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Our Vision
All OUSD students will find joy in their

academic experience while graduating
with the skills to ensure they are
caring, competent, fully-informed,
critical thinkers who are prepared for
college, career, and community
success.
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Our Mission
Oakland Unified School District

(OUSD) will build a Full Service
Community District focused on high
academic achievement while serving
the whole child, eliminating inequity,
and providing each child with excellent
teachers, every day.
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In what will be a big year for playground

| : 4
B % First New Eat. Learn. Play. Playground of 2024 Completed
I
|

_ z students at SEED and Community School.
’ : “ It has a big new playground and nature
‘ . space, an outdoor classroom and lots of
amazing murals. Students got to play in
the space for the first time on Monday,
April 8.

~ rebuilding projects, the first one has now
Y been completed. It's the new play space
| atthe Manzanita campus for the younger

t This is the first of 8 new playgrounds

~ being done this year by Eat. Learn. Play.

| . Foundation, KABOOM! and their partners.
i ; The second playground at Bella Vista is
_ ; set for its ribbon cutting later this month.
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Students Excel at Science Fairs, Prepare for District STEM Fair

Friday, April 5 was the day for judging
Science Fair projects at Melrose
Leadership Academy. Students had a
wide variety of projects focused on topics
including baking, sugar, growing
vegetables indoors versus outdoors,
strengths of being left-handed versus
right-handed, rainbows, and
electromagnets.

The District wide STEM (Science,
technology, engineering and math) Fair
happens on the afternoon of May 1 at
Oakland High School. Last year, there
were more than 1,400 projects displayed
at the STEM Fair, and this year’s is
expected to be even bigger.
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Fruitvale Elementary Library Receives Donation from Former OUSD
Students

e ST

Gordon Yee, a professor at Virginia Tech
| University, contacted OUSD wanting to
. support a school library in the name of
teacher, Jan Mendelsohn-Shapiro, who
.~ worked at the former Lakeview : e SEEAK
Ll Elementary School and taughtin OUSD . ALR \ ‘ﬂ”_L il
~ from1963-1976. Yee was one of her 6th = : T P
grade students from 1972-73. The class
of students is still in close contact, and
together they decided to do something
. for our current students in the name of a
3 teacher who had a major impact on their
i i lives.

SR

RRELE oS

1 g Together, they raised almost $9,000
- dollars, and Yee and a classmate named

"3 Dan Lee visited the school and donated
~ the money to the library.
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- Aligning with our focus on ensuring strong readers by the
g third grade, OUSD educators showed up and showed out at
the recent Oakland Literacy Coalition Literacy & Justice for
All Symposium!

Q ?’f OUSD Educators Demonstrate Commitment to Early Literacy
i

S i

s i

e Dr. Sabrina Moore, Network 2 Superintendent, sat on
two panels to share her wisdom on evidence-based
literacy instruction and the shifts that we need to make

i for equitable outcomes in our community.

?} * e Precious James, former OUSD Teacher of the Year,

co-led a session called “Lit Learning While Black: We

Want to Read Too!” to ground educators in an

understanding of actionable strategies for Black

an student agency and authentic literacy conferring for e Hillcrest teachers and leaders (pictured above)
" | Black stuglents a’_’d fa”_“'“es- _ showed up as a team to learn together during the all-
. * Romy Trigg-Smith, Director of Early Literacy, co- day conference. They were all smiles as they reflected
facilitated a session titled “Less Talk, More Action,” on their takeaways from the day, particularly the
which focused on supporting educators in different enlightening discussions around the importance of
i1 roles to reflect on their implementation of evidence- culturally responsive teaching and the power of
e based literacy strategies. community partnerships in literacy development.
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Strategic Plan Highlights
Diverse & Stable Staff
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.g{ | % Growing a Diverse and Stable Staff

{g ’{ % Attracting and Retaining Staff Reflective of Oakland’s Rich Diversity
:

2

SR

Our Four Focus Areas

A -27 Strengthen partnerships: Strengthening partnerships across key stakeholder groups in the Bay Area,
r '. i in particular with individuals and organizations of color, to support the other three focus areas.
¢ AN

o ;_ § Strengthen pathways: Creating clear pathways for our students to become educators, activating the

desire to teach for local citizens, and providing opportunities for Black and Brown community
members.

structures for educators across OUSD.

Strengthen conditions for educator learning and continued growth: Creating conditions in school
, that serve educators, students, and families; building nimble growth opportunities to meet educators’
‘ v" ever-evolving needs; removing inequitable barriers for Black and Brown folks in Oakland to become
_ ! ? and stay educators; adapting teaching and learning based on what has been learned through the
e pandemic.
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o Strengthen affinity-based support structures: Establishing dynamic, affinity-based support




Strengthen Pathways: Data Spotlight

B] Teacher Attrition by Pathway
Oakland Unified School District

This page displays staff attrition based on whether or not the selected sta
R2 Grant Programs of Pathways. Hanover defined a teacher as leaving the district if they did not have an
employment record for the following school year so for example if a t

aff members participated in any

cher left during or at the end of
the 2022 school year, they would be marked as leaving in 2022. The chart can be filtered based on the

seven filters of Site Type, Position Location, Position Category, Gender, Race/Ethnicity, Salary-Step
Category, and Title 1 Location.

HANOVER
Pathway Site Type Position Location
Any Pathway v (AlL) v (AlLy v
Gender Race/Ethnicity Salary-Step Category
(All) - (All) - (Al -
20% 192% School Year
18.9% (Al
18%
No Pathways
16%
Any Pathway
14%
After School to Teacher
12.8% Pathway
12%
i 11.2% Classified to Teacher Program
;.;n 10%
Z
Local Solutions Grant for
2% Special Education
7.8%
6.5% Maestros Program
6%
Newcomer Teacher Residency
4% Silver Giving
o Oakland Teacher Residency
2%
Salesforce Middle School
0% Educator Recruitment and
201920 2020-21 2021-22 202223 Grand Total Retention Initiative

. Selected Pathway

. No Pathways

Title 1 Location

(All) v Teacher

Repeated Years in Program
(AlLy v (Al

4.7%

7.5%

76%

Position Category

11.2%

128%

12.5%

122%

Enrolled in Multiple Programs

16.4%

17.5%

We have partnered with
Hanover Research to conduct a
study of the Teacher Pathway
programs at OUSD.

The study found that pathway
participants have lower
attrition rates and are more
diverse.

We are continuing our research
with Hanover to look closer at
the return on investment
[program cost].



