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For the 201819 academic year, over 2@blic school districts eployed at least one adtator

of color in a school leadership paeit. Statewide,Hispanic or Latino and Black or African
American school leaders account for nearly 30% of New ¥adik- 6§ SQ&a &O0OK22f LINA
assistant principals, and just under 10%sohool district leades. In 201819, 47% of school

building leades in New York City were leaders of color, compared to only 16% in the rest of the

state. New York City employedaréy 3 times as many building leaders of color as the rest of the

state canbined. An overwhelmng 91% of school district leaders outsidéNefw York City identify

as White.

The gender breakdown of the teaching workforce is consistent across the staltmamédmained
relatively stable for many years, with roughly three femadadhers for every male In the
201718 academic year48,660 male teachers were employed in the state of New York,
compared t0153,488female teachers. Technology aoertain Caree and Technical Education
teaching assignmentare the onlyfieldswhere a majority of the teaclers aremale. Almost half

of male teachersare concentrated in five teaching assignmenocial Studie§11%) Special
Education(10%) Scienc&9%),PhysicaEducation(9%), and Math (8%)Fifty-sevenpercent of
bSg | 2 NJP12{schbolicades arwomen.

Since 2011, the agRA a UNR O dzi A2y 2F bSg ,2N] {dGFrdiSqQa 4GSt
change. Roughly 50% otfsmervice teachers are betwadhe ages of 33 and 48, while onlya2
areover the age of 56The percatage of teachers oveage 57 has been gradually deatig over

the period, whilethe percentage of teachers under age 32 hiaen slightly since 20167.

From 201611 to 201617, the enroliment of White students in New York educator preparation
programsfell by nearly 6(ercent, while the enroliment of stalents of color has been far less
volatile: Hispanic or Latino enroliment in New Y8tateeducator preparation programs dipped
7%, from 6,274 students in the 2010 academic year to 5,812 students ttne Fall of 2016
Black or African American educatpreparation enrollment dropped 29% from 5,442 to 3,879
students and the enrollment of MultRacial students increasexer thesame time period.As

a consequence, the share of educator preparationodiees of color in Nework State has been
increasing.In the 201011 academic year, only about 25% of enrollees were students of color,
compared with 39% in 20167. Hispanic ordtino students, in particular, have increastuair
enrollment share by rexly five percentage qints since 2010.

Individualsof color face multiple hurdlesand challenge$o joining and staying irthe educator
workforce

1 First, dsparitiesat the P-12 level educationsuch as discriminatory discipline practices
absenteeismand lower graduationatesnegativelyinfluence the kelihood that students
of color may choose to pursue a career in teaclfing

1 Atthe postsecondary levadeans citedhe high ost of college attendance as the leading
barrier to the enrollment and paistence of studentsfocolor in educatompreparation
programs while P-12 superintendentssad the lack of flexibility andsupports for
candidates ineducator preparation programmake it difficult to pursue certification
while employed or caring for a raly. Indeed, only 5%of educator preparéion
institutionsNBa Ll2 Yy RAYy 3 (2 (KS 5 S LbffakIsopSoyfsisOch asa dzNIJ S
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childcare assistance, and only about emeartersad theyoffer flexible course scheduling
or costof-living assistancevith the goal of retainig students of colar

1 Previous research has found that teacher labor markets are predominantly®ltéth
may help to explain why educators of color are hireduch small numbers in masgnall
and rural communitiesupstate, whose populations have verlittle diversity. However,
the local nature of teacher labor markets does not explain the lack of teachers of color in
metropolitan and downstate regions, wherthe vast majority of teacher candidates
color attend preparation progms Many districts responding to the DieJ NI YSyY G Q&
surveyindicated that targetingliversecandidatesis simplynot a priority. Researchers
have argued that He lack of diversity particularly in school leadershipcan itself
become an obstacle for hirireducators of color it schools and disicts?

1 Once teachers of color are hiretthey are not beingetained at the same rate as White
educators Preliminary analysis found th&kachers of colotend to be employed in
districts with high overall turner. In averageneed dstricts, teachers of colomhad
turnover rates 4 percentage points higher thahite teachers and in rural high-need
districts, Black or African American teach hal turnover rates 4 percentage points
higher thanWhite teachers®

The data trendshurdles and challengealong the pathway, and national research literature
reviewed in thereport support six recommendatiorts improve the diversity of New York 8t& Q &
educator workforce While this report focuses explicitly on racialieic, gender, andage
diversity, these recommendations could apply to other types of diversity, such as linguistic,
cultural, religious, functional (i.e., people with disabilities)d socieeconomic diversity

1. Discuss educator diversity with stakeholdarsl set arintention to address it;
Partner to build pathways in your region;
Establish supports to enable candidates to clear the huhgisovercome challenges

Take an informedbok at recruitment, admissions, and hiring practices;

a kr w0

Induct, develop, rain, and pomote effective educators of color; and
6. Ensure transparency, accountability, and research.

Consistent with the legislation that called for this report, the recommertetiare aimed at
districts, BOCES, and educator preparation institutioHdswever, ths begs tle question as to

what steps the State itself should be taking. Beginning with Recommendation #1, this report can
be viewed as the start of a statevel discusion. An important next step idor the Board of
Regents to articulate & own expecations with respect to the issue of workforce diversity in
bSg , 220%kddéation system

The 202621 Regents Budget and Legislative Priorities inclugackage oproposals informed

by the data and findings illustrated in this repdBeveral of hese proposal are designed to spur

the expansion of a network of partnerships among districts, BOCES, and educator preparation
programs to provide innovative pathways th&apport the entry of diverse educators into the
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profession.The proposalslso indide funding o help defraythe costs of educator preparation
and certification

1 $3 million in new state funding to establish a separately appropriatezhcher
Opportunity @rps Il (TOC II) mgram. The funding would be used to increase the
number of TOAI-funded pragrams from 16 to 26 and extend coverage throughout the
state by awarding competitive grants in each of the ten postsecondary education regions.

1 $2.5 million innew state fundingto create innovative birth to grade 3 teacher
preparation prograns and birth b grade 12 leader preparation advanced certification
programsthat prioritize the recruitmenif historically underrepresented individuals and
which will incentivize collaborations between institutions of higher education, school
districts, caonmunity-basedorganizationsandhealth and mental health systems.

1 $2 million in new Teacher Pipeline funding to be competitively awarded for the piloting
of Grow Your Owrprogramsto address teacher shortages in approved private schools
servingstudentswith disabilties and Special Act school districts.

1 $1.2 million in new state funding to triple the numbef certification examination fee
waiver vouchergo assist econmically disadvantaged educator candidaiegaying for
the examinationsequired br certificaion.

Examples ofurrentefforts being undertaken at the local, regional, and state leaetscollected

and described herein, teerve as a resourder those seeking guidance as to what chaedone

to improve educator diversity itieir regions and comnunities Despite these bright spots, more
intentional and comprehensive approaches are needed to change entrenched practices that
perpetuate the status quo.

As the Department continues to implement the commitments in New ®daSAplan, it will

look at the potential to use its own leveragencluding data transparencgnd regulatory

authorityt to support the efforts being made by districtsBOCES, and educatpreparation

institutions in pursuit of equity of opportunity and outcomd/ b S¢ | 2 Mducatforii I G SQa
system.
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persist sate- and nationwide today. However, a historical discussion on educdieersity is

outside he scope of this report Tofulfil the mandates of the statutethis report on educator
diversity only includesthe most recentdata onb S g , 2 NJ  { orlpipefire &and $hR dzO | G
current effortsdistrictsand educator preparation pgrams arévere engagedn or pursuing at

the time o the NB LJ2db\EI@pnent

TheDepartment recognizes that thehallenge of educator diversity in New York State is multi
faceted Throughout the educator pipeline, multiple challenges exist at mulgpteways that
create barriers for students to perst through preparation programs and for new teachers to
remain in their classrooms and schools. The extent of these challengasvtries across
individual school districts and educator preparation pangs statewide. Ackmwadedging the
depth of the isse, this report focuses on the leading barriers to achievangal, ethnic, and
genderdiversityinb S ¢ .| 2 NRdudatoripré@Baiién programs and their subsequent impact
on thein-serviceeducator wakforce. Further, inalignment with the statutoryequirements, this
report only contains recommendatiorisr P-12 districts and educator preparation programs.

This report ussthe RS Y2 INF LIKAO RFEGF 2y bSé , 2N)] thail 6§SQa
is collected and puldhed by NYSE®.b | { 9 5 SbaneltM&skt Files (PMF) contain data on
teacher and norteaching professional staff gender, age, race and ethnicity, and arecfyubl
F@FAflFofS GKNRdAAK (GKS 5SLJ NI YSgREMWebpagga®irgy NY | (A 2
back to the 2001reporting year. All data is collected to meet State and federal reporting
requirementsand is published in the aggregate, without personalgniifiable information such

as names, ID numbers, or birthdates, to saf@g the privacy of oustudents and educators

NYSED publishes student demographic data in its Public School Enrollment files through the IRS
webpage. These data sets contain stntigender, race and ethnic origin at both the distranid

school buildng-level and date backo the 2011 reporting year.New York State high school

student graduation data sets also include student demographic data by gender and ethnicity,
publishedy b, { 95Q& 514l {AGS® CdzNIi KSNE ,NI¥MEDb S
publishes highr education graduation datdating back to 2009 that include postsecondary
completer and norcompleter demographics.

Educators and students in New York Stati-s5 RSy 0 A F& GKSANI NI} OSk S KyAO
data collection. TE A RSY G A TR OG 84 2 i G &R S yi dndthislrepdrt th&r&arzO | G 2 NA
refers to individuals who selflentify as White. Irtonformity with the American Psychological
Associatn (APA) writing style, Black and Whigeial categoriesvill be capitalted throughout

this report. The Department reports Hispanic or Latino student and educator data in a non
duplicative, twoeLJ- NIi LINP OS & a o Ly G§KS 5 Sal#fisimaS sepo2d R G
if they identify as Hispanic/Latinor NonHispanid.atino, then report heir racial category:

American Indian/Alaska Native, Black/African American, Asian or Native Hawaiian/Pacific
Islanderor White. If an individual indicatesdlihthey identify as Hispanic/Latino, the subsequent

racial category they eport to the Departmen is not included in the reported data. The

Department willonly report this teacher as Hispanic/Latino. In contrast, if a teacher indicates

they identify asNon-Hispanic/Latino for their ethnicity, the Department Iwreport the
subsequently identifiedrace  Further, if an individual indicates they identify as Non
Hispanic/Latino and then selects more than one racial category, they are reported by the
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Department as MultiRacial. For more information on reportingtddo the Depannent, please
VIStNYS5Qa LY F2NXI GA2Y | YR wS/MgwWilAngsed.ogodrBlIBA 0Sa 4 S

To build a better understanding tiie systems of supports available for educators across Ne

York State asvell as the gaps thamnay exist, the Department launched an Educator Diversity

Survey in the summer of 2019, targetigeKindergarten (P12 superintendents,Boards of
CooperativeEducational Services (BOCBRJrict Superintendents, andeducator prepaation

deans. The paricipants were asked to respond on behalf of their institutiof$ie goal of the

survey was to collect information on the programs and opportunities availabkipport the

recruitment and retention of teachers andaéers of colorri New York StateNY® 5 Q& 9 RdzOl i 2
5AOSNBAGE { dzNBBSe o0aGad2NBSeéo NBOSAGSR H2 1717 N
superintendents, 76 educator preparation program deansid aall 37 BOCES district
superintendents by the end of Segmber 2019. Té New York City Depanient of Education

(NYCDOE) completed the survey on behalf of all New York City geographic disthets.
Department originally planned to launch a broader lacape survey to gain insight from current

and future eductors at every pot along the pipeline However, the Department was only able

to administer a smaller, initial survey in which the participants were asked to respond on behalf

of their schools, disicts, or institutions. Demographic data on the indivédluespondents as

not collected The 5 SLJ NI YSyd NBO23ayAl Sa GKIFG @@ | 2 NJ
postsecondary administratoi@e disproportionately White (seBiversity of Schodleader$.

The Department is limited in its ability to pral@ a fully comprehenge report on the issue of
RAGSNARAGE AYy bSg 2N} {GlFrdsSqQa SRdzOF G2NJ LI LIS
disaggregated by race or ethnicity aritetexent to which diversity data is collected or tracked

in individual instittions of higher educabn or local school districts varies statewideducators

have the right to decline to identify therace, ethnicity and/or genderin data collection The

Department does not provide any demographic data that may identify indat&juherefore all

data posted by NYSED is aggregate. Prior to the-20&ademic year, the Department was not

able to provide a complete collection of gendered racial/lethmita2 y G KS &Gl 4SQa
Demographic data had instead been submitteiseparate collectionsThe Department does

not collect demographic data on postsecondaryfacuttyS ¢ , 2 NJ] {4l 4SQa RI G
are not currently able to track individii educators throughout the entire pipeline; limitations
therefore existm making connectionsrothe persistence and achievement of teachers and school
leaders throughout theipeline relative to their demographics.

'aY:

The Department publishes the best dawe believe to be available based on the data submitted
to NYSED by schiodistricts, charter shools, BOCES, institutions of higher education (IHE), and
NYSED program offisdout makes every effort to ensure that the privacy of our educators is
protectedin the publication and analysis of our collections. For more informaptease visit

the NY&D Data Site atlata.nysed.gov
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Figure2: Eighty percenof New ¥ NJ|  { Gserlicét@ashers igentify asvhite.

