohort. 

F df p value 
Cohort 2 5.091 1.914 .011 
Cohort 3 3.327 1.977 .045 
Table 2. Repeated measures ANOVA results by cohort for perceived educator self-efficacy for 
instruction 

Across the Learn to Lead program, participants in both Cohort 2 and Cohort 3 report statistically 
significant growth in their perceptions of self-efficacy for instruction. 

Parental 	Involvement and	Fostering Relationships 
In order to assess some of the important contextual factors that contribute to adaptive 
educational environments, educator perceptions of parental involvement and individual ability to 
foster meaningful relationships with students was assessed.  Educator perceptions of parental 
involvement were assessed by six items using scales adapted from Walker, Wilkins, Dallaire, 
Sandler, and Hoover-Dempsey (2017). Across the Learn to Lead program, educators reported 
their perceptions of parental involvement on a six point scale (1 – Strongly disagree; 2 – 
Disagree; 3 – Somewhat disagree; 4 – Somewhat agree; 5 – Agree; 6—Strongly agree). 
Internal consistency reliabilities for this scale was assessed at each time point (Chrobach’s α = 
.838 to .914) and were found to be acceptable. Additionally, educators also reported on their 
perceptions of ability to foster relationships with students and create meaningful learning 
environments. This was assessed by four items also on a six point scale (1 – Strongly disagree; 
2 – Disagree; 3 – Somewhat disagree; 4 – Somewhat agree; 5 – Agree; 6—Strongly agree).  
The internal consistency reliabilities for this scale were also measured (Chrobach’s α = .860 to 
.945) and were found to be acceptable. The figures and tables below describe the change in 
educator perceptions of parental involvement and ability to foster meaningful relationships 
across time and by cohort. 
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Parental Involvement Educator 	Relationships 
Figure 5. The average score for each educator perception of student achievement is reported 
across time and by cohort. 

Cohort 2 
F df p value 

Parental Involvement .453 1.859 .624 
Educator Relationships 4.764 1.963 .014 

Cohort 3 
Leadership Competency F df p value 

Parental Involvement 5.394 1.939 .008 
Educator Relationships 4.909 1.975 .012 
Table 3. Repeated measures ANOVA results by cohort for parental involvement and self-
perceptions of educator relationships 

Over the Learn to Lead program, participants in both Cohort 2 and Cohort 3 report increases in 
their perceptions of parental involvement and in their ability to foster relationships and create 
meaningful learning environments. The results indicate that all of these increases are 
statistically significant, with the exception of Cohort 2 participants’ perceptions of parental 
involvement. Statistically significant differences are bolded in Table 3. 

Educator Perceptions	of	Student 	Achievement 	Outcomes 
Four educator perceptions of student achievement outcomes were assessed: student interest, 
student self-efficacy, student effort, and student value. To measure these outcomes, 
participants self-reported their perceptions of student achievement on a four point scale (1 – Not 
at all true; 2 – Not very true; 3 – Sort of true; 4 – Very true). Internal consistency reliabilities for 
each of the scales at each time point were assessed (Chrobach’s α = .673 to .902) and were 
found to be acceptable.  The figures and tables below describe the change in educator 
perceptions of student achievement outcomes across time and by cohort. 
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Figure 6. The average score for each educator perception of student achievement is reported 
across time and by cohort. 

Cohort 2 
Educator Perceptions of Student F df p value 

Achievement Outcomes 
Student Interest 6.732 1.669 .005 
Student Self-Efficacy 5.798 1.861 .007 
Student Effort 1.207 1.880 .306 
Student Value 3.120 1.875 .057 

Cohort 3 
Leadership Competency F df p value 

Student Interest 3.248 1.781 .056 
Student Self-Efficacy 7.297 1.804 .003 
Student Effort 7.022 1.889 .003 
Student Value 8.233 1.993 .001 
Table 4. Repeated measures ANOVA results of educator perceptions of student achievement 
by cohort. 