OakTown Leaders HS Pre-Apprenticeship
. Triples in 24-25

® In partnership with the HS Network Office, Linked
Learning and Dual Enroliment, the OUSD Talent
Division is embedding pre-apprenticeship
coursework into the school day at Madison Park

| Academy and Skyline High School.
- @ This strategy will: t r
g o Create accessibility for students who work %
* or have caregiving responsibilities in the o
afternoon

g o Reduce barriers with traveling after school
off site and out of students’ neighborhoods

- @ Registered high school pre-apprentices will
a4t grow from 20 in 23-24 to 60 in 24-25 E( |: I—) I_S
o In 23-24, 100% of OakTown Leaders are
o students of color and speak 6 languages  EARLY CARE & EDUCATION PATHWAYS TO SUCCESS

1 ® After high school, students will have gained
: ‘ industry certification as an Early Care and

a3 Education Assistant (2 semesters) or Associate

3 Teacher (4 semesters) 12

S
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'lf . Spotlight on the Early Educator Development Grant
_ We are in the process of supporting 58 ECE staff with funding, career counseling
= ! and wrap around supports.

§ ® Goal:
3 j o  Support the development of high quality, multilingual Black and Brown educators in
: our Early Care and Education classrooms
h b ® How?
o  Support homegrown, representative ECE workforce toward permitting and certification
i’ on the ECE and PK-3 Matrices with embedded on the job training
o Develop Early Educator Apprenticeship Program that leads entry level staff to Master
E Teacher ECE Permit.
g | ® Support:
qr o  Tuition, tutoring & wrap around services for community college and university
Hi coursework toward advancement on the ECE Matrix & a BA degree
g o Paying for 24 ECE courses for TK Educators
o Available to support credentialing for PK-3 educators
43 o Transcript Evaluation Requests for Internationally Earned Degrees
e ® Internal/External Partnerships
2E ¥ o ECE Department 13

5‘!‘3 o ECEPTSs (Early Care & Education Pathways to Success)
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Strengthen conditions for educator learning and continued growth: Data Spotlight

NTSD New Teacher Survey: Satisfaction and Retention
67% Response Rate, N = 352

22-23 W 23-24
100%
75%
77%
50%
25%
0%

Overall Satisfaction w/ OUSD Retention: | plan to continue
teaching in OUSD.

Biggest Lack of time/overwhelm

Needs/Challenges Supporting all learners

Using/creating/adapting curriculum and learning materials
Establishing strong classroom culture

Most Supportive/Helpful [#E
Site community and support

Most Joyful Relationships with students
Student learning

Most Stressful Overwhelming workload
Student behavior challenges

Every year we do a thorough

survey analysis of what our new

teachers tell us about their
experiences to inform
improvement.

This year, the new teacher
survey data shows
a slight dip in overall
satisfaction among early
career teachers but an
increase in their intent to
return to teaching in OUSD
next school year.

The overall trends regarding
needs, challenges, stress and
joy remain consistent from 22-
23 to 23-24



| Spotlight: Supporting, Developing, and Retaining New Teachers

e : !}
| Piloted Learning Lab release days for new teachers at the elementary,

middle, and high school level to increase access to peer observation
and peer to peer learning

Every year in our annual survey, new teachers name peer observation and model teaching as among
the most valued forms of professional learning but often the hardest to access. Through our newly
developed Learning Labs, teachers are released from the classroom for a day to observe 4-6 master
teachers at a school site and to learn in community with each other.

Progress to Date:

® Piloted learning labs at the elementary, middle, and high school levels. Lab sites included La

i Escuelita, ElImhurst, and Oakland High.

1 3 ® Engaged 37 teachers from a range of sites.

® Teacher Feedback: Rated the experience 9.4/10 and 100% participants say they are very likely to
apply their learnings

® Exploring opportunities to expand access to Learning Lab release days in the 24-25 school year

www.ousd.org f U ©  @OUSDnews



Spotlight: Supporting, Developing, and Retaining Effective
Leaders

Due to the fact that our accreditation rating for our New Teacher Induction program is so strong, the California
Commission on Teaching Credentialing invited us to apply to build a OUSD Clear Administrative Services
Credential (CASC) Program. We have submitted our application and are awaiting response.

The OUSD CASC will provide an opportunity for OUSD administrators to receive induction support —and earn
their Clear Administrative Services Credential — in a program that is job-embedded, contextualized, and
individualized.

By offering our own CASC Program, we aim to achieve the following goals:
e Help current and future OUSD principals climb the initial school leadership learning curve faster and
ensure continued to growth after the completion of the CASC Program
® Increase access to principal credentialing to internal candidates, particularly candidates for whom cost
may be a barrier to access
® Ensure OUSD principals are highly satisfied with their leadership development supports
® Increase retention of effective administrators



Spotlight: Leadership Growth & Development
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We know how critical it is that our leaders
across the system have opportunity for growth &
development.

Participants of the OUSD Academy for Central
Leaders Growth & Development received

training in:
® Setting Achievable and Measurable
Goals
e Skillfully Applying Adult Learning
Principles

e Communicating a Model of
Constructive Feedback
Constructing an Employee
Development Plan

e Performance Evaluations
and more....



We value the feedback of our employees immensely. Each year, we rely on
the insights gathered from our annual retention survey to shape our
practices and policies. With an average of over 2,000 responses annually,
and a cumulative total exceeding 11,000 since 2018, this feedback serves as
a cornerstone for continuous improvement and ensures that our decisions
are guided by the voices of our workforce.

Through our partnership with Hanover Research we have completed a longitudinal
study of our employee retention survey responses from 2018-2023.

Our next annual retention survey will be
released to our employees
on Monday, April 29th!



LONGITUDINAL STAFF
RETENTION SURVEY

HANOVER
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INTRODUCTION

OVERVIEW

RESEARCH QUESTIONS

* What are the primary reasons staff indicate they are likely to leave OUSD?
* What are the primary reasons staff indicate they are likely to leave OUSD?

* How have staff perceptions related to retention and satisfaction shifted since the COVID-19
pandemic?

SURVEY ADMINISTRATION & SURVEY SAMPLE
« The survey was administered online each year (2018 — 2023) using the Survey Monkey platform.
« The analysis includes a total of 11,049 respondents following data cleaning.

* Results are segmented by Year and Staff Role in the accompanying data dashboard.

RESPONDENT QUALIFICATIONS

BN M sft< 2eErE)lUcclfrTr'eOHt staff member within Oakland Unified School District.



INTRODUCTION

METHODOLOGY

« Sample sizes vary across questions as some questions only pertain to a subset of respondents.

IIII _
BN D3ta 1abefs 6f <1 are used when the percentage of respondents who selected that option would equal zero due to

Conclusions drawn from a small sample size (n<20) should be interpreted with caution.

For full aggregate and segmented results, please consult the accompanying data dashboard.

Statistically significant differences (95% confidence level) between groups are noted with letters (three or more groups) or
asterisks (two groups).

After data collection, Hanover identified and removed low-quality responses.

“Don’t Know or Not Applicable” responses, and equivalent, are often excluded from the figures and analysis in order to
focus on respondents who expressed an opinion.

In some charts, bars are different colors to highlight particularly popular, positive, or negative results (e.g., green or
orange).

Bar chart colors are selected to support readability and differentiation between segmented groups.