New York State's Teacher Workforce by Race and Ethnicity
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Includes charter schools.
Source: NYSED Personnel Master (Rigl§). Data are as of 001-2019

Asdemonstratedin Figure3, these racial and ethnic disparitieseate a significanimbalance
0SGsSSY GUKS RAOSNBAGE 2F bSys 2N] {dFdSQa &aidadz

5
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Figure3: Thediversity of New York S&tQ& addzRSyda FyR GSFOKSNBR Aa 4 Iy AYolftlyoS

Racial and ethnic diversity of New York State's teacher workforce
compared to P12 student enrollment
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m White Students White Teachers ® Students of Color m Teachers of Color

Includes charter schools.

Sources: NYSED Perssrivaster Fils(PMF) NYSED Information and Report Services (IRS) Public School Enroliment Files

Data are as of 001-2019

For ®me analyses in this reppthe Department aggregated school district data to the regional

level. In thecharts and mapthat follow, tK S adGlF 4GS A& RAGARSR Ayd2 or
C A &Byéschool districts (Buffalo, New York City, Rochesfmacuse and Yonkers)n
subsequent pages, the maps depict thd Regents districts. For Bstf the school districts

located in each of thee regionssee! LILJISY RAE 5Y bBOBES Reghils aRdgenht(i S Q&
Districts

Both teacher diversity and stlent diversity vary widelgcross districtand regions bthe state

Figure4 shows thatthe Big Fivedistricts and numerous BOCES regiedsicate substantial
percentages o$tudents of colorb S¢g . 2 NJ { 0 ( S @& mastwhidekabrdes all 2 NJ T 2
BOCES regioyand higher percentags of teachers of color tend to be employed in regions with

higher enrollment of students of colorOutside of the Big Fivagarly allBOCE$egionsalso

enrolled a White student majority
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Figure4: Teacter diversity and studd diversity vary widely across distrietsd regions

In-Service Teachers andlR Student Enroliment by BOCES Region and Big Five City,
201617
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100%3
|||||"‘ii|"'ii|||||||||||||||||||||||I||50%
100% 0%

SjuspNIS Jo abeusdl

[2)
4
(O]
ey
(&)
(3]
(]
[t
y—
o
(6] 0,
L 50%
(o]
-
[
(]
5 I
&0% IIIII.l-ll--_-_____-__,_I___ | I | I | | |
L © 0 @ QO & N & & 0N & o S & N & 2P A QOO L E LS RN N O o+ O © O A
?53@*0 e&xoﬁ\ < 5 5 & f@\)\‘}e 360\ o \&o\ & é&e S 0\4@ & ?&?« @\ zoo B @é eoo JEPS é&o \%gz, S Q/\\e &,@&\9\\ °é>b @o":q}\e P F &oo&qx\ @Qg,@\\e
F O L TS NI PSS W@ O X P F @ S F S IS SRS S O O &P & O,
~\ PRSI ¢ SRV O N FE L EE &SR @ @ SR\ & S F &
S S & L &S & 3 O & F & @ & K RSO OO SN S
& Y BN L ¥ & A I et Q° @ F &P P& L S L
N MR R A T LI FETEEEL I
& X T Q2 S S o & L,
5\ X o &L NS K o 0 & & O K
¢ & ¥ &% <8 & P F N S N
OQ R o°° 03;—) & Og’ &
E ) > & & &
RGN R
@ &L
&
X
S
N

BOCES Region or Big Five City

m Teachers of Color m White Teachers ® Students of Color m White Students

SourcesNYSED Personnel Masféles(PMF) NYSED Information and Report Services (IRS) Public School Enrolimé&ites as of 0701-2019
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Figure5 takes a closer look at theéBig Five citieswhere students of color are enrolled and
teachers of color are employed abme ofthe highest rates in the stateThe enroliment of
students of coloin the Big Five ranged from nearly 78%oyracuse¢o nearly 90%n Rochester

in the201617 academigear. Teachesof colorwere employed at a rate df1%in Syracusand
14% irBuffalo, while Rochest&d (G ST OK S NJ 2 jlist eRceddedIQ0 paeditNNe® 2ok S
City had the most diverseedcher workforce, withalmost 42% teachers of color, followed by
Yonkers, at almost 28%.

Figure5: TheBig Five citiehave some of the highest student and teacher diversity in the.state

Big Five Cities: Racial and ethnic diversity of teachers
and R12 students, 2014.7
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Hm Students of Color ®m White Students ™ Teachers of Color = White Teachers

Sources: NYSED Personnel Master FileB)(RMW SEIhformationand Report Services (IRS) Public School Enroliment Files

Data are as of 001-2019

Figue 6 showsthe ratios ofteachess of color to studens of color across all BOCE&gionsand
Big Fivecities based on averge enrollments from 2011 to 2017The diversity of New York
{G1r0SQa GSIFOKSNJ 62N] F2NOS |yR aitdzRSyinalSyNRT f
BOCES ggons, theratio of teachas of color to studerg of coloris high The districts in the
OneidaHerkimerMadisonregionhad the highest average ratio of one teacher of color for every
402 students of color over the spear time period, while New York ¢hadthe lowest average
ratio of1:30. Outsidethe Big Fiveities one teacher of colowvas available for every 129 students
of color on averagever the six year periadBy comparisonno individualschooldistrict in the
state of New Yorkad aratio of more than 24/Nhite students for every on&Vhite teacher.
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Figue 6: Outside of the Big Five citigkere wasone teacher of color for every 129 students of c(2011-2017)

Big 4 Average NYC Average Rest of State Average
White¢1:3 Whitec1: 4 White¢1:9
Of Coloc 1: 64 Of Colorc1: 30 Of Colorc 1: 129

Teacher of Color-to-Student of Color
Ratios by BOCES Region and Big Five City

BOCES / Big 5 Key
1. Buffalo 13. Eriel 25. Onondaga-Cortland-Madison 37. Suffolk, Western
2. New York City 14. Erie2 26. Orange-Ulster 38. Sullivan
3. Rochester 15. Franklin-Essex-Hamilton 27. Orleans-Niagara 39. Tompkins-Seneca-Tioga
4. Syracuse 16. Genesee Valley 28. Oswego 40. Ulster
5. Yonkers 17. Hamilton-Fulton-Montgomery 29. Otsego-Northern Catskills 41, Washington-Saratoga-Hamilton-Essex
6. Capital Region 18. Herkimer-Fulton-Hamilton-Otsego 30. Putnam-Westchester 42, Wayne Finger Lakes
7. Broome-Delaware-Tioga 19. lJefferson-Lewis 31. Questarlll
8. Cattaraugus-Allegany-Erie-Wyoming 20. Madison-Oneida 32. Rockland
9. Cayuga-Onondaga 21. Monroe 1 33, St. Lawrence-Lewis
10. Champlain Valley 22. Monroe 2 34, Greater Southern Tier
11. Delaware-Chenango-Madison-Otsego 23. Nassau 35. Westchester
12. Dutchess 24. Oneida-Herkimer-Madison 36. Suffolk, Eastern

Based on 20117 district school dataSources: NYSED Personnel BtaBtles (PMENYSED Information and Rep8ervices (IRS) Piatshchool
Enroliment FiledData are as of 001-2019

The districts with the top 10 highest enrollments of students of cdisted inTablel, are dso
among the top 12 districts with the dinest numbers of teaars of color Tablel shows that
most teachers of color and students of color are concertilain the Big Five cities, except for
Syracuse City Schadlstrict, which, despite having the sixttighest enrollment oktudents of
color, is not one of the top ten employers of teachers of céfor.

Page21 of 206



Tablel: Districts with thehighest enrollment of students of color employ the higheshloer of teachers of color.

Top 10 Districts with the Highest Student of Color Enrollment, 2011-17

District Number of Teachers of Color  Student of Color Enroliment Ratio
1. New York City 28,963 861,880 1:30
2. Rochester 588 27,625 1:47
3. Buffalo 475 26,664 1:56
4, Yonkers 430 21,549 1:50
5. Brentwood UFSD 253 17,650 1:70
6. Syracuse 159 16,225 1:102
7. Newburgh City SD 186 8,984 1:48
8. East Ramapo CSD 160 8,309 1:52
9. Mount Vernon SD 282 8,110 1:29
10. New Rochelle City SD 178 7,932 1:45

Sources: NYBBPersonnel Master €8 (PMFE)NYSED Information and Report Services (IRS) Public School Enrolimédthile® as of 0D1-
2019

(hallenges in reruiting teachers of color are heightened in schools outsidihe Big Five cities,
particularly in rual highneed district, where most students of color attend schools witht a
singleteacher of colof?® Latino and Black students outside of the Bigg are nearly 13imes
more likely to have no exposure to telzers of the same race or ethnicity Figure7 (which again
aggregates individual school districts up to BOCES regitws)s that teachers of color are
concentratedin the Big Five, Long Island, and Ndddson regns where student of ctor
enroliment islikewise the highestln the 201617 academic yeano region or city in New York
State employed a teacher of color majorityNew York City lhthe highest percentage of
teachers of color (42%yYonkers had 28%nd Rochester had 22%kchool districtsacrosshree-
guartersof BOCE&gions employedfewer than5% of teachers of color.
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Figure7: Most districts statewide employ less than 5% teachers of color.

Percentage of Teachers of Color
Employed by BOCES Region and
Big Five City, 2016-17

Color Key:
% : Under 5%
% :5-10%
% :10-20%
% :20% +
BOCES / Big 5 Key
1. Buffalo 13. Eriel 25. Onondaga-Cortland-Madison 37. Suffolk, Western
2. New York City 14. Erie2 26. Orange-Ulster 38. Sullivan
3. Rochester 15. Franklin-Essex-Hamilton 27. Orleans-Niagara 39. Tompkins-Seneca-Tioga
4. Syracuse 16. Genesee Valley 28. Oswego 40. Ulster
5. Yonkers 17. Hamilton-Fulton-Montgomery 29. Otsego-Northern Catskills 41, Washington-Saratoga-Hamilton-Essex
6. Capital Region 18. Herkimer-Fulton-Hamilton-Otsego 30. Putnam-Westchester 42, Wayne Finger Lakes
7. Broome-Delaware-Tioga 19. lJefferson-Lewis 31. Questarlll
8. Cattaraugus-Allegany-Erie-Wyoming 20. Madison-Oneida 32. Rockland
9. Cayuga-Onondaga 21. Monroe 1 33. St. Lawrence-Lewis
10. Champlain Valley 22. Monroe 2 34. Greater Southern Tier
11. Delaware-Chenango-Madison-Otsego 23. Nassau 35. Westchester
12. Dutchess 24. Oneida-Herkimer-Madison 36. Suffolk, Eastern

Source: NYSED PersonnestdaFiles (PMF)Data are as of 001-2019.

In the 201617 acalemic yearmore than 200public school districtslid not employ a single

teacher of colog® Just over 200,000 studert2 NJ NR dzaKf & yiz 2F (GKS$& adl d$s
were enrolled in theseschool districts fothe 201617 academig/ear. Ninetyone perent of

these students identified as White, while nearly 19,000 were students of color, including 3,670
Black or African American and 7,675 Hispanic or Latino stud&his.translates to 16%f all of

bSg stk Qudentsand 1% F | f £ 2 Ttuderiséof col@ Mdyrofked in districts

without a single teacher of color for the 2016 academic yeaf In that same yearhe average

number of White teachers per district was 11 timeshagthan the averag number of Black

teachers per district and 2 times higher than that of Latino teachers.

The number of teachers of color Mew York State has increased by nearly 1,400 since the
201112 academic yearHowever, Figure 8t which aggregate the data to compareacross
Regent districtdt shows that this upward trend is not uniform across the state. Most of
Upstate, Central, and Western New York hax@erienced declines in their teacher of color
population.
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Figure8: New York State has ireased the number of teachers of color employed statewide.
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11t (Queens County) - GROWTH NYC ¢ 10th
12t (Bronx County) - GROWTH = GROWTH
13t (Richmond County) - GROWTH

Sources: NYSED Personnel Master Files (M) are as of 001-2019

The statewide increase in the number of teachers of cdias not kept pace with the growth in
student enrollment. Figure9 shows thatb Sg | 2 N { @ ¢f GoBQenrollinéndbRsS y
increased since the 20112 academic year, except for in Manhattan, Brooklyn, and tloen8r
Bronx County was the only distri¢tat increased the nurndr of teachers of color employed while
experiencing a decline in student ofleaoenroliment. Regent districts in Upstate, Central, and
Western New York State show lower percentages of pdjmuia of color in district schools overall
and have seen increas in their student of color enroliment met with declines in the number of
teachers of color employed since the 2012 academic year. Long Island and the Lower Hudson
region have seen increas in both their teacher of color and dgent of color populatins, while
Manhattan and Brooklyn were the only areas that have experiencédcéine in both student
and teacher populations, which has kept their racial and ethnic gaps smaller than tloeé tlest
state.
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Figure9: Teacher of col growth has not kept pace with increasing student of color enrollimetnéditional district schools

Teacher of Color-to-Student of Color Ratios ‘\ %
by Regent District \
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Sources: NYSED Personnel Master Files (RMBED Information and Reportvd=s (IRS) Public School Enroliment.Files
Data are as of 001-2019

Diversity of School Leaders

For the 201819 academic year, ov@00 public school districts in New York State employed at

least one school leader of color as an assistant principaicipal, assistant superintendent,
assocate superintendent, at/or superintendent3® Just under 1.8 million studentsor roughly

72%o0fil KS a0 04SQa & ivexReBrgllad intiddddrhdol{disticts in the Fall of 2018.
Thirty-one percent of thes students identified as White, while ov&r2 million were studnts of

color, including 343,671 Black or African American and 602,&f&kic or Latino students. This

OGNl yatlrisSa G2 pm>r 2F ff 2F bSg , 2NJdénsof2 KA (G S
color enrolled in districts witkat least one school &ler of color in the Fall of 2028.