The direction and patterns of the trends for each student achievement outcome are generally 
similar across both Cohorts 2 and 3, with the exception of educator reported student interest at 
time 2 for Cohort 2. Over time, participants in both Cohort 2 and Cohort 3 report increases in all 
student achievement related outcomes across the Learn to Lead program. Specifically, Cohort 
2 participants reported statistically significant increases in student interest and self-efficacy, and 
Cohort 3 participants reported statistically significant increases in student self-efficacy, student 
effort, and student value. Interestingly, Cohort 2 time 2 data were collected near winter break, 
which make explain the variability in student interest as reported by educators that was not 
evident in Cohort 3 data. Statistically significant differences are bolded in Table 4. 

Retention 
Participants in the Learn to Lead program were also asked about their intentions to remain in 
education and in their current school type at both the present time and within the next five years. 
Participants responded to these items on a six point scale (1 – Strongly disagree; 2 – Disagree; 
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3 – Somewhat disagree; 4 – Somewhat agree; 5 – Agree; 6—Strongly agree). The figures and 
tables below describe the change in educator retention intentions across time and by cohort. 
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I am	likely to leave my current ;ield. 

I am	likely to leave my current ;ield in the next ;ive years. 

I am	likely to leave my current school type (Title I, Tier II/III or Title I, Tier III/Non-
Title).	
I	intend 	to	switch	to	a	different	school	type	(Title	I,	Tier 	II/III	or 	Title	I,	Tier	III/Non-
Title) and/or leave my current school type in the next ;ive years. 

Figure 7. The average score for educator retention intentions are reported across time and by 
cohort. 

Cohort 2 
F df p value 

At present – Likeliness to leave education .408 1.773 .667 
Within 5 years – Likeliness to leave education .922 1.558 .384 
At present – Likeliness to leave school type .194 1.721 .792 
Within 5 years – Likeliness to leave school type .888 1.758 .407 

Cohort 3 
F df p value 

At present – Likeliness to leave education 1.109 1.502 .326 
Within 5 years – Likeliness to leave education 1.443 1.897 .247 
At present – Likeliness to leave school type 2.162 1.345 .308 
Within 5 years – Likeliness to leave school type 1.000 1.637 .363 
Table 5. Repeated measures ANOVA results for retention intentions by cohort. 
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Cohort 2 
At present – Likeliness Within 5 years – At present – Likeliness Within 5 years – 

to leave education Likeliness to leave to leave school type Likeliness to leave 
education school type 

β Std. p β Std. p β Std. p β Std. p 
Predictor Error value Error value Error value Error value 
Reflective Practice -.396 .582 .502 .351 .454 .445 -.257 .580 .662 -.345 .556 .540 
Personal Effectiveness -2.773 .787 .002 .651 .613 .298 -1.363 .784 .094 -.629 .752 .410 
Interpersonal .810 .596 .186 -.829 .465 .086 .235 .594 .695 .342 .570 .554 
Effectiveness 
Communication 1.189 .531 .033 .541 .413 .202 .259 .528 .628 -.181 .507 .724 
Continuing Learning & .397 .507 .441 .221 .395 .581 .076 .505 .882 .014 .485 .977 
Education 
Group Processes .626 .554 .233 -.337 .432 .442 .650 .552 .249 .335 .530 .533 
Adult Learning -.056 535 .917 -.046 .417 .914 1.185 .533 .035 .834 .512 .115 
Technological Facility .660 .420 .127 -.537 .327 .112 -.503 .418 .239 -.161 .401 .692 

Cohort 3 
At present – Likeliness Within 5 years – At present – Likeliness Within 5 years – 

to leave education Likeliness to leave to leave school type Likeliness to leave 
education school type 