Question text and answer options may be marked with + if they have been abbreviated for clarity and brevity. Please
COJ’\SUH the data dashboard for unabridged item text.
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RECOMMENDATIONS

+ Address common stressors facing staff at work. Across all years, about half of staff indicate that their
workload is a major source of stress. Further, in 2022 and 2023, many staff indicated that exposure to trauma,
uncertain or undefined job expectations, and lack of opportunity for growth and advancement were major
stressors. OUSD can aim to provide staff with additional support and resources to help alleviate these common
sources of stress.

* Relatedly, few staff feel that there is a clear career ladder for people in their position to move to a
higher position and pay level. Many staff members also indicate that salary is more of a “leave” factor than a
“stay” factor, with nearly half of respondents in 2022 and 2023 indicating that salary is a factor that makes them
want to leave OUSD. More than a quarter of staff in recent years also say that they anticipate needing to leave
their current position within five years because of the cost of living in the Bay Area. When asked what OUSD
can do to retain valued staff members, many staff write in responses related to salary/pay and benefits. With
available resources, OUSD should work to communicate to staff members what to expect in terms of career
advancement and aim to provide staff with fair compensation.

* Work to provide teachers and staff with professional learning and development that will meet their
needs. For instance, in 2022 and 2023, many teachers indicate that there is a high need for professional
learning focused on trauma-informed teaching practices and strategies for social-emotional learning. Further,
about a quarter of staff members (excluding teachers) say in 2022 and 2023 that they have never or rarely (less
than once per year) received meaningful feedback about their professional practice. Yet, those who have

%eciived feedback often indicate a high level of satisfaction. OUSD can aim to fill these gaps by encouragin
LD ol

56\%\? “and downward feedback cycles for all employees and providing professional learning based orji




PLANS TO LEAVE

CURRENT PLANS

2020 was the year the highest proportion of respondents indicated they were not planning to leave OUSD at the end of
the fiscal year. Additionally, the percentage of staff who say they are not planning to leave has been rising since 2021 (78%).
2022 saw the highest percentage of respondents indicate that they were planning to leave OUSD (7%) since 2018 and 2019
(both 9%); 14% of respondents also said in 2022 that they were not sure of their plans to leave yet. Nearly a fifth (18%) of

respondents indicated they were URSUIR PhIRGH RIS QIRGEUBE%he end of the [current] fiscal

=2018 Y€&Ar? =19 = 2020 = 2021 = 2022 =023
(n=2295)[A]  (n=1791)[B]  (n=395)[C]  (n=2180)[D]  (n=2116)[E]  (n=2272)[F]

9% CDF

9% CDEF

Ye /] ﬁ&@
S 7% BDF
6% ABE
0/, BCDEF
No 7806 ACF 8634 ABDEF
00/ ABCF
82% ABCDE
0% 20% 40% 60% 80% 100%

K-12 EDUCATION  Note: letters indicate statistically significant differences between groups at the 95%
level.
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PLANS TO LEAVE

FREQUENCY OF THOUGHTS TO LEAVE

Respondents indicate they are thinking of leaving less frequently in recent years. For instance, while only about a third of
respondents said in 2018 and 2019 that they thought about leaving OUSD once a year or never, in 2022 and 2023 this
percentage rose to approximately two-fifths (41% and 43%, respectively). In 2021, over half of respondents said they rarely
thought about leaving OUSD (53%).

Over the past year, how frequently have you thought about leaving

'%H%P? Monthly ™= A few times per ™ Once per year N8ver Bottom 2 Top 2
W  year
2018 (n=2295) eeklynos 1305 Iy BT T 2018 17% 34%
2019 (n=1791) 11% 13% I T T 2019 18% 34%
2020 (n=395) 8% 119, I T T . 2020 12% 44%
2021 (n=2180) 0% N7 T 7. 2021 10% 53%
2022 (n=2116) 9% 7 3006 | 9900 [ 9000 | 2022 16% 41%
2023 (n=2272) 9% oo 2206 | 1% | 2900 | 2023 14% 43%
0% 20% 40% 60% 80% 100%

K-12 EDUCATION  Note: Bottom 2 = % Daily + % Weekly. Top 2 = % Once per year + %
Never.

D
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IMPORTANT FACTORS

LIFESTYLE FACTORS

The factor that most frequently has a positive influence on staff members’ interest in staying at OUSD is benefits.
Overall, nearly three-quarters of respondents say that benefits make them want to stay at OUSD (73%), while less than a third
(29%) say the same of salary.

Housing/affordability in the Bay Area as well as Salary are the two factors most commonly cited (across years) as
factors that influence staff members to leave. Specifically, 39% or more of respondents say, each year, that these two
factors make them want to sHongty tbaletbe feaveiayJEdstyle factors make you want to stay or leave
OuUSD?
% Stay + % Strongl
Benefits (n=11049)

73%

Transportation/commute (n=11049)

Personal factors (family responsibilities, health, work-life balance,
etc.)
(n=11049)
Plan to retire (n=11049)

Salary
(n=11049)

Housing/affordability in the Bay Area (n=11049)

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

K-12 EDUCATION




IMPORTANT FACTORS

LIFESTYLE FACTORS BY YEAR

e trtoliowing lires ye actors make you want to stay or leave

9
=2018 =2019 = 2020 . Q2021 = 2022 = 2023
(n=2295)[A]  (n=1791) [B] &/ﬁ:%@y)* % StropalyHeY[D]  (n=2116) (n=2272) [F]
[C]
0
Benefits oS /f NG
7068 t%BEF
4 Ogo
Transportation/commute /g
%
l' I:)D
Personal factors (family responsibilities, health, work-life balance, " ABE
38% 3" F
etc.) 290
4 7%BID:F
Plan to retire Uy ABC
e
Salar it ['):E35(j-\/(l)3F
e | 329
y 23 s
o}%c@EB
Housing/affordability in the Bay Area I%?%B
0
0% 20% 40% 60% 80%

K-12 EDUCATION

|
%S

Note: letters indicate statistically significant differences between groups at the 95%
level.




IMPORTANT FACTORS

BASIC NEEDS FACTORS

Overall, about a third (29%) of respondents say that safety makes them want to stay at OUSD. Most respondents
indicate, each year, that they feel neutral about the influence of basic needs factors on their interest in staying or leaving,
however.

The ratio of respondents indicating that adequate resources/supplies make them want to leave (vs. stay) has become
more positive over time. For instance, while half (or more) of respondents in 2018 (34%) and 2019 (55%) indicated that this

area influenced them to leay@uoRlycAL%otie #AdRingwhibR §8kns rabtissitike e dhalorestostngly influences respondents to
want to leave, however. Safety is a close second in 2023, withus&% indicating that this factor makes them to want to leave.
% Stay + % Strongly Stay

Safety (n=11049) 29%

Temperature conrol (r=11049) | 7

(n=11049)
Adequate resources/supplies 23%
(n=11049)

0% 10% 20% 30% 40% 50%

K-12 EDUCATION
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IMPORTANT FACTORS

BASIC NEEDS FACTORS BY YEAR

I)
SD2021 2022 ™ 2023

=2018 =2019 0
(n=2295) [A]  (n=1791)[B]  {(A-=3gy)* % Stropaly HBY[D]  (n=2116) (n=2272) [F]
C E
3OC060FDF
Safety 300 R
210/ ABCDE 30% coF
0
75(]%)EEF
0
Temperature control = 310 1o
23% ABDE 30%
24% BDF
0% ACDE
: 27% BF
Cleanlines — 72805 ABEF
S 2004 ACDE
19%CDEF
Adequate %o #70 %g(g'gsur
resources/supplies 2404 ABDE
0% 20% 30% 40%

D
L[N

level.