Odzi 2F bS¢ , 2NJ Qiag awdrdEtocniepdess B8R ¢ district zidérsand 69% of
building leaders identified as White 201819, as shownn FigurelO. The divesity gapis wider
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among school district leaders than among school building leaders. Hispanic or Latino and Black
2N I FTNAOIY ' YSNAOlIY &aoOK22f f SI RS NdoolpMmGadzy i T2
and assistant princips) but just under 10%f schooldistrict leadess. In the 20189 academic
year, 6% of school district leaders identified as Black or African Ameyicampared to nearly

18% of school building leaders.
FigurelO: Eightyfive perent of school districteaders identify agVhite.

School Leaders by Race/Ethnicity, 2098

White e

Multi-Racial

Hispanic or Latino [

Race/Ethnicity

Black or African Americar_

Asian or Native Hawaiian/Pacific Islandi

American Indian or Alaska Nativ?

0% 20% 40% 60% 80% 100%
Percentage of School Leaders

School District Leaders m School Building Leaders

School Building Leaders include Assistant Principals and Principals.
School District Leaders include Assistant, Associate, Deputy, Executive, and Other Suleerisiten
Percentages are of races and etliés identified. On@ercent of school leaders did not identify their race or ethnicity in 2098

Source: Unpublished NYSED Data. Data are as3fFP919.

The diversity gap among school leaders is significamider outside of New York Cityln

2018-19, New York Citymaployed nearly 3imes as many building leaders of coéw the rest of

the state combined, as shownhigurell. Forty-seven percenof school builthg leaders in New

York City are leaders @olor, comparedto ¢ f & wmci’2 2F (0KS NBadA2¥F GKS
overwhelming 91% of school district leaders outside of New York City ident#ites.
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Figurell: The diversity gapmong school leaders is greater outsidéNefv York City.

School Building Leaders, 2018
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School Building Leaders include Assistant Principals and Principals.

School District Leaders include Assistant, Associate, Defxagutive, and Other Superintendents.

Percentages are of ras@nd ethnicities identified. One perceasftschool leaders didot identify their race or ethnicity in 20189.
Source: Unpublished NYSED Data. Data are as3iFP919.

Teacher and Leader Gender Diversity

The American teaching workforce has traditiipabeen femaledominated, and gender
disparities persist in Nework to this day. The breakdowsconsistent across the state ahds
remained relatively stable for many years, with roughlsethfemale teachers for every malin
the 201718 academig/ear, 48,660 male teachers were employed ithe state of New Yér
compared t0153,488female teachers.

altS NBLNBaSydaliaz2y Ay bSg , 2 NJecthréa Rig8el2 G S| OF
shows thatTechmlogy andCareer and Technical Educatiare the onlyteaching asignments

that have a majority male teacher workforce. SeveryS Sy LISNOSyd 2F DbSg
Technology ad CTE @chnicalEducation teachers were mala the 201718 academic year.
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Figure 12: Male teaters are underrepreségd in mostteaching assignments

Male Teacher Percentages by Teaching Assignment; 2817
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SourceNYSED Personnel Master HiRMIF) Data are as of 801-2019

However, Figure 13 showsthat Special Edwation, Social Studies, Science, Mathensatand
Physical Educatn teaching assignment&present greater shares of the overall maleservice
teaching population Eleen percentob S ¢ , 2 NJmald iiskriicd fedchers teacBocial
Sudies, 10% tedtSpecialEducation, and 9%eachcienceand PhysicalEducation respectively.
For the 201718 academic yeakhysicalEducationwasthe only subject area in which bota
significant portion of the overall male teacher populatiovas employed, at nearly’,400
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teachers andin whichmale teachersaaccounted for nearlyhalf of the & dzo 2 S Oworkfold&S | Q &

at 4% (Figre 12). Ly O2y (N} aldxX 2yf @& w> -rvice be&cters a2 NJ {
employed in theTechndogy orCTE &chnicalEducation subject aras, accounting for dan 1,740

male teachers statewide.

Figurel3:¢ KS 3INBI 6Said aKINB 2F bSs¢ ,2N] {dGFdiSQa YItS SRdzOFi{G2NBR &GS

Overall Male Teacher Representation by Teaching Assignment,
201718

= Social Studies m Special Education = Physical Education = Science
= Mathematics = English Language Artss Music = All Other Subjects

9+ OK & dzo 2 S QliOtherebjkctsdnAdititbERs or less of the overall nesin-service populatio.

SourceNYSED Personnel Maséles(PMF) Data are as of 801-2019

In New York Citywhere teacher diversity is the greateshe female teacher workforce is
somewhat more diverse thathe male teacher workforce Figurel4 shows that, among female
teachers, 58% identified adhite and42%identified as of colar a gap of just 1épercentage
points. By comparisor§3% of male teachers aré/hite and 37% are of color a gap of26
percentagepoints.
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Figurel4: The female teacher workforce is slightly more diverse in New York City.

New York City Diversity of Male and Femal&émnvice Teachers,
201819

it |

Multi-Racial

Hispanic or Latino -
Black or African Americar-

Asian or Native Hawaiian/Pacific Island-

Race/Ethnicity

American Indian or Alaska Nativ¢

0% 10% 20% 30% 40% 50% 60% 70%
Percentage of Population
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Percentages are of genders and races/ethnicities reported. Less than 2% of teacheesidedtientify their gender and/or race/Bnicity.
SourceUnpublished NYSED @aData are as of 680-2019.

New York City Teacher Diversity by Gender, 2118
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Percentagesire of genders and races/ethnicities reported. Less than 2% of teachers declined to identify their gender and/or raitg/ethnic
SourceUnpublished NYSED Dalzataare as of 0980-2019.

In the rest of the state, over 90% of teachers in both gendéestified asWhite, and the
percentages of male and female teachers of other races and ethnicities were within one
percentagepoint; meaning the racial/ethnic diversyt gap is equally largamong male and
female teachersutside of New York City
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Among school leaders including assistant principals, principals, superintendents, and
directors/coordinators the gender gap is sigigantly smallerFigurel5shows thats7%of New

. 2NJ  p-iRischddiederare women. In 20147, this amounted taoughly2,000 more
female than male school leaders.

Figurel5: Schol leaders have a significantly sneailgender gap than kservice teacherim traditional district schools

2017-18 School Leader Gender 201617 InService Teacher
Gender

m Male
m Female

5

1ers

Does not include charter schoolSchool Leaders include all grade levels of the following categories: AsBistanpal, Assistantuperintendent,
Assistant Director/Coordinar, Deputy or Assocfa Superintendent, Director/Coordinator, Principal, Independent Superintendent, Supervisor,
and Other School AdministratorSourceNYSED Personnel Master Files (PidBja are as of 08/012019

Nationwide, women make up nearly lhaf all school prinipals and a majority of administrative
positions just below the very tapyet less than on¢hird of all superintendents are femaf€.
Longstanding stereotypes about trédnal gendered rolesn society and bias about the ability
of womert and particularlywomen of color to lead organizations contribute to the persistence
of the gender inequities in school leadership, as is true across many inddsti\ésmen of color
are especially underrepresited in top school leadership roles, wi@hiefs for Change fiting
that only 11% of superintendents are women of color nationwftle.

In Hurdlesand Challengesn the Pathway to &Career irEducaion, we shallseethat Sg |, 2 NJ Qa
educator preparation programs are struggl to recruit male cadidates into the teacher

2N FT2NOS P l'a | NBadzZ 6§ b Sgsome BING most pdpulae@d ISy
digtricts.

Teacher Age
Data suggests that the gender disparity of NeiNYo { G 6§ SQ& GSIF OKSNd 62NJ T
impacted by the agef teachers across subject areas. Some of the more-od@iginated subject
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areas also reflected some of the highest agesnedervice teachers, with more than 60% of
General Occupational Edation andCTETrade Education teachers aviéhe age of 40n the
2017-18 academic yearln contrastmore femaledominated subject areas, such as Engish
Speakers of Othekanguage¢ESOL) where 87% of teachers are female, had over 50% of the
workforceunder the age of 40 in the 20118 acadernt year??

Since 2011the age distributionob S ¢ |, 2 NJ] { G S Q &has éxpdrigndedittidd ¢ 2 NJ T
change. Figure 16 showsthe percentage of teacherage 57 and olderhas been gradually

declinng over the pend, while percentagefdeachersage 32 andinder hagsisenslightlysince

201617.

FigureleY ¢ KS 38 2F bSg 2N] {GFaGSQa GSIFOKSNI g2N] F2NDS Kl a SELISI
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Source: NYSHEersonnel Master Files (PMBata are aof 07-01-2019

Most teachers in New York State are eligible to retire at the age oF&furel7 shows that 506

of in-service teachers in the 20118 academic year werbetween the ages of 33 and 48, while
only 12% were age 57 orover. This age distribution suggests that the state is not facing an
impending shortage of teachers due to retirements.
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Figurel7: Half ofNew York Stateeachers ae between the ages of 33 and 48

201718 InService Teacher Age
2% 3%

e

m Under-26 m26-32 m33-40 m41-48 m49-56 = 57-64 mQver-64

Source: NSED Personnel MastéleB (PMF) Data are as of 001-2019

Recent reports have made the case thatinements leading to new teacher hires may be less
frequent in the futurein part, because 35% of teachervk in New York Cityheret as shown

in Figurel8t the teaching population is relatively youftAlthoughthe rest of the statemay
havemore retirementson the horizonthe Rockefeller Institute concluded that th@gositions
will likely not be refilled, de todeclinesin stucent enrollment outside of New York City.
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Figurel8: Overall, the teacher wkforce is younger in New York City.

201718 Teacher Age, New York City compared to Rest of State
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Source: NYSED Personnel Master Files (HDaEare as of 0701-2019

The goodnewsis®]g | 2 N { (tdach& @raovér saty s dlso declined, dropping from
11% in 2015 to 9.57% in 281 Data shows that annual teacher turnover rates are mostly
consistent across Upstate, Central, and Westdew York, and only marginally higher netBig
Four cities andUpper Hudson regions, at closer to 11 percébbnsistent with national literature,
the highest turnover rates were found in higleed rural districts and elementary schools in the
2018 repating year*’ The implications of these trels for educator divesity are discussed in the
following section.
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a highly consistent finding fdslack or African American students, though fewer studies have
investigated discipline disproportionality among other racial/ethnic groups with consistent
results®® For Black or African American dants, research showthat such discriminatory
practices bster persistent inequities and stratification in schooling that appears to be associated
with high school dropout and the overrepresentation of Black arcAh American students in
special educatin programs>® To theextent that these patterns reflectagative experiences of
schooling, such experiences may deter students of color from wanting to pursue a career in the
education field?® This cycldas beercalledone of the leading challenges takieving educair
diversity inNew York Staté’

New York tate is making progress in addressind Pachievement disparities, howevekFirst,

throught KS &adFdSQa 9{{! tflys (KS schad tliRategahd wS3I Sy
cultures that are weloming and free from lais a priorityt especially for tradibnally
marginalized youth includingstudents of color. To that end, the Department encouge

districts to engage in professional development focused @ducing exclusionary discipline

practices among other effortggeared at bettering school climatesrfall students®

Further, he good news is that high school graduation rates for students of color are on the
increase and closing the gap with Whitedgats, as shown iRigurel9. In particular, graduation
rates forBlack or African American and Hispanic or Lashaents are on a steady upward
trajectory andhave eachncreasedoy ten percentage points since 28

Figurel9: Nes , 2 NJ { (iHodl aOuatiorkratés iire iadteasing overall.

New York State High School Graduates by Race/Ethnicity Cohort
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Educator Preparation

Following high school graduation, the next step along the pathwayuture teachers is entry

into postsecodary education. Cometioy 2F | o6l OKSf 2NNR& RSINBS A3
OSNIAFTAOFIGSET YR I YIFadSNNRa RSINBS Aa NBI dziA NB
and ethnic disparities in ovellgpostsecondary attainment is beyond tlseope of this report.

However, it is relevant that students of color are less likely to enroll in college when compared

G2 2KAGS addzRSyita FyRTX 2y0S SyNRitfSR: tSaa fA

Data on Educator Preparation Enrollment by Race and Gender

Educator preparation progranmenrolimentaccouns for less than 40,000 studerntsor around 3

percent ofb S |, 2N {dFdSQa G20Ff L12aGasSo2ymurdl® Sy NJ
20 shows that,in the 201617 acadeth O &SI NE 2y f & Fo62dzi G¢2 |yR |
American Indian or Alaska Native college students, 2% of Black or African American college
students, ad 1% of Asian or Native HawailRacific Islander college students wereeducator

preparation programs. By comparison, 3.5% of White and MRé#ctial college students and

almost 5% of Hispanic or Latino college students were enrolled in educator ptigmgprograms

in 201617.
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Figure20: Three percein 2 T b S ¢ posshdpnddnyistudedearoll in educator preparation programs.