β Std. p β Std. p β Std. p β Std. p 
Predictor Error value Error value Error value Error value 
Reflective Practice 2.499 .769 .004 -1.265 .916 .184 -.483 .911 .602 .644 .789 .425 
Personal Effectiveness .147 .804 .857 .480 .957 .622 2.214 .952 .032 1.021 .825 .232 
Interpersonal -1.548 .812 .073 .768 .967 .437 -.804 .962 .415 -.832 .833 .331 
Effectiveness 
Communication 1.782 .676 .017 -1.092 .806 .192 1.053 .802 .206 .721 .694 .313 
Continuing Learning & -2.492 .948 .017 1.439 1.129 .219 -1.359 1.123 .242 -1.289 .972 .201 
Education 
Group Processes -.346 .938 .716 -.918 1.117 .422 -1.782 1.112 .126 -.961 .963 .331 
Adult Learning 1.510 .593 .020 .085 .706 .905 .973 .703 .183 1.468 .609 .027 
Technological Facility .227 .519 .667 .165 .618 .793 1.430 .615 .032 1.041 .532 .066 
Table 6. Linear Regression results for retention intentions 
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The direction and patterns of the trends for each type of retention intention measured across 
both cohorts are relatively stable, indicating that at the beginning, middle, and end of the Learn 
to Lead program, educators are reporting similar intentions to remain or leave education (see 
Figure 7). The repeated measures ANOVA results confirm this finding from the trend analysis, 
as no significant differences across time were found (see Table 5). 

In addition to trend analysis and repeated measures ANOVA, regression analyses were also 
conducted to examine the effect of the eight leadership competencies at the end of the 
programs on two different retention intentions at both the present time and within the next five 
years also collected at the end of the program (see Table 6). The findings from this analysis 
suggest that different leadership competencies predicted retention intentions differently for each 
cohort. Interestingly, the findings from this analysis generally suggest that there were no 
statistically significant effects of leadership competencies on either of the retention measures 
within 5 years (for the only exception, please see below). Statistically significant results are 
bolded in Table 6. 

For Cohort 2, both perceptions of personal effectiveness and communication had statistically 
significant effects on educator intentions to remain in education at the present time. Personal 
effectiveness had a negative effect indicating that the more effective an educator perceives 
themselves to be, the less likely they are to leave education at the present time. 
Communication had a positive effect indicating that the better an educator perceives their 
communication skills to be, the more likely they are to leave education at the present time.  
Additionally, statistically significant positive effects were found for adult education on intentions 
to remain in school type at the present time, indicating that the more adult education an 
educator reports, the more likely they are to change school type (i.e., Title I, Tier II/III or Title I, 
Tier III/Non-Title) at the present time. No significant effects were found for any of the leadership 
competencies on retention intentions within five years for Cohort 2. 

For Cohort 3, perceptions of reflective practice, communication, continuing learning and 
education, and adult learning had statistically significant effects on educator intentions to remain 
in education at the present time. Reflective practice, continuing learning and education, and 
adult learning all had positive effects on educator intentions to remain in education at the 
present time, suggesting that as these intentions increase, the more likely these educators are 
to leave education at the present time.  Communication, however, had a negative effect on 
intentions to remain in education at the present time, suggesting that as perceptions of 
communication skills increase, the less likely these educators are to leave education at the 
present time. Additionally, personal effectiveness and technological facility were found to have 
positive effects on intentions to switch school type at the present time, indicating that as these 
leadership competencies increase, the likelihood of switching school type also increases. 
Lastly, adult learning had a statistically significant positive effect on intentions to change school 
type within five years, indicating that the higher the perceptions of adult learning, the more likely 
educators are to change school type. 

Synthesis)of)Findings)and)Recommendations) 
Learn to Lead is a professional development program that aims to increase educator 
leadership in eight areas: reflective practice, personal effectiveness, interpersonal 
effectiveness, communication, continuing learning and education, group processes, 
adult learning, and technological facility. By increasing leadership in these eight areas, 
the program also hoped to see positive changes in other important educational 
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outcomes, including self-efficacy for instruction, ability to foster relationships and create 
meaningful learning environments, in educator perceptions of student achievement-
related outcomes, and in retention intentions. 
Findings from this evaluation suggest growth in each of the eight leadership 
competencies, self-efficacy for instruction, ability to foster relationships and create 
meaningful environments for learning, and educator perceptions of four student 
achievement-related outcomes across the length of the program. With regards to 
retention intentions, trend analysis and repeated measures ANOVA results indicated 
relatively stable intentions to remain or leave education across the Learn to Lead 
program. However, upon further analysis, some notable effects of the leadership 
competencies on intentions to remain of leave education at the end of the program were 
noted for both Cohorts 2 and 3. Notably, the majority of the leadership competencies 
did not predict retention intentions for either of the cohorts, indicating that the program 
or the length of the evaluation may not have been long enough to capture these effects. 