K-12 EDUCATION  Note: letters indicate statistically significant differences between groups at the 95%
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IMPORTANT FACTORS

RELATIONSHIP & CULTURE FACTORS

Staff members’ relationships with students and families and with coworkers have historically been strong reasons for
interest in staying at OUSD. More than three-quarters of respondents, overall, say their relationship with students and families
influences them to want to stay (81%). Similarly, 79% of respondents across years say that relationships with coworkers
influence them to stay.

Staff members’ level of work-related stress, however, is a common factor that influences intent to leave. Each year,

more than a third of siadlyiRfieR g thatdNeilky Rl QlowsH s lated pireTacBAKRREGHY WaRHsiapye 1LAWSD. Further, interest in

leaving OUSD due to this factor has increased since 2021 whsnvonly 36% indicated work-related stress was a “leave” factor —
to 47% 'ﬂe%ﬂ&%%%s@d&ggz@famlhes : 81%
(n= 11049)Relatlonshlps with coworkers (n=11049) 79%
Sense of ownership and control of my work 65%
(n=11049) Relationship with supervisor (n=11049) 64%
Sense of feeling valued, respected, and trusted 57%
(n=11049) Fair and equitable place to work 52%
(nz[lsjc%%%h/Department] culture (n=11049) 52%
Extent of harassment/bullying (n=11049) 39%
Extent of racial/ethnic conflict (h=11049) 39%
Level of work-related stress 25%

(n=11049) 0% 20% 40% 60% 80% 100%

K-12 EDUCATION
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IMPORTANT FACTORS

RELATIONSHIP & CULTURE FACTORS BY

YEAR (1 OF 2)

| A

o= OTO 7y + 0 rONgiv O OO
(n=2295)[A]  (n=1791) [B]  (n=38%)" " " ME2B0 D] (n=2116) (n=2272) [F]
9% 60
Relationships with students and Yo ONBE"
families 8%%’1/6?‘3
hHS
Relationships with coworkers 184A /‘QBE
%0 C%%F
Q BCDE
Sense of ownership and control of my BZ‘!L\"étu’?BEF
oy, heD0
work &Byoaco
‘.’ A gEF
Relationship with supervisor 0% 0 hper
BA% A65
4 goDEF
Sense of feeling valued, respected, and = 009 ABEF
trusted 55)%%%300
0% 20% 40% 60% 80% 100%
K-12 EDUCATION  Note: letters indicate statistically significant differences between groups at the 95%
level.




IMPORTANT FACTORS

RELATIONSHIP & CULTURE FACTORS BY

YEAR (2 OF 2)

018 019 202( ' 2021 20 023
(=2295)[A] (=179 [B]  (n=3%)[CT ~" (F2IBOY(D]  (n=2116)[E]  (n=2272) [F]
40 CDF
H H ABEF
Fair and equitable place to — 6098, Aser
work % ABCD
’A.l DEF
[School/Department] culture : 800 250 Aser
0%, ABCD 62%
% ABD
p! EDEF
Extent of harassment/bullying §8J i Yeop, ABEF
Extent of racial/ethnic conflict ODD 4'25% A
38%
04 CDF
Level of work-related stress = 3195 ABEF
30§0/ ABCD
0% 20% 40% 60% 80% 100%

K-12 EDUCATION  Note: letters indicate statistically significant differences between groups at the 95%
level.
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IMPORTANT FACTORS

PROFESSIONAL GROWTH & DEVELOPMENT

Nearly half of respondents, overall, say that the extent of feedback about how they are doing at their job is a reason to
stay at OUSD. Fewer say the same of opportunities for advancement, however (27%). Perceptions of the influence of
professional growth and development factors on interest in staying vs. leaving have remained mostly stable since 2020, as well.

How much do the following professional growth and development factors make you want to stay or leave

OousD?
% Stdy + % Strongly Stay
Extent of feedback about how you are doing at your job 46%
(n=11049)
Systemsiprocesses that supportyou 10 do your ob I oo
(n=11049)

Meaningful professional development opportunities/training (n=11049) _ 37%
Opportunities for advancement/career ladder (n=11049) _ 27%

crsceruaing o-2:29). [

0% 10% 20% 30% 40% 50%

K-12 EDUCATION




IMPORTANT FACTORS

PROFESSIONAL GROWTH & DEVELOPMENT
FACTORS BY YEAR

= 2018 = 2019 TR Z020 0 w2021 = 2022 = 2023
(N=1269-2295) [A]  (n=1060-1791) [B]  (n=395) (n=2180)[D]  (n=2116) (n=2272) [F]
40% %'I:EF
Extent of feedback about how you are doing at your 7 2%78 \ge
job AP
‘-. CDEF
Systems/processes that support you to do your 452 9 ABEF
job %06% ABD
o/, CDEF
353 SN, LA

Meaningful professional development opportunities/training

20%:e
Opportunities for advancement/career ladder 228%" 2, ABCE
35"
D
Credentialing
0% 20% 40% 60% 80%

K-12 EDUCATION  Note: letters indicate statistically significant differences between groups at the 95%
level.
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TEACHER SUPPORT SYSTEM

PERCEPTIONS OF SUPPORT

More than half of staff say, each year since 2020, that they feel support from non-instructional staff and access to
needed facilities and resources are supportive. Feelings of support were higher in many areas in 2020 than they have been
in years since, as well. For instance, while three-quarters of staff indicated that non-instructional staff were supportive in 2020,

only 59% say the same in 2023.

Additionally, in both 2022 and 2023, perceptions of schools’ coherent discipline systems were said to be just as
unsupportive as they were supportive. Specifically, 39% in 2022 and 36% in 2023 said discipline systems were
unsuppnrfi\/p, while 34% and 35% said fhpy were Qllppﬂrfi\lp

< 2020 2021 2022 2023
(n=1143-  1-1048-1058)  (n=204-206)  (n=1174-1182) (n=1170-1179)  (n=1221-

1155) [E] [c] [D] [E] 1236) [F]
Time to learn and reflect on my teaching practice 400}0AJD 41% <P 58% A8 57% ~B - -
Support in involving families and caregivers 44% cp 46% cp 58% 8¢
Access to needed facilities and resources 45% CPEF 449 °PEF 5909 A8 58% A8 60% #8 61% #8
Support from non-instructional staff 57% °°¢ 57% °°F 629 A5°° 599 cp
Collaboration time during the workday 429 PEF 43% PPEF 57% ABEF 559 A8EF 49% ABCP 48% "CP
Coherent school wide discipline system 349 cP 33% cp 48% ABEF 45% ABEF 349 cp 3509 cp

|
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guestion.
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PROFESSIONAL LEARNING NEEDS

INCLUSIVE PRACTICES LEARNING NEEDS

Perceptions of need related to inclusive practices learning have changed in the post-pandemic years. For instance,
while approximately two-fifths of staff members in 2018 (38%) and 2019 (41%) indicated that there was a high need for learning
related to inclusive practices, only about a third of staff have indicated such a high need in this area since then (30% - 33%).