Enrollment in Educator Preparation Programs by Race and
Ethnicity, 201617
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GLYGSANIGSR t23a0GaS02yRINE 9RdzOF A2y 51 (I {UditediSkaes Depattngest pfiEdUEatidn. G A 2 y I §
Collection Years: 2042017. Data are a®f 07/30/2019

Studeni Ay bSg | 2N] Qa SRdzOI 42NJ LINBLI NF GA2Y LINE 3

compared with the college population overakigure21 shows that if016-17, only about half
of New York collige students identifiedas White, compared to more than 60% of educator

preparation enrollees.
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Figure21: Sixtyone percent of educator preparation program enrollees are White.

Overall New York State New York State Educator Preparation
Postsecondary Enrollment, 2016 Program Enrollment, 20167

B White Students r
m Students of Color

Includes traditional and alternative, IHiasel programs. Percentag of are races/ethnicities reported®% of eduator preparation program

enrollees did not identify a race or ethnicity for the 2016 academic year, not included in the figure.

{ 2 dzNJDitk &l Repdrts: National Teacher Prepata 2 Y Briitdd ISttes Department of EducatioBata are as of 07/0/2019. ¢ Ly 4 SANJ G SR
t230a802yRINE 9RdOFGA2Yy 51 aGF {@8adSyY UniedStses DepaitmentiofiEdutay CdlectioSyéarss NJ T2 NJ 9 R
20122017.Data ae as of 07/30/2019

Campared with other states, New York ranks hightarms of student of color enrollment in
educator preparation programsigure22 shows that New Yor&ducator preparation programs
enrollthe 7" highest percetage d students of color in the United Stateexceeding the national
average of 26%. New York State enrolleel 3 highest number of students of color nationwide

with 13,117 students in the 2@117 academic yearonly Texas and Arizona enrolled a large
number of students of color in their educator preparation programs that year. Likewise, New
Yorkhas some oftie highest percentages of students of color in each individual racial/ethnic
category when compared with the rest of the countpy
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Figure22: New York has the 7th highest percentage of students of color in educator preparation programs in the United States.

Percentage of Student of Color Educator Preparation Program
Enroliment by State, 20167
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Like most states, New York has seen a significant decline in educator preparation enrollment over

the past decad® that has only slowedlightly since 2013.Enrollments inb S¢ . 2 NJ { G
teacher geparation programs experienced a decline of 49% from 2010 to 2015, prioidgam

completers fell 39% over the same time perfddSince 2016, the decline é@mroliment has been

even steeper.In the 201617 academic year, 37,080 students were eleaina New York State

educator preparation program a decline of nearly 50% from the 70,128 students enrolled in the
201011 academic yed?

Figure23 shows thatwhile the enroliment of White students in New York educator pregien
programs fell by nearly 60% between 2610 and 201617t from just under 50,00@0 20,60k

the enmliment of students of color has been far less volatile. Hispanic or Latino enrollment in
New York educator preparation programs dipped 7%, from 6,2%4dents in the 201011
academic year to 5,812 students by the Fall of 2016; Black or African Amedoaat@
preparation enroliment dropped 29% from 5,442 to 3,879 students; and the enrolimentki-M
Racial students increased over the same time peftiod.

Asa consequence, the share of educator preparation enrollees of color in New York State has
been ncreasing. In the 20101 academic year, only about 25% of enrollees were students of
color, canpared with 39% in 20167. Hispanic or Latino students,paticular, have increased
enrollment share by nearly five percentage points since 2010.

For a corparison of the enrollment of educator preparation students by race and ethnicity in
traditional versus alternative, IHBased programs in New York, SEgble2.
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Figure23: Educator preparation programs are gradually diversifying.

Educator Preparation Program Enrollment by Race/Ethnicity
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Figure24 showsthe racial and ethnic breakdown etlucator peparaton program enrothent in

New York Statgn comparison witlthe P12 student populatiorand the population oin-service
teachers Whereas the teacher workforce is 80% White and just 7% Hisma Latho and 8%

Black or African American, just 6166 eduator preparation program enrollees are White.
Seventeen percent of educator preparation program enrollees are Hispanic or Latino, 12% are
Black or African American, and 7% are Asian or Nblaweaiian/Paific Islander.
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Figure24: ¢ KS OdzNNBy G adl 4GS 2F RAGSNBAGE AYy bSs , 2N)]l Qa SRdzOF 2NJ LIALIStE Ay S

bS¢ _2N] {GlI 6804 -ARdzO!l
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However, the growingRA GSNERA(G& 2F bSyg 2N] {dGFrGdSQa SRdzO

5

uniform throughout the state. Figure 25 shows tha, in New York City, 56% of educator
preparation program enrolleasa majorityt are of color. But otside the cty, only 20% of
enrolleesare of color, while 80%dentify asWhite.

Figure25: New York City has more diveeskicata preparation program enroliment than the rest of the state.
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City compared to Rest of State
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NYC REST OF STATE
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OF COLOR= WHITE

Includes traditional and alternative, IHfased programsPercentages are of races and ethnicities report&bughly 11%fd\NYC preservice

teachers and 7% of preervice teacherim therest of the state declined to identify.

{2dNDSY achbiBS2yYLt wé Sk QK & Nhited\Shaited Depatiniest ¢f Edutafidrat are as of 07/01/2019

Figure26 shows some of the extent of the regionasparities n diversity across New York State.
IN201617, @ 2dzi KIF € F 2F GKS adl 01SQa $dpdzgamsie Nev LINS LI N
York Cityas shown ifrigure26, but New York Citprogramsenrolled 75%(9,787)of i KS & G G S Q:
prospective teachers of colof.he regions with the next largest numbers of educator preparation
enrollees of color were Longland, with 851, and theower Hudson regignmith 686 enrollees

in 201617.
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Figure26: Seventyfive percent of preservice teachers of color are enrolled in programs in New York City.
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Includes traditional and alternative, IHased programsPercentages are of races antheicities reported.

{ 2dz2NDSY a¢ At STedchd w SNIRLKIING Yinikesl Statks2bdpaiticheént of Educatidbata are as of 07/01/2019

The statewide decline in educatpreparation program enrollment has seen a significant drop in
the number of both male and femalecandidates entering the teaeh pipdine. In the 20141
academic year, 16,564 male students were enrolled in an educator preparation program in New
York Stag, while only 8,31Qvere enrolledin 2016. Female enrollment likesa fell by nearly

50% over the same time periaff* Since 21, the gender makeup of educator preparation
program enrollees has remained statt one male enrollee for every three fema)ésit Figure

27 shows the gader gapin enrollmentA & A RSY Ay 3a AY nog YpulatgdF G KS
districts.

Page45 of 206



Figure27:New, 2 NJ {GF G4SQa 3ISYRSNJI IF LI A& INBgAYy3I Ay AGa YvYz2ad LRLzZ |G

Regent Districts
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Includes traditional and alternative, IHfased programsPercentages are of genders reported.

{ 2dzNDSY pate:a ki fi 52 Y Lt wé S| OK S Nhited\Skiled Dépariniest yf Edutatibrath are as of 07/01/2019

New York is notlone in the underrepresentation of male students in educator prepamati
programs Nationwide, male represgation in educatompreparaion programganges from 17%
in Arizona to 30% in North Dakot# the 201617 academic yeathe national averagevas22
percent®®

Educator Preparation Program Completion

Thedisproportiorately low percentage of students of color enrolling in edtor preparation
programs is compounded by the lower share of students of color who eventually complete these
programs. While New York State does not currently collect demographic data on educator
preparation program completers specifically, the raciahdaethric diversity of overall
postsecondary completers provides some insight into the disparitiéiseitompletion of four

year degrees ib S & 2N] Qa O2ffS3ISa YR dzyAGSNBAGASAD

Of the 32,277 studats o colorwho entered a New York State postsecondarstitation in the
Fall of 20122 SS{ Ay 3 | 0 I, onky 35%Radoainplaes meiRi€yree in four years,

5
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compared to 60% divhite students.After a total of six years, approximately 38% of ttedents

of colorin the Fall 2012 cohorhad stillnot completed their degree, compared to 27% White
students® Completion rates across all postsecondary degree types reflect a similar imbalance,
both nationally and statewide, indicating that institahsare struggling to support students of
color through pogramcompletion®’

Completion rates¥ NJ a0 dzRSyda 2F O2f 2NJ aSS{ AifBewlYorlo I OKS f
Statevary by sectgras shown irFigure28. SUNYnstitutions haveconsistentlyhadthe highest
6-year canpletion rate, reaching 68% for the Fall 2012 cohortndependent colleges and
universities in New York Stateda 66% completion rate for studesbf colorin the Fall 2012
cohort, whilethe rate atCity University of New York (CUNhs)itutionshasremained just under

50 percent.

Figure28: SUNY institutions have the highest graduation rate for students of color in badkglee programs.

Students of Color Graduating within 6 years with a Bachelor's
Degree or Equivalent by Institution Type

80%
70%
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50%
40%
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10%
0%

Percentage of Cohort

Fall 2008 Fall 2009 Fall 2010 Fall 2011 Fall 2012
Cohort Year

= CUNY Independent Proprietary SUNY
Source: NYSED Highdué&ation 20092018 Graduation DataData are as of 094-2019.

Researchers have fourttiat very smallnumbers ofHispanic or Latino and Black or African
American mercomplete New York educator preparation programdsmnong2015166  OK St 2 N a
program compdters, 131 werelLatino menand 49 were Black men. Amor2P16 masi S NI &
programscompleters 215were Hispanic or Latinmenand 145were Black or African American

men.%8 Further, nearly half ofY | & G S N#@atherf p&ghtafion program completers of color

2016were concentrated in just seven of the 6dchprogramsstatewide, several of which were
CUNYampuse$?®
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Barriers to Educator Preparation Recruitment and Completion: Discussion

Qollege completion rates are low among students of color in gdnana within educator

preparation programspecifically’® Reseachers, advocates, and educator prepiéoa program
NBELINBASYGlrGAGSa ¢gK2 NBalLRyRSR (2 b, {95Q4& 9RdzO
recruiting students of colorinto educator peparation programs and retaimg them through

completion includng:

1 Lack of information about prepatian pathways and employment prospects;
Feeling underprepared for colledevel coursework;

1 Highvcosts and QIept burden qsspciategi vyith attending collegeR S Ny Ay 3 | ol
FYR Yl auSNRa RSANBST

1 Lower antigpated career earnings and status in the edtion profession;

1 Family responsibilities and need for childcare;

1 Transportation difficulties;

f 5AaalGAaTFIOGAZY SAGK I €A CATI RIAKAS/NBANYEE | yoR

ethnic, linguistic, ad cultural differences from faculty anather students, and in schools
where student teaching placements are offeréd.

While many of these obstacles are faced by students from all racial andcdtackgrounds,
studies show that students of color are gaularly impacted by higher financial ldens and
perceptions of biases against their racial/ethnic identities that discourage them from persisting
through postsecondary completion, particularly \hite-majority institutions’2 This section
takes a closelookat some of these obstacles, panlarly with regard to educator preparation
programs.

@Egl)\zm [ 230 27F |
[ 26 SNJ wS i dzNgf (12

-

DSIFya K2 NBALRZYRSR (2 b, ¢itedhighicollOgR czdd adeadidg 5 A O S NE
barrier to enrollment andpersistence Somebelievethat the greatest challenge in recruiting

diverse candidates is the high cost of tuition and living expenses over and above what is covered

by financial aid. Deans alsocited course materials, transpaation expenses, and other
certificationrelated costs

While itis common to think of tuition and exam fees as the most daunting costs, i@sshows
that living expenses typically make up the majority of the cost of cokegmdance at public
institutions’® Full-time students often receive enough aid toves mud of their tuition and fees
but face paying the remaining living expenses-ofipocket’* SeeAppendk A: Overview of
New YorkQ &eacherPreparation andCertificationfor a breakdown of the costs associatetth
becoming a teacher.
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Students often choose to increase their workdagnd thus their earnings and reduce their
courseload, in an effort to relieve some of the financial pressure they experiéadeaking fewer
clas®s each semester prolongs prograompletion, sometimes indefinitely, while the interest
on their student loan debt continues to accumwdatStudents of color are especially affected by
the weight of student loan debtith researchshowing that Black ohfrican American students

in particular, tend to end up owing more ovetime than their White peers due to higher
undergraduate and gradite borrowing and greater loan interest accumulatiénErom 2005 to
2012, the average studerman balance nationallycreased by nearly 60% to leavesh colege
students facing a $25,000 debt as a result of their pursuit of a postsecondary dégree.

Sholars suggest that the potential debt burdénd 82 OA I G SR A GK St NyAy3
Y I & (0 ®yidedeadsnany colege students to choose careers wihighe anticipated career

earnings, often away from the field of educati&h/ 2 f dzYo A | | yCAlDdrékEA G & Q&
Katherine Ledwellkgrees:

G{2YS 2F 2dzNJ ¢h/ &l dzR Seypoicts ofFtaitiprrasistefade dhEy Ay & |
receive through TOG@hey nust take out up to $100,000 in loans to afford a twear

degree. With a forecasted starting teaching salary of approximately $60,000s€tss

students up for &@rushingdebtto-income ratig one that will shapéheir quality of life for

almost the entirety of their careers. If we were able to offer full tuition assistance to TOC
students, we suspect that many more teachers from underrepted backgrounds

would completeheir teacher edudion program at Teacid / 2t £ SIS ¢

In a 2019 reportthat explored the possible causes of declining enrollment in educator
preparation programg (G KS / SYGSNJ F2NJ ! YSNR Ol t low ddBrddNE a & &
difficult working conditions, and a¢k of career pathwagpportunities, the teaching profegm

asa whole cannot compare with other higtatus professions such as medicine and.4&WA

few educator preparation program dearmommented that énegative publicity surrounding
teachingasapmS & a-Ay2R/ ¢ay F& AFT f RK S  LINE disSaugige fudents yomii KS Y ¢
enrolling ineducatorpreparation programsparticularly into graduatéevel educator pathways.

