2018-19 TEACHER RETENTION UPDATE

We continue to see positive trends in teacher retention in DPS across a number of factors.
The following highlights celebrations as well as opportunities for continued improvement.

Note: Data below has been updated to reflect 2018-19 mid-year resignations.

Overall Trends:
DPS teacher retention has increased over the last three years to 85%. This is notable given the
post-recession retention decreases that were seen in school districts across Colorado.!

We have also seen increases in the retention of teachers within their roles and their schools this year
compared to the previous two years.
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Retention by LEAP Rating:

Our top performing teachers—those who receive an Effective or Distinguished rating—are very highly
likely to stay at DPS, with an overall retention rate of 90%.

Retention b'Y Race/EthniCitY: In-district Teacher Retention by Race/Ethnicity
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teachers of color at DPS are more likely to stay
within the district compared to white teachers.
86% of teachers of color were retained
into the 2018-19 school year. White teachers
were retained at 84% for comparison.

We saw a five percentage point increase in the White Hispanic Black Multi-Race Asian
retention of African-American teachers this year after 2015-16 10 201611 mE0IE-1T1o0 201118 MEONII8 to 2018-19 a
six point drop the previous year. Despite these numbers, we believe there is work to be done to
ensure that new and existing teachers of color stay and thrive in DPS.

1 Jaclyn Zubrzycki, “More Colorado teachers left their school districts last year,” Chalkbeat.org, (May 28 2015)



https://www.chalkbeat.org/posts/co/2015/05/28/more-colorado-teachers-left-their-school-districts-last-year/
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Retention of Novice Teachers:

We are also prioritizing strategies to retain our new-to-career teachers to ensure that we grow and
develop them to stay in DPS. District retention of our novice teachers increased from 79% in 2017-
18 to 80% in 2018-19. We would like to see this closer to the overall district average, but we are
seeing progress.

By 2020, Effective/ Distinguished teachers in "intensive" schools are retained in
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Retention by Highest Priority Incentive Schools

In-school retention of all teachers at The Highest Priority Incentive (HPI) is offered to a
highest priority schools subset of schools deemed highest priority as a
recruitment and retention tool beginning in 2015. We
66% 66% 69% 70% plan to do further analysis now that we have three years

of trend data, but we are excited to see teacher retention
has increased in these schools by 4 percentage points
since its inception.

In previous analysis, many teachers viewed the incentive

2014-15to 2015-16 to 2016-17 to 2017-18to .
2015-16 2016-17 2017-18 2018-19 as a form of acknowledgment and recognition from the

district for their hard work. We also found that the
incentive did have an influence in teachers’ decisions to stay in their schools in over half of teachers

surveyed.
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Importantly, the HPI also serves as a recruitment tool, as all principals interviewed about the
incentive noted that it helped them to set their schools apart and attract top talent.
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https://hr.dpsk12.org/wp-content/uploads/2015/08/Overview-doc_teacher-incentive-HP_final.pdf