In recent years (2022 and 2023), staff have indicated that there is a high need for learning related to trauma-informed
teaching practices (34%). More than a quarter also indicate that there is a high need for strategies for social and emotional

i 0 0
learning (28%) aBPegys%rllﬁI&llga\{\g% Stu?enr{t%vw h %‘E’ g\?gggfe/s)smnal learning needs in the following areas related to

inclusive practices.
% High Need + % Very High Need

Trauma informed teaching practices
(n=5997)
Intervention/enrichment strategies (n=3593)

35%
33%

Strategies for social and emotional learning
(n=5989)
Culturally responsive teaching practices
(n=5991)
Working with students with disabilities (n=5998)

Working with English language learners
(n=6014)
Positive classroom culture strategies (classroom management)
(n=6005)

0% 10% 20% 30% 40% 50%

K-12 EDUCATION  Note: only teachers answered this
guestion.
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PROFESSIONAL LEARNING NEEDS

INCLUSIVE PRACTICES LEARNING NEEDS
BY YEAR

(n=1147-1151) [A] (n=1053-1060) [B] (N22037205)1C] 7 ¥ (n=1180-1185) [D] (n=1172-1178) [E] (n=1229-1234) [F]
8% GRf, cDEF
Trauma informed teaching 3006/ ks o 1%
practices X A
% B
Intervention/enrichment strategies 2705 AB 32% %
%
- 8% coEF
Strategies for social and emotional 230R4F . 35%
learning e ———— 2 { O/ A259p%
94 dzF
270
Culturally responsive teaching EF P
practices 2402800806 BF
9%7%,, e
Working with students with disabilities 24 .y= i
29%70
30%0, 2 oer
Working with English language é&%{ggg B
learners 2396
o
Positive classroom culture strategies (classroom DTy Y AB o AB ng&’
management) 2084 %0
0% 10% 20% 30% 40% 50%
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PROFESSIONAL LEARNING NEEDS

CURRICULUM & ASSESSMENT LEARNING

Compared to learning related to inclusive practices, staff are less interested in learning related to curriculum and
assessment. For instance, across years, less than a quarter of respondents say there is a high need for learning in any of the
curriculum and assessment areas, including strategies to support students’ academic skill development (18%) and analyzing
and using data to drive instruction (14%). In fact, most respondents tend to indicate that there is only “some need” for learning
in each of the areas related to curriculum and assessment.

In recent years (2022 and 2023), more than a third of staff say that there is “no need” for professional learning related
to the Please indicate the extent to which you have professional learning needs in the following areas

use of technological systems (38%). related tp curriculum and assessment.
% High Need + % Very High Need

Strategies to support students' academic skill development (n=6001)
Curriculum, standards and lesson design in the subject(s) | teach (n=6016)

Analyzing and using data to drive instruction (n=3598)

Use of technological systems (Aeries, state testing systems, llluminate,
OuUsD
Data Dashboards, SEIS, etc.) (n=6003)
Assessing student learning in my subject(s)
(n=6008)

0% 10% 20% 30% 40% 50%

K-12 EDUCATION  Note: only teachers answered this
guestion.




PROFESSIONAL LEARNING NEEDS
CURRICULUM & ASSESSMENT LEARNING

NEEDS BY YEAIR

(n—1152-1154) [A] (n=1058-1060) [B] (n=205-206) [C] (n=1181-1184) [D] (n=1170-1179) [E] (n=1232-1234) [F]

o e

Strategies to support students' academic skill Q]f B,
development )
- - . . m 173}3%/5 CDEF
Curriculum, standards and lesson design in the subject(s) |
teach 124%&4) A
70 CD
R . . 0/, AB 15(}0 C/B
Analyzing and using data to drive f?t% A
instruction
0/1 DEF
Use of technological systems (Aeries, state testing systems, llluminate, : °1
OUSD Data Dashboards, SEIS, etc.) T /A
11% A
- {%{;@(,%%EEFF
Assessing student learning in my 3%0 6
subject(s) ]ié
0% 10% 20% 30% 40% 50%

K-12 EDUCATION  Note: letters indicate statistically significant differences between groups at the 95% level. Only teachers answered this
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PROFESSIONAL LEARNING NEEDS

LEADERSHIP LEARNING NEEDS

From 2018 to 2021, approximately a fifth of teachers have said that there is a high need for professional learning on
how to provide constructive feedback to their supervisors (21%). Since 2022, only two areas have been surveyed related
to leadership learning; of these, teachers perceive there to be approximately an equivalent need. In fact, more than a third say
that there is at least a moderate need for both coaching/mentoring colleagues (34% in 2022, 33% in 2023) and meaningful

. o o
Tl SR S (3P§e/§slg i%g%%test%é)elﬁe%(?%g?ﬂhich you have professional learning needs in the following areas

related to leadership.
% High Need + % Very High Need

21%

|

How to provide constructive feedback to my supervisor

(n=3586)
Meaningful family engagement _ 16%
(n=5938)
Facilitating teacher teams _ 15%
(n=3595)
Coaching/mentoring colleagues 14%
(n=5985)
0% 10% 20% 30% 40% 50%
)

K-12 EDUCATION  Note: only teachers answered this
guestion.
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PROFESSIONAL LEARNING NEEDS

LEADERSHIP LEARNING NEEDS BY YEAR

following areas related to Ieadershlp

% High Need + % Verg High Need
=2018 =2019 = 2020 =2021 2022 = 2023

(n=1145-1152) [A] (n=1052-1059) [B] (n=204-206) [C] (n=1179-1183) [D] (n=1156-1170) [E] (n=1191-1228) [F]

2595 €0
CD
How to provide constructive feedback to my 14% A% A8 24%
supervisor
20% DEF
20% DEF
Meaningful family %g%
engagement 15007
13% AB
Facilitating teacher teams o LAY 17% P
12% "1 696 0
17% CDEF
16% CDF
Coaching/mentoring 11% /:“iB
colleagues 14% A
1204 AB
0% 10% 20% 30% 40% 50%
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PROFESSIONAL LEARNING IMPACT

PROFESSIONAL DEVELOPMENT LEARNING

From 2018 to 2021, the two areas that rose to the top as most impactful related to professional development learning
are participation in teacher/educator networks and professional learning communities (both 37%). Perceptions of both
of these areas’ positive impact became more positive over time, as well.