/ £+ NJ &2y Qram diréctor Nicki Folef®rassed a similar sentimer { dzOOS & a Fdzf O2
seniors have many options in th@ maket. Convincing them to pursue a career in teaching,

which may have a lower return on investment than other professions, is challeaging.

Stigmas surrounding the teaching profession havenbdted as a deterrerfor prospective male

teachers andeachess of color. Teaching has long been regarded as a female profession with low

f SpSta 2F LINBauAdaS yR aekédzaSNy addOISHEHOYRCE
surrounding theteaching profession &t a feminine spin on the realitiesf the career and

continue to deter many men from even considering entering the fielddonroe College has

found it particularly difficult torecruit male candidates into their undergraduate Teache
Opportunity Corps Iprogram in early childhood educgtiy” ®oungdng X are typically more

drawn to working with older studenisé¢ g NRAR 1Sa GKS LINPINFY RANBOG2N
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When asked for their opinioA Yy b, { 95 Q& 9 R dzO|;, rledyNdonfimer® ByN#i2A (1 &  { dz
superintendents highlighted the lackof flexibility and accessibility of educator preparation
programs as barriergarticularlyto encouraging paraprofessionals to pursue certificatidn.

addition to citing cost concerns, ast respmdents suggested thahe requirements of teacher
certification are not realistic for paraprofessionals aspiring to become classroom teachers and

that many districts cannot afford to offesupports Furthermore, several superintendents

perceive effective @nmunication to be laang, particularly regarding regiah empbyment

markets and available pathways.

L, SENI FFGSNI @SENE bSg |, 2N] Qa KAIKSNI SRAzOF GA2Y
from all walks of life are able to succeed in college wpewvided with accessral the right
supports. Yet too few educata preparation

institutions offer the kind of flexibility and supports 428 KFGS | LI NI L
that first-generation college students of color may certified but needsa complete her
need, or that wouldenable candidates to persist addzRSyd GSIFOKAy3
while employed or cang for a family (se€igure38). afford to take time off to student
Only5% of survey respondents indicated they offer S OK®¢
childcare assistance with the goal of retaining -New York State-22 Superintendent
students of color, and only about ormiarter offer

flexible course scheduling or cest-livingassistance
with the gaal of retaining studnts of color.

The New York State Association of Teacher Educators (NYSATE) and New York State Association
of Colleges for Teacher EducatidfNYACTE) Fall 2019 conference allotted time for a
working/meeting sessin of the Coalition foUrban Teacher Edation & Develoment (GUTED)

to present a multisite research study of the experiences of teachers of color in schools and
student teaching placementsGUTED members discussed findings of financial batriers
specifcally challenges inifiding (and affordig) childcare, ad the pressing struggle new and
prospective teachers of color face in needing to earn an income to support their family and cover
the cost of living all of which deter many candidates from the pre$gon or inhibit theimbility

to persistthrough completon.

Finally, the dearth of faculty of color has been cited as a factor in attracting and retaining diverse
candidates into educator preparation programs. In 2017, the vast majority of publierhigh
education institutons nationwide emplged less than @ faclty of colorr with almost 30 states

falling below 10% representation, including the State University of New York s§stdtarature
suggests that faculty of color often struggle with the lakampus diversityrad perceived lack

of institutional efforts to diversify their workforcé? Efforts to diversify the racial and ethnic
makeup of postsecondary faculties, in fact, have been cited as some of the least successful
campus diversity initiates nationwide®?
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Certification Exams

Like most other sttest and many other professiorisNew Yorkhas longrequired prospective
teachers to pass a set of exams to demonstrate that they have the essential skills and knowledge
in order to become licensed\NS ¢ | Zehihefxartification exam requirements are digsed

to align with the demands of the professiamd go through a rigorous validation process to
ensure that each test is valid, reliable, and fair for all candid&®sa detaileddescription ofthe
validation processseeAppendix F:New YorkStateCertification Exan Validation Process

Teacher candidates in New York State must pass theegfication exams: the edTPA, the
Educating All Students (EA83t, and one or moré&ontent Specialty Tests (CST) depieg i

GKS O yYRARIF G SQa ItisM@&th nong thad, S/heh thelukebtlexahsavwrefirst
implemented replacing the Asessment of Teaching SkMéritten (ATSW), the Liberal Artsrad

Sciences Test, artide old CSTisthey were phasedinwiasya 0 SY 2F aal FSde ySia
three years that the edTPA was required, aree who failed the exam was denied certificatio
OFyYRARFGSa 6SNB |ff26SR &a@am thdATSV, whiKiShads 8506t | Q& L
pass rate.

TheedTPAs aperformancebased, subjeespecific assessmetibat requires aspiring teachers

to demonstrate readiness to teach through lesson plansigieed to support their students'

strengths and needs; engageal students in ambitius learning; analyze whether thesituderts

are learning; and adjust their instruction to become more effective. Teacher candidates submit
unedited video recordings of &mselves at work in a real classroom as part of a portfolibitha

scored by traineceducators. Candidates who do nopassbut score within two points of the

passing score and can demonstrate that they are prepared to become a teacher of,reaord

appl fora waiverof the edTPA requirement.

From September 1, 2018Brough October 13, @19, approximately 50,00@re-servce teaders
took anedTPAassessmenin New York StateRoughly 4,900 edTRaAkers did not identify their
race/ethnicity. White candidates accounted for 64% of edTiBRersover thissixyear peria
(31,855 takers). Hpanic or Latino candidates had teecondhighest number of edTPA takers,
at 5,171 students, while Black orrisin American and Asian or Native Hawaiian/Pacific Islander
candidates each have had just under 3,000 edTPA takers $it8e @nly 75 Americaindian or
Alaska Native studentsalue talen the edTPA in New York State over the past six years.

Figure29a K2 ga GKIFG bS¢g [ 2N] {dGFraGdSQa | gSNIFX3IAS SRet !
Hawaiian/Pacific Istader candidates have the highestgsarateat 87 percent, while Black or
African American candidates fall 8 percentage points below the overall avatagepercent
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Figure29: The edTPA has an average page of 82% in New YloiState

edTPA Pass Rate, 262319
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Soure: Unpublished data,gptember 01, 2013 through Octobe3,12019

The Educating All StudentEASYI Sa G FaadaSaasSa OF yRARI-Vakate FI YAC
instructional strategies responsive to students with diverse backgrounds and learning, needs
including students witldisabilities and English languagarners the ability to communicate and
collaborate effectively with parents/guardians in support of student learning; @ofessional
responsibilities regarding bullying, student privacy, disogpletc

From 2013 t02019 nearly 87,000pre-service t@cherstook the EAStest in New York State.

Roughly G00EAS takers did not identify their race/ethniciust over 51,00White candidates

have taken the EAS since 2013, compared to 11,034 mcspalLatino candidas, 8,217 Black

or African Americagandidates, and 4,702 Asian or Native Hawaiian/Pacific Islander candidates.
Figure30aK2g¢ga GKI O bSg ,2N] {dFdSQa | @8ddidass 9! { |
have thehighest pass rate at 98 percent, iehBlak or African American candidates have the

lowest at 89 percent.American Indian or Alaska Native students notably exceed 90% in their

LJ2 LJdzt F GA2yQa | @SN IS LI aa NIGS F2NJ GKS 9! { &S
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Figure30: The Educating All StudenBAS) T& has an average pass rate of 96 percent.
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¢KS LISNDSyidl3aSa 0208 NBTotaB 456 BAS/aRersRIecinédaciderdify tair ratelethricity Jhdse candidates
had an average pass mbf 95 percent, not included in ¢hfigure.
Source: Unpublished data, September 01, 2013 through October 13, 2019

The Content Specialty Tes€STasi Sa & LINE & LIS Shbjectih&itercdnpefeikcd Akl Q
pedagogical content lowledge meaning,the skills and strategies used to ddivparticular
content CSTsin total, had just over 93,000 takers since 2048d an average pass rate of 94
percent. Figure31shows thatWhite candidates exceeded the aage pass rate by 2 pgentage
points, while Black or Aifran Anerican students have had an average pass ratebgpércent.
Roughly 7,60 CST takers did not identify their race/ethnicity.
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Figure31: Content Specialty Tests (C3ibsje an overall pagste of 94 percent.

Content Specialty Tests (CST) Pass Rates
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Some survey respondents suggested that the cost of these exams pbserier to diversifying

GKS LINPFSEdaA2y D [ fFNJyaz2zy ! yAOBSNRBAG&QPAnNs! aairad
G2 KEd ®8& ©RE4IQesSe&biNTigath to becoming a professional teacher are
RAAAYOSY(iA@®Sa G2 SYdSN) GKS FAStRZ¢é S@OSYy FT2NJ A
such as paraprofessionals, teaching assistants, anchesac ¢ K S O 2 éilon addFthe R dz
certification are lige huRf Sa GKI 0 YIlIyeé LINRPALISOGABS GSIk OK
NBaLR2YyRSYyld y2G0SRE 6KAES Fy20KSNJ I RRSR GKIFdG asS
OF NNASNI G2 YAy 2NR (a 6SOneyoR duR TQCHkkerits stkuggle 1tdl pskli A O dzt
certification exams the first time and then struggle to pay for their second or third atterapts

one TOC Il director wrote.

For information on the costs of tuition for SUNY and CUNY students, New Y or&estiitation
exam coss, and some examplexf the costsof addtional workshops prospective teachers may
be required to complete for certification, se&ppendk A: Overview ofNew YorkQ @eacher
Preparation andCertification Process (Note that some of the required workspe can be
includedas part of an approved preparation program, with no additional féal) a brief review

of the national literature on this topic, se&ppendix C: Literature Reviemd Exampledart 1.
Curent Research For information on the vouchers that are provided to candidates who have
trouble affording the exam fees, s€aurrent Efforts: Supportiver€parationModels
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Hiring

Aspiring teachers are ultimately striving to enter tleassoom in their chosen fieldyet
educators of color are hired in low numbers in many districts 2019, educators of color who
participated in research conducted by the National Center forughdn Studies at Hofstra
NBONXzA GYSYid | yR KAN.
FYR LISNLISGdzZE GAy3 |y dzyl OOSLI I % fTRe mapirBiguse32Y 6 S NE
helps to illustratethese disparities.Populations of color are low acrokipstate Central, and
Western New York, and higher in the Lower Hudson, New York City, and Long Asievgs the
state, there are substantial gaps between the percentagstatients of color anthe percentage
of teachers of colar ranging from a 24oint gap n the North Country to a 3Boint gap in the
Lower Hudson and Long Island. By comparisoeachregion except Nework City, the share

University argued that schoolsfiictsQ O dzNNB vy i

of educator enrollees of colas within six percentag points of the share of people of color in

the general ppulation.

Previous research has found that teacher labor markets are predominantly local.
shownthatz2 3SNJ y x> 2F bSg . 2NJ

of new teachers took jobs in the same &g as their educator preparation program. For
Y I & (i Bag@racompleters, the percentage jumps to 75% of new teachers employed in the

same region as their prograffi.

Studies have

{G1r0SQa FTANaENK @S NJ
miles from where they attended high school, whilB% findemployment less than 15 miles
away. Teacher preferences about place tend to draw them to schools and ditat&re near
their home regions, or geographically similar to their home regjioneaning, new teachers with
rural backgrounds are drawto rural schools, suburbato-suburban, and urbato-urban®
Related to this is the recent finding that, among 2@®@mp ol OKSt 2 NR& LINR INI Y

Ly b, {9504 9RdzOl 102NJ S5AQGSNBAGER { dz2NBSe s

Departmentreceived an especially large mber of
comments fromsuperintendents ofrural or small
districts who perceived thiathe focus of the survey
neglected the realities of the challenges they face it
recruiting and retaining educators in their schools
regardless of rageethnicity, or gende. Whenasked
their opinion on improving recruitment edfts for
candidates of car, P-12 superintendents
emphasized the challenges of regional diversity
disparities and limitations they faced in their
outreach capacities, highlighting a struggle to
incentivize new teachers to seek employment
outside of largametropdlitan areas of thestate.

