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Using Data to Inform Decision Making in SFUSD
Sarah Kolterman, Taylor Myers, Keith Welch | Client: San Francisco Unified School District

ISSUE In the midst of a teacher shortage, the San Francisco Unified School District (SFUSD), like many other California school districts, is
struggling to retain and recruit qualified teachers. To fulfill their Vision 2025 plans to “attract and grow top talent to fuel our students'
success and to embody a culture of boundless aspiration, innovation and collaboration,” SFUSD recognizes the need to better
understand teacher attrition patterns to inform policy decisions for attracting and retaining a diverse workforce.

METHODS Analysis of SFUSD workforce data, 2002-2016. Data visualization dashboard created to allow future data monitoring.

FINDINGS Teacher attrition patterns vary based on different place-based and demographic factors. On the whole, attrition has increased since 2010,
but attrition rates are still lower than 2006 levels when they reached a peak 15%.

Key Finding 1: Newer teachers are leaving at a higher rate than teachers with more years of experience.
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0.16 Key Finding 2: Teacher attrition varies by ethnicity.
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Asian American attrition tends to be much lower than the overall attrition rate, while

African American attrition is much higher than average. Hispanic and White attrition is
closer to the overall rate.
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Reasons for Leaving Among Teachers with 0-5 Years of Experience Over Time Key Finding 3: The proportion of teachers
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RECOMMENDATIONS oo /A ‘ SN
Be intentional about data systems design T Avcarition Rate)
= Design data systems such that information is readily available. 0.1000 0.5000

= Consider an interactive design that enables the district to proactively identify challenging areas in real time.

Improve Data Collection
= Forexample, consolidate entry fields with many similar values such as "reasons for leaving the district”
= Backwards plan to understand data needs and ensure collection of relevant measures.

Identify Attrition Risk Factors
= Conduct further qualitative analysis, such as exit interviews and focus groups for teachers leaving the district
= Consider investing in robust quantitative analysis to identify causal factors affecting attrition

Use Data to Inform Decision Making
= (reate interventions that support teachers with high attrition risks
= Implement continuous data review processes to respond to trends in real time
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