Rate the positive impact of the following types of Professional Development (PD) learning you have
experienced as an OUSD teacher.
% High Positive Impact + % Very High Positive Impact

Participation in network of teachers/educators (n=2874) 37%

Professional Learning Communities (PLCs) (n=3167) 37%
Conferences/workshops (n=2814)
Site-facilitated PD (n=3436)

Study group/book club (n=1270)

Centrally-facilitated PD (n=3170)

0% 10% 20% 30% 40% 50%

K-12 EDUCATION  Note: only teachers answered this
guestion.




PROFESSIONAL LEARNING IMPACT

PROFESSIONAL DEVELOPMENT LEARNING

BY YEAR

(n=380-1098) [A]
Participation in network of teachers/educators
Professional Learning Communities
(PLCs)
Conferences/workshops
Site-facilitated PD

Study group/book club

Centrally-facilitated PD

0%

|
%S

guestion.

404 D A
4 F40/ 20
o, S3%0°
400 450 AB
0% P
494
3N
OOD o4 D
604 D
33%ABC
094 D
%0
32% AB
0/ BD
a0, 0-9%
22% AC
20% 30% 40% 50%
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PROFESSIONAL LEARNING IMPACT

FEEDBACK & COACHING

Nearly half of respondents feel that, across years, coaching from TSAs/Instructional teacher leaders/mentors has
been highly impactful. Perceptions of impact have generally become more positive since 2019, as well. The two areas in
recent years (2022 and 2023) that teachers feel are highly impactful are coaching from TSAs/Instructional teacher

leaders/mentors (46% in 2022 and in 2023) and peer observation and feedback (43% in 2022, 44% in 2023).

Rate the positive impact of the following types of feedback and coaching learning you have
experienced as an OUSD teacher.
% High Positive Impact + % Very High Positive Impact

Coaching from teacher on special assignment (TSA)/[instructional]

45%
teacher leader/mentor on site (n=4550) °

Peer observation and feedback 42%

(n=4648)

Coaching from outside coach 41%

(n=2143)

Feedback from administrator (n=5466) 35%

|

0% 10% 20% 30% 40% 50%

K-12 EDUCATION  Note: only teachers answered this
guestion.
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PROFESSIONAL LEARNING IMPACT

FEEDBACK & COACHING BY YEAR

Rate the positive impact of the following types of feedback and coaching learning

you have experienced as an OUSD teacher.
% High Positive Impact + % Very High Positive Impact
= 2020 = 2021 =

=2018 =2019 2022 = 2023
(n=701-1037) [A] (n=614-969) [B] (n=115-185) [C] (n=713-1101) [D] (n=907-1069) [E] (n=985-1105) [F]
43%%°
Coaching from teacher on special assignment (TSA)/[instructional] : 418%
; 49% AB
teacher leader/mentor on site 0
46%
46%
Peer observation and e 38 43:%/8/
feedback 439 Ade
449% ~B
Coaching from outside %‘3‘/3/"
coach 215
27% CDEF
00/, CDEF
Feedback from administrator 9{8(%8/43
37% A
2704 AB
0% 10% 20% 30% 40%

50%
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PROFESSIONAL LEARNING IMPACT

OVERALL SATISFACTION

Satisfaction with professional learning and development was highest in 2020 and 2021. Specifically, nearly half of
respondents in these years indicated that they were satisfied or very satisfied with the formal and informal professional learning
and development they had received as an OUSD teacher (47% and 49% respectively). Satisfaction has dropped slightly since
then, with only 38% in 2022 and 41% in 2023 who indicated satisfaction.

Overall are you satisfied with the professional learning and development you have

received as
an QUISD teacher (including hath formal geyelopmept sessions and jnformal
(n=1156)[A]  (n=1060)[B]  (n=206dback)}f1ss)p]  (n=1181) (n=1237)

% [Bytisfied + % Very Satisfied [E] [F]

33% CDEF

47% "BE
49% ABEF
38% ABCD
419 ABD
0% 10% 20% 30% 40% 50%

K-12 EDUCATION  Note: letters indicate statistically significant differences between groups at the 95% level. Only teachers answered this
guestion.
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OVERALL CLIMATE

SCHOOL & DEPARTMENT CLIMATE

Across all years, most staff indicate that their schools or departments are supportive, inviting, and collegial.
Specifically, since 2020, no fewer than three-quarters of staff members have agreed that their school/department is a
supportive and inviting place for staff to work (78% - 88%) or that their school/department promotes trust and collegiality among

staff (76% - 85%). Please rate how much you agree with the following statements. This

= 2018 = 2019 -2o£3’Ch°°” depa%ﬁent]... = 2022 = 2023
(n=2044-2059) [A] (n=1680-1705) [B] (n2eAPEE fcYo StronghnéQgreso) (D] (n=2104-2108) [E] (n=2261-2262) [F]

71%CDEF

...Is a supportive and inviting place for staff to
work.

0" §Q5HABCEF

79%ABCD

78%ABCD
Gg%CDEF

;t.gfrfomotes trust and collegiality among o5, mer

77%ABD
769 0ABCD

0% 20% 40% 60% 80% 100%
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OVERALL CLIMATE

DEPARTMENT CLIMATE

Since 2021, no fewer than three-quarters of central office staff members have agreed that their department is clean
and pleasant, handles discipline problems fairly, and promotes participation in decision-making. Additionally, most
central office staff members also feel, across all years, that most or nearly all adults treat each other with respect (75% - 89%).

Please rate how much you agree with the following statements. This

=2018 =2019 =2020 d Epartm%&i“ =2022 =2023
(n=241-292) [A] (n=161-204) [B] ta-pares) 1cyo Stroneig AZ06§(D] (n=163-223) [E] (n=157-210) [F]
404 DE
...is clean and S (9% ABCF
pleasant. 85%%
82% P
...promotes personnel participation in decision making that affects O 29887 5 o/, a8
the department practices and policies. 77770%0AB
T77% AB
...handles discipline problems — 7%%6/5 AB
fairly. T7% AB
7304 AB
0% 20% 40% 60% 80% 100%

K-12 EDUCATION  Note: letters indicate statistically significant differences between groups at the 95% level. Only Central Office staff
members




PERCEPTIONS OF FEEDBACK

FREOUENCY OF FEEDBACK

Approximately half of respondents since 2020 have said that that they receive meaningful feedback about their
professional practice on a monthly basis (or more frequently). However, about a quarter of recent respondents (in 2022
and 2023) say they receive meaningful professional feedback very infrequently — either never or less than once per year.