G ¢ move to a rural area to teach tak
a special person if yare not from the
area. To increase our diversity poo
candidates the community would ne

to promoteitself to draw people of
O2t2NJ YR RA@GSNA
just what we, as a tingchool district,

Oy R2®¢

-Gary Furman, Edmeston Central &uh
District Superintendent

For exampleEdmeston Central School District Superintendent Gary Furman reochéikt a

focus on diversity efforts in staffing neglects the reality that many sohbols in New York State

are struggling to find any glified teachers at all.Located in Otsego County in thé &Regents
District, Edmeston Central School District employed 45 White teachers in thelZ0Odéademic

year and not a single teacher ofoof” | 2 4 S @S NE

(i K BstubehtEirdideOtiniad Y
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same year totaled on} 398 students, 96% of whom identified as WHiteln 2018, Edmeston
Central School District was classified as a high steadsource capacity (N/RC) rural district in
which 40% of enrolled students were eligible for free luncid durther despaired by anl1%
annual teacher turnover raté&® In C dzNJY I y Q the psaBedRast Becruiting new teachers of
any background in Edmestame bleak:

OWe currently have a leave positiat the elementary level and have no candidaiée
recently interviewed for a secondary math positiowWe had three applicants, all of whom
were unqualified. If Edmeston was located in a small city, urban, or suburban area (even
closer than 40 minutesotthe nearest small city with stores), we would probdidye

more candidates to choose fronY.et, this is a serious issue for rural schools which needs
to be addressed.

These local teacher markets may help to explain the cyclical challenge in impiloitigersity

of educator workforce in small and ruralramunties upstate, whose populations have very little
diversity. However, the local nature of teacher labor markets does not explain the lack of
teachers of color in metropolitan and downstate dists, where regional populations are more
diverse, and tachercandidates of color are enrolled in large concentrations. The aggregate
percentages in the map fRigure32 mask the stark differences in diversity that exist witeath
region, particularly between cities and their adjatsabuibs. In 201617, nineminority-serving
institutions®® in New York City together enrolled roughly 18% of the statewide prospective
teacher of color workforce in the 20167 academic yedf: These nine included several CUNY
institutions City Colleg, Lehman Medgar Evers, NYC College of TechnolaggYork as well
asBoricua Colleg, Metropolitan College of New Yarklyack Collegeand{ (G ® W2 & SLIK Qa
Programs in the MidHudson, Long lland, and New York City regions prepared 92% of all masier
program student of color completers in 2041%.°? The lack of diversity in such metropolitan
districts, therefore, reflects something other than a shortage of available candidates.
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Figure32: Populations of color are low ag®Upsite, Centraland Western New York, and highethe Lower Hudson, New York
City, and Long Island.
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Sources: NYSED Personnel Master Files (RBE§17. NYSED Information and Report SewiiRS) Public School Enrollment ,F2@$617.

& ¢ AlRéps: Nationale S+ OK S NJ t NB LUnited Stakeg PepafiheitiofEducati®®1617. &t 2 Lddzf | GA2Yy 51 GNewl YR t NB 2 ¢
York State Department of Lah@009. Data are as of 001-2019

Many of the comments from -B2 superintendents indated a possible coftict in targeted

efforts to recruiting and retaining educators of colonamely, that targeted practices conflict

GAOK GKSANI SljdzAGe@ STFT2NIask yRIEE dZANGENITSSY LE 2N SiSKAS
regardless of colorSupemtendents speified district practices of advertising broadly to recruit

any and all available candidates for their open

positions. Several further emphasized that they & h y Sller@&districts face is the
stood by their policyoF 6 SAy 3 &Sl dzt shoriage of diverse candidates that
employers that would hiret§ a6 S@K Yy RrA R express interest with districtbat are

the position, regardless of demographitkwever, pereh JSR & 4K2Y23

many districts indicated that targeting diverse] OF YRARIGSa R2 y2
candidates is simply not a priority. recruiting tables for districts which m

be considered as lacking diverd &
The National Center foBuburban Stuéis pointed
out that the lack of diversity particularly inschool
leadershig can itself become an obstacle for
hiring educators of color into schools and distrittn 201819, school districts in New York State
without a school leader of cot employed 42imes as many White teachers as teachers of color,

-New York State-R2 Superintedent
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on awerage?* In contrastthe districts with at least one school leader of caloncluding all New

York City school distriatsemployed 3 times as many White teachers as teachers of cdiongs

as manyWhite teachers as Black or African American teacherd, &times as many Wte
teachers as Hispanic or Latino teachers. However, outside of New York City, districts with at least
one school leader of color employed, on average, 8 timesasy White teahers as teachers of

color, with 23 times as many Whitedchersas Black or fiican American teachers and 17 times

as many White teachers as Hispanic or Latino teachers in the ZDA8ademic yedt

Retention in Employment

Research showsat teaching s long had a higher turnover rate than most other ocdigues,

particularly wthin the first few years novice teachers are on the jalith the result thatlarge

numbers of teachers leave the profession prior to retirem&ntAccording to reent research,
FSHSNI KLYy 2yS Ay FTAGS 0 laltieSver om®idl KINSEESI NG| Ya (G
program completers take jobs in New York State public schools and remain there for three
consecutive year¥'

Preliminaryanalysiof 201718 and 218-19 schoolear datd2by The Education TrusiNew York

found that teacher turnover rates énd to be higher among teachers of color when compared to
their White peers?® Across the 347 districts considerigdtheir analysis22% of Black or African
Ameri@n teachers di not return to the classroom following the 201B acadenic yea,
compared t019% of Hispanic or Latino teachers, 18% Asian or Native Hawaiian/Pacific Islander
teachers, 17% American Indian or Alaska Native teachers, and 18%itefteachers!

Theanalysisfound that teachers of color are more likely to warkdigtricts with hgher overall
turnover. Specifically, they found thatyithin New York City, thgeographicdistricts that
employed the highest percentages of Black or Afridmerican or Hispamor Latino teachers
had higher overall turnover rateat roughly 20 percent Among each race and ethnicitiey
found that teacher turnover is significantly higher in New York City than any other part of the
state considered in thir analysis'©*

Disaggregaing the databy district type,teachers of colohad a turnover rate 12 percentage
points higher than theiwhite peers in New York City, Buffalo, Yonkers, and urban/suburban
high-need districts, but experience the samgrnover rates in rural higimeed and lowneed
districts. Teacher of color turnoveas thelargestgap wth their White peers in averagaeed
districts, at 13% compared to 9%\White teaches. Among individual races and ethniciti@&ack

or African Arerican teachers experienc@mme of the highest turnover ratescrossall but low
need districts. In New Wrk City and in rural higheed districts,Black or African American
teachers hd turnover rates 4 percentage points higher théite teacherst®?

In 2017, CarveiThomas & Darlirgdlammondfound that the highest possible district salattyat
ateacher couldexpect to earn over the course of their career could be a predicter of teacher
turnover, after controlling for district type, class size, and othéost factors'®® CarverThoma

& DarlingHammond2 017)analysis showedhat teaches that could only expct to earn a
salary of up to $60,000 had a predictive turnover rate that was 31% higher than those that could
expect to earn upwards of $78,000 aethighest end of district $ay schedules nationwiden
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contrast, the beginning $ary for new teachersvas not found to be predictive of turnoveFor
the most part, hese trends appear to hold true within the state of New York. For the-2817
acadenmic year, the National Eduttan Association (NEA) found that New Yorkl liae highes
teacher salaries inthe country at $84,227 exceeding the national average by more than
$20,000!%4 However, average teacher salaries vary dramatically across the sdatgng from
as low as $40,H8.to as high as $130,144 among individual distiit®017-18.19°

Mostly consstent with CarveiThomas & Darlin  YY2 Y RQ& O6HAMTO FAYRAY 3
York that average higher salaries in thé"Q&ercentile tend to correl® with lower turnover

rates. For the 201718 academic year, lowweed and urban/subidban hgh-need distrcts in New

York averaged salaries at the higher end of the salary schedule (i.&.,pBEcentile) that

exceeded $100,000 and saw turnover rates under 10% for the 2018 repgeérg In contrast,

the large cities of Syracuse, Rocleesand Buffalo had laver salaries in the 9% percentilg

averaging around $85,008nd higher turnover ras, between 12and 14percent for the same

year. Yonkers City School District led the estet both highest teacher salariesveraging

$118,982 oveall ard $140,422 inhe 95" percentiler and lowest turnover rate, at 6% in 201%.

Rural highneed districe and New York City, however, do not support the correlation between
anticipated earnings ah teacher turnoverto the same exter® bS¢ , Bidihedd NHzNJI
districts averaged some of the lowest salaries across the spectrum for the-28 Ecademic year

but a lower turnover rate than Syracuse, Rochester, Buffalo and New York City in 2018. In
contrast, New York Ciwjistrictshadsome ofthe highesturnover ratesamongtraditional school

districts statewide (16%) yet teacher salaries reaching as highl&5762 in Manhattan for 2017

18,97 suggesting that, while anticipated earning may be a mégator in teacher retention,

salaries alone do not detmine ali S I O K $nyd@ss to gtayfin the district or overall profession.

bSSR F2NJ / 2 ¥iiaz

-

CarverThomas & Darlinrgdammond (201 7jound that school leadership coulsk a determinant

in turnover,with teachers more than twice as likely to leave the district oofessia entirely if

they strongly believe thattheir RYA Y A& G NI GA2Yy A& dzyadzZlJl2 NI AGST
encourage and acknowledge staff, communicate a clear vision, and genenallgt sechool

well £1%8 Scholars point out that even teachesbho donot leave theprofession but do leave the

district create additional costs and disruptions in the schools they leave behind, which can
negatively impact student learning and achievem#fit.

Regarch shows that teachers certified in higher demaedification subjectsaare more likely to
stay in the classroom once employedNR dzy R cm> 2F OF YRARF (1Sa LINE
traditional educator preparation programs are early childhood and elemsntaducation
teachers, who are among the least likely taysinthe classroonfor three consecutive yeard?

Incontrasttotradi A 2y I £ SRdzOI 02 NJ LINSBLI NI A2y LMEE&NI Yas
programs prepare around 60% of their enrolleew fmiddle and high school teaching
credentialst'! Researt suggsts that more comprehensive preparationpathways for
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prospective teachers encourages higher retention rates once they enter the classtbom.
Studies have found that more effective teachers arere likely to stay in their initial public
schools andn the teaching profesion, compared to less effective teachers who demonstrate
higher mobility rates® However, sholars have also suggested that turnover trends may have
less to do with insufficiet preparation and are more a consequence of inadequagsrt when

first entering the classroom}* Mentoring and formal induction programs are eft cited in the
literature as critical supports for novice teachers, though the content, structure andidorfatr
optimal effectiveness of such progratilely vares acoss individuaschools.

MostP-12 superintendentshat commentedA Y b, { 95 Q& 9 R dzO indicatbd tHath @S NE& A
their retention practices were not targeted at any specific demograpfic improve retention,
superintendentssuggestedthat recruiting candidatesn the first place was a larger issue,
particularly in districts that offer lower pay than found in larger nogiolitan areas. However,

when educators of color are successfuligloght into a schookeveral superintendents believed

that affinity peer supprt groups play a significant role in their willingness to s®®gspondents
commentedthat any new support®r efforts would be beneficial for all prospective and new
educatorsregardless of race or ethnicttyif they could find
their way irto the pipelire. Several superintendents
indicated thatthey have notevenhad any candidates of
color applyto their vacanciesThus, whilesuperintendents
emphasized that they would be supgive of any new
teachers who joined their faculty, theeality for many -New York State-#2
districts is that they cannot retain educators they do not Superintendent
have.

GL R2Y QG (weidh
be an ssue if we could find tt
Ol Y RARI (54 dé

Retention of diverse faculty & significant challenge in institutions of higher education as well.
Recent researh by Professor Nakia Grhlcolas and ér colleague AndeMiles Nashfindsthat
black women joining the faculty of educational leadershipgramsexperienceisolation and
margnalization For example, earyareerfacultyreported that colleagues actilyediscouraged
them from pursuing the research topics théney saw as most réevant and potentially fruitful.
Furthermore, because they are from an underrepresented pdmrathese individualseported
facing extra demands, such as being asked to serve&committees, be photographed for
marketing materialsand seve as mentorgo students of colot!® Quch demands maimpact
employment retention byredudngthe amount of tme that faculty can spend atie research
and publishingactivities that are cruail to attaining tenure

Trower & Chait (2003uggest hat the challenge ofetaining a diverse postsecondary faculty is

tied to an unaccommodatingnstitutional culture thatincludesd dzo 6t S ay 2 NX¥a GKI @
efforts at diversity€ such as the relatie values assigned to research pursaitsl genderor race-
basedstereotypest® Women and minorities, who are underrepreged in both postsecondary
leadership and faculty, then lack theverageneeded tochange and eliminat¢hese cultural

biases. As aresult, more women and minorities leave the acadetogfore compeéting their
probationary periodvhen compared taheir White, male colleague<iting limited opportunities

to participate in decisiomaking research that isx G NA @A I £ A T SRandaNdckPh a O 2 dzy
mentorship and supporas reasons for their ely departure.t'’
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IV. Recnomendati ons

The data trends, hurdleand challenges alonthe pathway, and national research literature
reviewed in the preceding discussion support six recommendationslistricts, BOCESand

educator preparation institutions to iprove te diversity & New York $tG SQ&a SRdzOI
workforce While this report focuses explicitly on racial/ethnic, gender, and age diversity, these
recommendations could apply to other types of disi#y, such as linguistic, cultural, religious,
functional(i.e.,people with dsabilities),and socieeconomic diversity

1. Discuss educator diversity with stakeholders and set an intention to address it;
Partner to build pathways in your region;

Establish gpports to enable candidates to clear the hurdée®l ovecome tallenges
Tale aninformed look at recruitment, admissions, and hiring practices;

a bk~ 0N

Induct, develop, retain, and promote effective educators of color; and
6. Ensure transparency, accountabilitycaresearch.