While the Learn to Lead program does appear to have produced growth in the 
outcomes it set out to impact, the results of this evaluation yield more questions that 
could be answered with further evaluation. Of importance to note, each of the cohorts 
were run along different time lengths, which could have an impact on the outcomes 
reported here. Because the data were collected at the same programmatic intervals, 
we were not able to identify whether differences in program length had an effect on the 
outcomes. In the future, it may be interesting to base data collection time points on 
time, rather than the program.  

Additionally, the majority participants in both Cohorts 2 and 3 had more than 10 years of 
experience in an education field and held Master’s degrees. It would be interesting to 
see how different teaching experience or degree type may impact perceptions of 
leadership competency and the outcome measures. While we do have this data, we did 
not have enough sufficient sample size in the other groups to investigate this further. 
These differences may also be indicative of these participants being highly motivated 
and having an affinity for or continued interest in additional learning. In future 
evaluations, asking questions about their motivation may help to disentangle differences 
amongst these participants, as a way of investigating how teacher motivation has an 
effect on program participation and outcomes. 
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Appendix)A) 

Self7Efficacy)for)Instruction) 
! 

1. I am certain that educators in my school can explain central themes in your subjects so 
that even the low-achieving students understand. 

2. I am certain that educators in my school can provide good guidance and instruction to all 
students regardless of their level of ability. 

3. I am certain that educators in my school can answer students’ questions so that they 
understand difficult problems. 

4. I am certain that educators in my school can explain subject matter so that most 
students understand the basic principles. 

5. Educators in my school are able to explain subject matter so that most students 
understand the basic principles. 

Parental)Involvement) 
! 

1. Parents at my school think that the teachers are interested and cooperative when they 
discuss the students in our school. 

2. Parents feel welcome at my school. 
3. Parent activities are scheduled at my school so that parents can attend. 
4. My school lets parents know about meetings and special school events. 
5. My school’s staff contacts parents promptly about any problems involving students. 
6. The educators at my school keep parents informed about students' progress in school. 

Educator)Relationships) 
! 

1. Educators in my school are able to foster meaningful and supportive relationships with 
parents and families, and actively involve them in their students’ learning. 

2. Educators in my school are able to use non-traditional discourse styles with culturally 
diverse students in an attempt to communicate in culturally responsive ways. 

3. Educators in my school are to use non-traditional discourse styles with culturally diverse 
students in an attempt to communicate in culturally responsive ways. 

4. Educators in my school are able to establish expectations for appropriate classroom 
behavior in considering students’ cultural backgrounds to maintain a conducive learning 
environment. 

Educator)Perceptions)of)Student)Achievement)Outcomes) 

Student)Interest) 
1. Learning in my class is fun for my students to do. 
2. My students would describe learning in my class as interesting. 
3. Students think learning in my class is enjoyable. 
4. Students like learning in my class. 

Student)Self7Efficacy) 
1. Students think they are good at learning in my class. 
2. Students think they learn well in my class. 
3. Students can explain what they have learned in my class to their classmates. 
4. Students can find the main idea of a lesson in my class. 
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5. Students can answer questions after class lessons. 

Student)Effort) 
1. Students put a lot of effort into learning in my class. 
2. Students try hard when they learn something in my class. 
3. It is important for students to learn well in my class. 
4. Students put energy into learning in my class. 
5. Even when learning is hard, students try to master the lesson. 

Student)Value) 
1. Students believe that learning in my class could be of some value to them. 
2. Students think that learning in my class is useful to their future. 
3. Students think that learning in my class is important because it can help them be better 

citizens. 
4. Students think learning in my class could help them understand the overall content area. 

(For example, if you teach mathematics then students who learn in your class obtain a 
better overall view of mathematics.) 

5. Students usually learn something from the lesson materials I provide. 
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