How often have you received meaningful feedback about your professional

practice this year from anyone in the district (e.g. supervisor, colleagues,
= Nev&entor, cQag8ifan once per ~ Yearly = " Monthly = Weekly Bottom 2 Top 3
year Qu Daily
2018 (n=1026) 16% 11062 ST TR BT 7 60, 2018 29% 44%
2019 (n=731) 14% 14% " IEET:T7 R IT 7R 7 2019 27% 42%
2020 (n=189) 13% 119 IR -7 Y T7 6, 2020 22% 54%
2021 (n=995) 11% 1206 IEET7N Y7 NCZT7N. 6% 2021 21% 51%
2022 (n=935) 13% 13% IR Y7 T 7 2022 24% 48%
2023 (n=1035) 13% 1106 IRV Y7 T 2023 24% 51%
0% 20% 40% 60% 80% 100%

K-12 EDUCATION  Note: all respondents except Teachers answered this
guestion.
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PERCEPTIONS OF FEEDBACK

SATISFACTION WITH FEEDBACK

Satisfaction with feedback is generally quite strong across years. Specifically, more than half of respondents say, each

year, that they are satisfied or very satisfied with the feedback they have received.

Are you satisfied with the feedback you have

ived?
" Very Disséﬁgﬁé\ﬁ‘ad : " Neutral ™= Satisfied ™ Very Satisfied
Dissatisfied
2018 (n=1026) %0 | 23700 | 1700 |
2019 (n=731) 20 | 230 | 1600 |
10%
2020 (n=189) Pl %80 | 2406 | 930 |
2021 (n=995) 79" I 77 . .
2022 (n=935) 8% 29% 37% 21%
2023 (n=1035) 8% 28% 41% 19%
0% 20% 40% 60% 80% 100%

K-12 EDUCATION  Note: all respondents except Teachers answered this
guestion.
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PERCEPTIONS OF PROFESSIONAL LEARNING & DEVELOPMENT

FREQUENCY OF AND SATISFACTION WITH

Since 2021, approximately half of staff members say they have experienced supportive professional learning and
development on at least a monthly basis. As with perceptions of frequency related to feedback, approximately a fifth to a
quarter of respondents in recent years say they have never experienced meaningful professional learning/development or that
they have experienced meaningful PL/PD less than once per year.

In recent years, about half of respondents say they are satisfied or very satisfied with both the content (46% in 2022, 49% in
2023) and fredpenitpri46Ye yo 2 @RRedatiterhpi2 0233 iohth éepm fessmonddelapmeg tang aevelopment they have received.

= position that supports ;(;Jl:rte;EjO your job effectively? = Bottom 2 Top 3

2018 (n=1028" oo e:glr;a?ﬂgce Daly 15% S Sy Tt 2018 319% 36%
2019 (n=731) 20% 17% 4806 | 2% | 704 | 2019 34% 31%
2020 (n=189) 20% 16% YT T 77 2020 30% 32%
2021 (n=995) ey 9700 | 2200 | 1506 | 2021 18% 53%
2022 (n=935) 13% 1105 T/ T 7 Y- 2022 24% 47%
2023 (n=1035) i 12% 1306 YT T 7 N T T 2023 20% 48%
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JOB FACTORS

CAREER LADDER

In many years, more respondents disagree than agree that OUSD offers a career ladder for people in their position to
move to a higher position and pay level. For instance, in 2022, 38% of respondents disagreed with this statement while only
16% agreed (and 31% said “sort of”’). More than a third of respondents in 2023 say OUSD does not offer a career ladder for

people in their position, while only 16% say OUSD does offer a career ladder.
Do you feel that OUSD offers a career ladder for people in your position to move to a higher position

and pay?mg1g = 2019 =020 =021 =022 =023
(n=2116) [A] (n=1791) [B]  (n=395) (n=2180) [D] (n=2116) (n=2272)
[C] (E] [F]
429 DEF
42% DEF
429 DF
No 0/, ABCE 4 ABDF
34% ABCE
32%
Sort Of ?é 2o/,
0/ F
350 E
12% DEF
o/, DEF
04
Ye 16% AB
S 16% AB
16% AB
0% 10% 20% 30% 40% 50%

K-12 EDUCATION  Note: letters indicate statistically significant differences between groups at the 95%
level.
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JOB FACTORS

MAJOR STRESSORS

Across years, the most common stressor facing respondents at work is workload (having too much work).
Approximately half of respondents (or more) select this as a stressor each year. In 2022 and 2023, more than a third select
exposure to trauma as a major source of work stress, while approximately a quarter say uncertain or undefined job
expectations and lack of opportunity for growth and advancement contribute to their stress.

What are the major stressors you face at work? (Check all that

2018 ap p2l&.9 2020 2021 2022 2023
(n=2115) (n=1789) (n=395) (n=2180) (n=2116) (n=2269)
A B [D] [E] [F]

Workload - too much work 58% P 56% P& 529% AF 4B a8 =
Exposure to trauma 349% BD 399 APE 35% P 250 ASCEF 35% BD 36% P
Uncertain or undefined job expectations 329 PFF 319 PFF 30% 25% A8 27% A8 26% A8
Lack of opportunity for growth and advancement 3296 OFF 309 PFF 27% 24% AB 269% AB 26% AB
Feeling unsafe at my school or workplace 15% ©OF 15% ©OF 9% ABEF 9% ABEF 16% ©PF 239 ABCDE
Pressures and responsibilities outside of work 21% © 22% © 149% ASDEF 22% © 22% © 21% ©
Relationships with supervisor(s) 23% PFF 259 PEF 19% BP 149 ABCEF 199% A8P 17% A8P
Relationships with co-workers 16% O 17% PFF 14% 13% A8 14% B 14% 8
Relationships with students/parents 16% P 16% P 14% 119% ABEF 14% P 14% P
Facing discrimination/harassment at work 11% CPEF 10% ©P 7% "8 7% ABEF 9% AP 9% AP
| experience none of these stressors at work 8% 8% 10% 17% 12% 13%
Other 24% 21% 19% 17% 17% 17%

| A
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RESPONDENT CHARACTERISTICS

Which category best describes your current position? (n=11,049)

|
%S

2018 2019 2020 2021 2022 2023

Central Office Staff 14% 12% 21% 10% 11% 10%
Teacher 55% 59% 52% 54% 56% 54%
Certificated School Leader 5% 4% 6% 6% 5% 5%
School Support Staff 26% 25% 21% 30% 28% 30%

Which of the following best describes your specific School Support role? (n=3,064

2018 2019 2020 2021 2022 2023

Non-teaching certificated staff 15% 18% 14% 17% 19% 20%
Student support 41% 54% 64% 56% 56% 50%
Other school support 23% 10% 7% 14% 12% 16%
Clerical staff 21% 18% 14% 13% 14% 14%

What grade level is your school? (School Support Staff only) (n=3,064)
2018 2019 2020 2021 2022 2023
Preschool (Child Development Center) 4% 5% 5% 7% 6% 8%
Elementary or K-8 46% 43% 55% 45% 47% 47%
Middle School (6-8) 16% 19% 21% 18% 13% 15%
High School or 6-12 26% 27% 18% 23% 27% 24%
Alternative Education 8% 6% 1% 1% % 6%
Which of the following best describes your role within Central Office? (n=1,296)