Consistent with thdegislation that calld for this report the recommendations are aimed at

districts, BOCES, and educator preparation institutiodswever, his begs the question as to

what steps the State itself shoulzk takingto address the issues raised in the foregppages.
Beginningwith Recommendation #1, this report can be viewed as the start cltade-level
discussio2 ¥ (G KS A&dadzS 2F ¢ 2 NJ F-20NKubatioRk sySt&mNBE danéxe Ay Db
step, it is important forthe Board of Regent® set an intention to address ih iss, and to

clearly articulate its expectatiorfer the Department and the field

Regents Proposals

The 2020-21 Regents Budget and LegislativeRties includea package oproposals informed
by the data and findings illustrated in this repdgeveral of theseproposals are designed &pur
the expansion of a networkf@artnerships amonglistricts, BOCES, and educator preparation
programs toprovide innovativepathwaysthat support the entry of diverse educators into the
profession.The promsals &0 include funding tdelp defraythe costs of educator preparation
and certification

1 The Board and the Department are proposing to expandTeaher Opportunity Corps
HTOCHLINB ANI ¥ GKIF G A& OdzZNNByGf e TF(segGueer | & LI
Efforts: Teacher Opportunity Corjps The Department is requesting $3 million in new
state funding to establish a sepdely appropriated TOC Il program to increase the
number of certified educators of color in the g#aof New York by expanding the m@jine
of diverse students, increasing therfiaipation rate of historically underrepresented and
economically disadvantag individuals in teaching careers, and heightening the
retention of culturally responsive educa®in stiools and districts. The fdling would
be used to increase the numbef ®OC Hunded programs from 16 to 26 and extend
coverage throughout the stat by awarding competitive grants in each of the ten
postsecondary education regions.
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1 The Regents mmmmendfunding be allocated to cede researckbased, innovative, high
quality birth to grade 3 teacher preparation programs and birth to grade 12 leader
preparation advanced certification prograntbat prioritize the recruitment, access, and
quality premration of 240 of New Yor G F 41SQ&a KA&alG2NROIff e
underservel teachers and leader3hese programwill serve as transformation models
through collaborations between institutions of higher education, school districts,
communitybased or@nizatons, health and mem health systems, and teacher and
leader candidates The Department is requesting $2.5 million in new state funding to
establishthese programswvhich will support candidatesthrough program completion,
certification, and mentoed firg-year novice teachig experiences. Through the
allotment of $1.2 milbn each year for four years to establish birth to grade 3 teacher
preparationprograms, $1.2 million each year for two years to establish birth to grade 12
leader preparation prgrams,and $100,000 annulgl for the staff costs to implement
these initiatives, the Department believes that recommendations from these initiatives
appliedto statewide preparation programs will benefit New York State by exceptionally
preparing diverse dachersand leaders who rééct the communities, cultures, and
languages of thehildren and families they serve.

1 The Department iseeking to expand the nuber of qualified individuals who may fill a
teaching position at853 Schools, Special Act Schoditiits and private presabol
Special Class and Special Class in an Integ&stitthg programby providing$2 million
in new Teacher Pipeline funding t@ lwompetitively awarded for the piloting of Grow
Your Own programs. The&row Your Own programsvould berequired to recruita
diverse pool of prospective candidates from locaimmunities to work in an approved
program, receive training and professiomkvelopment, and obtain fiscal assistance for
tuition and related teacher preparation expensesettbby aldressing teacher siitages
in approved private schools serving studemigh disabilities and Special Act school
districts while also diversifying ¢hpool of qualified educators available for these
positions.

1 To promote teacher diversity andupport cardidatesin clearingone of thehurdlesto
joining the teaching professim the Regents recommend expanding the provision of
certification examinationfee waiver vouchersto assist economically disadvantaged
educator candidates paying for the examations required for cerfication. Inthe most
recent year, the Department rpvided 3,000 voucherspr enough to assist 1,000
candidates across the Statierough one full set of examsThis is amall fraction of the
over 12,000 candidateatho completeteacha preparation progrens each year. The
Department is requesting $1.2 didn in new state funding to support the tripling of the
number of vouchers diributed annually, thus enabling the Department to provide 9,000
vouchers to assist economicallisddvanaged educator candates each year.
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V. A Closer LoR&cammé&mddt Sur vey
Results and Current Efforts

The following sectios will discussthe above recommendationsfor districts and educator
preparationin turn, looking at relevant survefindings and providing concrete examples of
current efforts.

Over the decads, countless state and local initiatives have aimed to build and strengteen N

2N Qa SRdzOF G2 NJ 62 NJ T2 N Sngly dverseStiidéers poputatomMda S 2 dzNJ
address inequities in our schools. However, most of these policies anatives are relatively

indirectly related to the issue of educator diversitydaare therefore beyond the scope of this

report. This section iV focus on efforts designeid acknowledge, enhane, and expand diversity

in the educator workforce.

Evaluatinghe effectiveness of the examples gathered here is beyond the scope of pust.re
Those considering emulating any of these approaches mcewgaged to consider whether they
have yelded or are likely to yield positive results in terms of their impacttioe educator
workforce and student outcomes.

As discusseearlier in the Daia Sources andLimitationsa SOG A2y > b, { 9504 9 RdzC
Survey waslicitly designed to better understand the systems and supports in placehéor t
recruitment and retention of educators of color. As a result, the Depantnagd not collect

findings and suggestions on improving the genderageRA S NE A (i & 2docatt Sg | 2 |
workforce from our F20 leadersand most of the efforts discussed bel focus on racial and

ethnic diversity.

1. Discuss educator diversity with stakeholders and set an intention
to address it

la 2dz0f AYSR Ay (GKA& NIBrhddeNdthisepokty di NP RBzZD GoB NB S 4 SE
workforce has been shown to benetill studentsin our increasingly divee society Developing
a shared understanding of the value of educator diversity is essentialstablhing a
commitment to take action.These kinds of comvsations are ocauing in some places around
the state, as discussed below, but clear expeotaihave not been established at the level of
state policy.Equity of access to the education peskionis intrinsically valuable and aligned with
the Board & wS 3&hbEBD , 2 N] Qa29 paHzZLIIR NI SRdzOF 462N SEOQ
through the eatire continuum of recruitment, preparation, induction, professional learning,
evaluation, and camer devdopmenté!'® The Board of Regents should go a step Hertand
articulate explicitexpectations to guide subsequent efforts by the Department and énfigild.
In this way, the Board of Regents can model the behavior it expects of school boariig laed
education leaders.

Within their regions, BOCES distrsuperintendens can encourage locathool boards tdalk
aboutthe valueof educatordiversty and establish policies to address the issue, as several cities
and communities have already denwith notable succesgsee Current Efforts Strategic
Campaigns Leaders of the higher education sectors canttle same with their campus
presidents. All educator preparation programs should develop sherin and longterm
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recruitment plans and enrollment goals that focus on the cedtiion shortage areas in their
regions. Opening up discussions on the diversf their programs or workforce is the simple
starting point for initiating change.

Survey Suggestions: Intentional Commitments to Diversity to Attract

Candidates

b . { 95 Eedor DVBrsity SurvéiPrevealed that educator preparation institutions shovigh

level of support for this recommendation, while thelP sector remains somewhat skefaic
Figure33shows that more than two tinds of educator preparation deans believe that intentional
commitments to divesity would help to attract morecandidatesof color into educator
preparation programs, compareditiv only about a quarter of B2 superintendent® a¢ RA & G N&A O &
and one third oBOCES District Superintendents.
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Figure33: Questim #38

In your opinion, which of the following would help to improve
the recruitment of educator candidates of color into educator
preparation programs?

Financial incentives facandidates (e.g., scholarships
stipends, lan forgiveness)

Financial support for recruiting students into educat
preparation programs (e.gmarketing)

Diverse institutional leadership and facult

Recruitment of future educators beginningririddle
school or high school

Partnerships with/betveen postsecondary institutions
(e.g., transfer pipelines to recruit current or graduatir’
studentsinto educata preparation programs)

Explicit institutional / programmatic commitment to the
value of diersity

Encouraging R2 students to tutor young stients /
shadow teachers

il

Grow Your Own initiatives (i.e., local cooperati\
actions/approaches tgupporting reruitment of
qualified educators)

Responses

Partnerships with/between communitgased
organizations with expertise in recruitment and retentio

Dedicatedrecruitment personnel in educator preparatior
programs

Flexible admissions practice

Training br higher edgation administrators and/or
faculty on recruitment strategies

Recruitment ® immigrant / international candidates

Ot

School of education input ia admissions decisions:

]

Affirmative action and/or quotas

0% 10%20%30%40%50%60%70%80%90%100%
Percentage of Respondents

m Educator Preparation Program Deanm District Superintendents B Superintendents

NYSED Educator Diversity Survey, 2019

¢CKS FAYlLt &aS00A2y 27F dywdsorbpaskd ofoptitn@lqiestidids Briregidndénts to 8harg ttieitEpinicmesupports
they felt educator candidates of color need most to enter andsgst through the pipelineThese optional qugtions received a 93% response
rate from surveyparticipant overall. Respondents were asked to select all that apply.
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Figure34 shows that an overwhelming majority eflucator prepaation program deans and a
slight majority of BOCES District Superintendents believe that a dsthobl commitment to
diversity, equity, and inclusion would most help to impeothe recruitment and retention of
educators of color in digtts and classroms, as do 40% of local superintendents. A 2019 Hofstra
University report, which drew on interwes with three dozen Black and Latinx education
professionals on Long Islandntks support to this recommendatiofi®
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Figure34: Question #40

In your opinion, which of the following would most help to
improve the recruitment and retention of educators of color in
districts and classrooms?

District / school commitment to

diversty, equity,and inclusion (e.g.,
strategic plan, mission statemen

|

Peer support network (i.e., affinity pee
support groups, cohorts’

Culturally relevant responsive curricula
andprofessional learning opportunitie:

Mentorship / coaching

District/building leaderdiversity

Financial incentives (e.g., longevi
bonuses)

Responses

RLL

Cost of living assistance (e.¢
transportation, housing, childcare

Teacher leadetsp opportunities

Job seeker support (e.g., resume he
interview practice)

Flexible teachingchedules

Conmunication network (e.g., Faceboo
group, LinkedIn, listseyv

'l

0% 10%20%30%40%50%60%70%80%90%4.00%
Percentage of Respondents

m Educator Preparation Program Dearm District Superintendents m Superintendents

NYSED Educator Diversity Survey, 2019

¢KS FAYyLE &aS0GA2y 2 Survbyas Comsed & dptiatal gliextdds SoirgsSoNderitsiiodshare their apomahe supports
they felt educator candidates of color need most to ented arersist through the pipelineThese optional questions received a 93% response
rate from surveyparticipants overall. Respondents were asked to select all that apply.

Page67 of 206



Current Efforts: Strategic Campaigns

Many school districts, higher education institns, and education stakeholders and advocacy
groups have brought the issue of educator diversitythe fore and established it as a priority.
The following notable examplesethonstrate that not only is the issue acknowledged to be
important; setting arnintention to address it is a key first step toward improvement.

Examples at the statewidevel:

T New York{ G 6SQa / 2dzy OAtf 2y { OK 2rxétablishdzl 3Sdé® y (i Sy R
G f£dz2S 2F aKSEfLAYy3I SyadzNE ISYRSNE My&BAFE |y
& dzLJISNR y (i Sy RSy (i EominissiBn o@KershyaSImlusivitngth advancing
GKAE 62N @ ¢ K S will facdzOracial@duity/b2getheling andl r2vwewing
relevant research and identifying promisirgfrateges through collaborative and
sustained efforts to support the succedsdiverse superintendents

1 New York State United Teachers (NYStUT)ake a Look at Teaclhsummits bring
stakeholders together to discuss educator diversity in urbsmburban, and rural
commdzy AGASE | ONRBAaa (KS adlnhgtighting ho fewatiag O Y LI
a career in education can be and encouraging prospective educatorthmfrofession.

1 The State University of New York (SUNYlJeachNYs a multiphase effort launched in
the Spring 02014, initially supported by a NYSED grant funded through Race to the Top.
The TeachNRoundtdle, led by{ ! b , Q &Chaihd€I®rdancyZimpher and NYSEDA
then-Commisioner MaryEllen Elia anad¢omprised of representatives from key
stakeholder goups, was charged withuilding support forinteragency collaboration to
improve educator preparadin. In2017, SUN0¥& . 2 | NR afdptedthBl BN S S a
TeachNY Policyhefirst bullet point ofwhichexpressé& { | b, Qa O2YYAUYSyi

5

Gt NBY2GS digeyséahdtaleatdd pdol oprospective teachers and school/district
leaders through comprehensive retnuent strategies that leverage both local and
statewide assets, such as the following: irt@mpusrecruiment through the faculties of
arts and sciences dnother disciplines & well as campubased programs (e.g.,
Educational Opportunity Programs); paetships with FL2 schools (e.g., teacher
academies in high schools); agreements with communitgged ad technical colleges;
and connections with busingndustry and commuity-based organizations (e.qg., related
to those seeking to transition careegdj!

The TeachNY Roundtable also served as a foundation for the establishment of the New
York StateleacherTable in 2018, which was intended to continue cenrsations around
teadher recruitment and retention.