2018 2019 2020 2021 2022 2023

Academic and Student Services 12% 13% 12% 12% 12% 14%
Certificated Central Leadership 11% 8% 11% 14% 9% 11%
Classified Central Leadership 24% 28% 36% 27% 27% 33%
Clerical Staff 11% 15% 7% 17% 12% 7%
Operations and Business Services 31% 27% 19% 19% 23% 17%
AQI'?C]?."Q' 13% 8% 15% 10% 18% 18%
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RESPONDENT CHARACTERISTICS

Are you currently employed as aregular employee or as a substitute? (n=8,754)
2018 2019 2020 2021 2022 2023
Regular employee 0% 97% 98% 96% 95% 92%
Substitute 0% 2% 1% 3% 3% 6%
Both 0% 1% 1% 1% 2% 2%
Did you attend an OUSD school during your Pre K-12 education? (n=8,754) |
2018 2019 2020 2021 2022 2023
Yes, attended and graduated from OUSD 0% 15% 12% 17% 16% 18%
Yes, attended but did not graduate from OUSD 0% 7% 7% 8% 9% 8%
No, did not attend OUSD at any point 0% 7% 81% 75% 75% 74%
Which race/ethnicity best describes you? (Please choose only one.) (n=11,049)
2018 2019 2020 2021 2022 2023
Asian 11% 9% 12% 11% 10% 10%
American Indian or Alaskan Native 1% 1% 1% 1% 1% 1%
Black or African American 19% 22% 18% 22% 24% 26%
Hispanic or Latino 14% 13% 10% 16% 15% 17%
Native Hawaiian or Pacific Islander 1% 1% <1% <1% <1% 1%
Middle Eastern or Arab 0% <1% <1% <1% 1% 1%
White or Caucasian 37% 38% 43% 36% 34% 30%
MultipleEthnicities 7% 7% 8% 6% 7% 6%
[ Decline to State Which gender best Hcribbs yd@%0(n=11,048%6 8% 8% 8%
2018 2019 2020 2021 2022 2023
Female 67% 73% 75% 2% 69% 72%
Male 28% 22% 19% 23% 25% 23%
Non-binary 1% 1% 1% 1% 2% 1%
Decline to State 4% 4% 5% 4% 4% 4%
K-12 EDUCATION




RESPONDENT CHARACTERISTICS

| How long have you worked at OUSD in any role or site? (n=11,049) |

2018 2019 2020 2021 2022 2023
0-2 years 24% 22% 17% 19% 22% 19%
2-5 years 21% 24% 24% 22% 21% 20%
5-10 years 18% 16% 18% 20% 22% 22%
10-20 years 22% 23% 25% 23% 20% 22%
More than 20 years 14% 16% 16% 16% 15% 17%

How long have you worked at your current school/department (in any position)? (n=11,049)

2018 2019 2020 2021 2022 2023
0-2 years 35% 33% 28% 30% 31% 30%
2-5 years 26% 29% 28% 26% 26% 25%
5-10 years 18% 19% 19% 22% 22% 23%
10-20 years 15% 14% 19% 16% 15% 16%
More than 20 years 5% 5% 5% 6% 6% 6%

How long have you worked in your current position (in any site/department)? (n=11,049)

2018 2019 2020 2021 2022 2023
0-2 years 30% 28% 29% 27% 28% 28%
2-5 years 27% 29% 26% 26% 26% 23%
5-10 years 18% 18% 20% 20% 22% 22%
10-20 years 17% 16% 17% 17% 16% 17%
More than 20 years 8% 9% 8% 10% 9% 11%

)
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RESPONDENT CHARACTERISTICS

What grade(s) do you currently teach? (Check all that apply) (n=6,138)

2018 2019 2020 2021 2022 2023
CDC-Pre-K 2% 6% 6% 7% 5% 8%
TK-2 32% 32% 39% 31% 29% 34%
3to5 30% 30% 33% 28% 29% 30%
6to8 22% 21% 16% 23% 24% 24%
9to 12 29% 25% 26% 26% 29% 30%
Adult Ed 1% 3% <1% 2% 2% 2%

What subject(s) do you currently teach? (Check all that apply) (n=6,138)

2018 2019 2020 2021 2022 2023
Elementary Multiple Subjects 39% 40% 46% 36% 36% 37%
Special Education - SDC 10% 10% 6% 11% 10% 11%
Special Education - Non-SDC 8% 9% 7% 8% 10% 9%
Math 11% 10% 10% 11% 12% 14%
Science 10% 11% 10% 11% 11% 13%
Social Studies 11% 10% 8% 10% 11% 12%
English/English Language Development/Reading 16% 18% 14% 17% 17% 18%
Visual and Performing Arts 6% 6% 6% 6% 6% 8%
Physical Education 5% 5% 5% 5% 5% 9%
CTE 4% 4% 7% 3% 3% 5%
World Languages 2% 2% 3% 2% 3% 4%
Other 7% 10% 13% 11% 8% 12%
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RESPONDENT CHARACTERISTICS

| Do you own or rent a home/apartment/room? (n=10,870) |

2018 2019 2020 2021 2022 2023
Own 40% 39% 49% 40% 41% 40%
Rent 50% 51% 41% 50% 50% 51%
Both own and rent 2% 1% 1% 1% 1% 1%
Neither own nor rent 1% 1% 1% 1% 1% 1%
Live rent free with family/friends 2% 3% 2% 2% 2% 2%
Homeless <1% 1% <1% <1% <1% <1%
Decline to state 5% 4% 6% 6% 5% 4%

| If you rent, is your rent subsidized (by family, friends, government, other programs, etc.)? (n=6,796)

2018 2019 2020 2021 2022 2023
Yes 11% 12% 12% 13% 13% 13%
No 89% 76% 75% 74% 76% 77%
Decline to State 0% 12% 13% 13% 11% 10%

Roughly what percentage of your monthly household income goes to pay for housing (rent or mortgage)?

(n=10,870)
2018 2019 2020 2021 2022 2023
Under 15% 7% 5% 7% 4% 5% 5%
15-30% 27% 21% 27% 21% 21% 21%
30-50% 43% 38% 35% 39% 38% 35%
Over 50% 23% 24% 17% 23% 24% 26%
Decline to State 0% 11% 14% 12% 12% 13%
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RESPONDENT CHARACTERISTICS

| How long is your daily commute (in one direction) to your work site? (n=10,870) |

2018 2019 2020 2021 2022 2023
Under 20 minutes 51% 51% 52% 53% 56% 55%
20-40 minutes 30% 32% 30% 31% 28% 30%
40-60 minutes 12% 12% 13% 12% 11% 10%
Over 60 minutes 7% 6% 5% 5% 5% 5%

How do you get to work? (Check all that apply) (n=10,870)

Walk 790 Vg, 9% <YV 90, 6T | 10%
Car 2% |“YoT% 929> 90% 88% 89%
Bus 6% 6% 8% 6% 7% 7%
BART/Train 8% 8% 12% 7% 6% 5%
Bike 9% 7% 10% 9% 7% 7%
Motorcycle 1% <1% <1% 1% 1% 1%
Other 2% 3% 2% 3% 4% 4%
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Cassie Korik
Content Director, K12 Education
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