Examples at the regional level:

 Capital Regionv dzZS&GFNJ LLL . h/ 9{Qa ! Ol Rd&¥®peda2 NJ 9 Rd
detailed plan for recruiting adiversepopulation into the teaching profession, including
working with partnesin K12 and higher educatioto identify and address barriers to
entering the teaching professignlaunching teacher appreciation andadvertising
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https://www.nyscoss.org/educational_opportunities/The-Council-s-Commission-on-Diversity-Inclusivity_136_pg.htm
https://www.nysut.org/resources/special-resources-sites/look-at-teaching
https://www.suny.edu/teachny/about/
https://www.suny.edu/about/leadership/board-of-trustees/meetings/webcastdocs/SUNY%20TeachNY%20Policy%20on%20Educator%20Preparation.pdf
https://www.suny.edu/about/leadership/board-of-trustees/meetings/webcastdocs/SUNY%20TeachNY%20Policy%20on%20Educator%20Preparation.pdf

campaigis that showcase teaehns fran diverse backgrounds and portray them as
communityrole models and nurerous other action steps.

1 Central New York Syracuse Central School DistricE®) set a strategic goal:

G. @ HAHHY WSTAYS 2dzNJ LINF Ol A OS @&e ofithe diveiSit) NHzA G ¢
of our district, utilizing a mukpronged approach thatasults in increases to staff diversity
through new hiring and internal promoti.£

1 New York City The City University of New York (CUNYpmmitted to enacting gision
of diversityi KNP dzaAK A (& YAAaAARWINSGEI SBYIMNF KA ILE NX
O2YYdzyAde GKIG SESYLX ATASE réity &&BinclasPhy SeF A (& i
integral components of an institht2 y Q& S R dz@lai2ALaKyel Il yIBK AO2 NB YA &
outlined a strategy for building the divergiof the University, founded on four principles:

1. Engendering values and implementing polidias énrance respect for individuals and
their cultures pranotes excellence arah inclusive educational experience;

H® S5AOSNBATEAYI leksBengthghi B iINSitationd éhdourages Nide T 2 NO
exchange of new ideas, and enriches campus life;

3. Cultivaing diversity and combating bigotry are arextricable part of the ediational
mission of the University; and

4. Fosteringtolerance, sensitivityand mutual respect throughout CUNY is beneficial to
all members of the Universistpmmunity.

In their respective strategic plansh S¢ ., 2 NJ Qsito i adast Cortheédicut and
Massachusettshaveeachset the intentionto diversifytheir educator workbrceandare putting
in place various lawsyolicies and resourcesin support of tkeir goak and djectives. For
example

1 Massachusetts stged with articulating aheory of a¢ion andensuring a fiared vision
and sharedlanguage then proceeded toset goals for improving workforce share
retention rates, andeducator experiences as measured using/eys.

1 As part of itsinfluence 100 campaigMassachusetthasidentified 31 districts that want
to engage in intentional strategy development and executoound diversifying their
educatorworkforce andis providing them with aobust array of technicadnd stategic
support, including a community of practice thateets quartery for two years and
exposure to cuttingedge national thought leadership.

1 A Comecticut statute enacted in 201§PA 1834) requiresschooldistricts to become
more intentionallyfocusedon developing and implementing a plan to diversify their
educatorworkforce,andhe/ 2 VY SOUA Odzi {41 0SS 5SIB)™NenwSyd 2
Office isdevelopngand pibting an onlineguidebookdesigned tasupportdistricts inthis
work.

1 To suppor the state® five-year gan to recruit, develop, and retain a higkdyfective,
diverse workfore, the CSDEN collaboration with the Center for Public Research and
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Leadershipat Coumbia Law Schoolhas created an online resourcebrary called
EdKnowledg, where school districts, charter schoolsducator preparation programs,
and partner organizations throughout the state cawubmit models of succes® tbe
shared The resulis like a website version ofthe sections of this report catalogng
current éforts and lising resourcedocumens.

2. Partner to build pathways in your region

Researchers have concluded that the preference new teachers demonstrageking careers
close tohome suggests the potential benefits of local recruitment and trainingttiact more
candidates into the teaching professié#f.To this end, he educatbn sector should learn from
and accelerate adoption of promising pathways aggmhes thathave been eviving in other
workforce sectors such as healtimanufacturingand techndogy. The core design elements,
adapted from work by MDR¥%include

1 Focus orthe shortage areas;
1 Employer engagement to ensure aligned, connected programs
1 Transparenpathways and employevalidated credentials

Employerg in this caseschool districtand BOES needto partner with educator preparation
institutions to:

V analyzetheirNBS 3 Acarigr@a@nd projectecducabr workforce needsincluding the ned to
increa® educator diversity

V communicaeé thoseregional needs$o students who are seeking ieer gudance;

V work in partnershipto ensure thatthe region offers a compremsive network ofeducator
preparationpathways A y Of dzRA y 3 & D AltBrative peodeiNils, raddySdstainably
funded residencies whosecurricub are aligned with school distd (i deds y S

V collaborateto design and implement high qualiyork-based learnig (i.e., student teaching
and otherclinicalpractice opportunitie} for prospective educators

In recent years,ite Department hataken stepgo incentivizeand requirepartnershipsbetween
districts andeducator preparationnstitutions. For examplethe student teaching regulations
recently adopted by the Board of Regeméexjuire partnership Memorand of Understanding
between districts ana:ducator preparation institutionsAdditionally,many ofthe{ G I 4 SQa
programs require that applicants dewg proposals in partnership beten a district and an
educator preparation prgram.

Consistent with these policies,decator preparation programs should develop articulation
agreemerns with all community colleges in their regions to identify studentsodead in
communitycollege who may be interested in pursuing a career in etiicand provide them
with an academic roadmap, specialized guidance, and support to successtaliapreparation
program and persist through certification. Further, educapyeparation progams should
consider actively recruiting beyond their regarieeder high schools to expand their outreach,
and dl institutions of higher education offeringrograns leading to certification should direct

Page70 of 206

I NJ


https://portal.ct.gov/SDE/Talent_Office/Talent-Office-home-page/EdKnowledge---Collection-of-Strategies-and-Resources--for-Building-a-Diverse-Educator-Workforce

resources that support the impimentation of the ® dzOF G 2 NJ LINB LI NF G A2y LINR 3
plans.

Survey Suggestions: Expand Early Recruitment and Pipeline Partnerships

¢KS NBadz da 27T ebsitySdveyindlicai RBiglzidari uppbrisicr &€panding early
recruitment and Grow Your Own iniitives. When asked what would help improve the
recruitmentof candidates of color into educator preparation pathways, around 70% of educator
preparation deas expressed support for early recruitment efforts, and 52% of superintendents
agreed that recruitnent of future educators should begin in middle or high sihas seen earlier

in Figure33.

Most survey respondestindi@ted support for expandinggstnerships, particularly partnerships
between and with postsecondary institutions to establish strong transfer pipelirgstyfour
percent of educator preparation institution respondents also expressed support fanekkpg
partnerships with communitypased organizations for recruitme(geeFigure33).

Further, New York City, Bfalo, and now Long Island have Grow Your Own pathways for
paraeducators but such opportunities & not wdely available. o-thirds of educator
preparation institutions and BCES District Superintendents would support strengthening such
cooperative appvaches (se€igure33).

Current Efforts: A Gr ow Y o or tichwes

Districts and educator preparation institutions ieveral New Yak regions and neighboring
stateshave established cooperative approaches &xruiting local, qualified individuals into
educator preparation programsihese initiatives, oftecalllR G DNB ¢ , 2dzNJ h gy € LINE
on identifying individuals within lo€acommunities who would make efféve teachers and
providing exposure and plaivays into the field, generally through established partnerships with
educator preparation programsGrow Your Own programseflect the racial and linguistic
diversity oftheir local regions and are tailored toneet the needs of the communities they
serve'?* Theydiffer from other alternative pathways because of their explicit commitment to
bringing new underepresented minority group candidatesho are often firstgeneration
college students into the teaching pofession'?® Research has found thagarticipants insuch
initiatives have a higher likelihood wforking in their local regiofollowing gradution.'?6

Recently, the New York Association of Colleges of Teacher Educatidgheaew York State
Associatiorof Teacher Educators began affording time apdce at their annual conference for
meetings of theCoalition of Urban Teacher Education and Dewement (GUTED), avorking
groupfocused on issues in urban teacher educatol development Coalition membies come
primarily from upstate communities,anging from Poughkeepsie and Utica to Syracuse and
Buffalo. In 2019, ©TED led a plenary sessioroderaied by Marcelle Haddixchair of the
Reading and Language Arts departmierthe Syracuse Universiychod of Education The topic
was how policies ad programs in teacher education intersect with the goals of increasing
teacher diversity and improng the conditions of schooling in urban area3he discussion
focused on thdogistics, challenges, and bertsfof collaborationbetween educator prepataon
programs andurban schools and districts.Panelists noted that a shared commitment to
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among entities that would alinarily be viewed as competitors. For exdeyl BUNY Oswego and
Syracuse University both partner with Syracuse City School District in eg&tratigative aimed

at increasing teacher diversijtgs highlighted below.

Hforts to recruitP-12 students nto education pathwaysange from Educatorsiging chapters to
formal CTEprogranms. Superintendents indicated that becaus&ow Your Own progras
prepare candidates for the local educational environment, educators are igti@ed to return
and stay. Many educator preparation deans also indicateat early recruitment efforts were
especially relevant for improving the diversity of the pipelipatticularly among urban youth.
Several educator preparation prograsey the haveoutreach programs targeted at middle and
high school studentwith the goal of attracting more students into the educator workforce.

{ Capital Regionv dzS a G | NJ L calemy.fdr EQuéatibaal Careers is a program
focused on preparing students forcareer in education, developed with the intention of
attracting minority stuents into the field. The program isonducting targeted
recruitment indistricts with large popukkons d minority students and English Language
Learners.In the early gradeghe program is working to develop workshops and events
to expose students teeducation as a profession and get them involved in their own
schools with their current teachersAt the high school level, seniorare given the
opportunity to spend a halflayat the Universityat Albanyand complete college courses
directly applicableo a variety of educational careers, includithg content required for
Level 1 Teaching Assistawrtification. Along with coursework, participating students
will also engagen handson experiences, such as observations and internships, while
being suported for a successful transition from high school to college.

1 Central New York Ithaca City Scha District identifiescurrent high schoddtudents with
the potential to makegyood teachershen supports them with mentoring anlacksthem
throughout their collegecareers ¢ K S R Afundraiskgaint3 developing amspiring
Educators Award Progm, which willprovidecollege scholarshipgs these candidate$?’

Syracuse @i School District is partnering with two different educator preparation
institutions to create supportiv®athways for Teachers

0 SUNY Oswegorecruits diverse candidates frorByracuserea high schools,
prepares them for initial certification, arlaces students in higimeed schools to
complete internships.

0 SyracusdJniversityt partnered with SCSD tprovidS FNBS YI aid SNDa
urban educators who commit to teaching foy®ars in Syracuse schools.

1 Hudson Valley Marist College has an ongoing partakip with the American
Association of Colleges for Teac®eR dzOl G A 2y Qa | 2 f Y S astrivestdR S U

0«

t NI

diversify the teacher pipeline. In support of this goal, Maristt @3S Q& 9 RdzOI

Department hosts groups of schoolchildren from a local eleiamgnschool to expose
them to college campuses and encougathem to consider teaching as a career,
particularly among students from underrepresented grodgs.
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Marist College haalsodeveloped a thriving partnership with the Beacon City School
District, known as the Beacon Learn, Educate, Aspire, and Divets#[Y) Scholars
Program. The LEAD SchsIBrogam began as a Grow Your Own initiative to encourage
underrepresented fgh school students to enter college and, ideally, pursue teacher
education?!?®

Long Island The Education Academy is a partnership betwdé&aldwin Union Free

School District and Mloy @ f £ S35Qa { OK22f 2F 9RdzOF GA2Yy
diverse studerd to become educators on an accelerated track. The goal of the program

is to prepare future teachers who are representative of the dsigr of the community

and who will eventally return as certified teachers for Baldwin schools. Through the
partnershp, Baldwin High School students have the opportunity to begin their career as

an educator in the @ grade, continue their experiencesrtiugh grade 12, and then enter

Molloy Cdlege Wi 6 K a2 LK 2Y2NB aidlyRAy3Io® { GdzRSy U &
rigorous, purposeful, differentiated, and studenentered experiences within the faof

SRdzOF A2y ¢ RdzZNAYy 3 (KS LINEhMNIsYeBignedkiGsugpdrtdzO | { A
these stulents through New York State teacher certification and bring them back to the
community as qualified educators, while also allowing Molloy College teachdidztes

to be immersed in K2 school cultures as part tife partnership.

New York City TheBorough of Manhattan Community Coll€g@& MGC/CUNY) Teacher
EducationR S LJF NJIi yr&hyfunded partrership with P.S. 125 (the Ralph Bunche
Shool) has transformedP.S. 125nto a more diversegprogressivemodel schoolwhile
alsoLINE A RAY 3 . al// Qa dzy RSNASNIISR exp&ience¥nS NJ S Rdz
a more diverse setting Through this comghensive partnership, BMCC teacher
educaion faculty mentor P.S. 125 4igervice teacherswhile BMCC teacher education
students complete their fieldwork in a diverse district. Prelimimasyltsfrom the three
year programhave shown that fouryear retention increases by ten percentage points
on awerage, among students who complete their fieldwork in a diverse setngpal of
the partnership is to improve the pipeline for underserved comrunbllege students
to become New York City teachers.

CobzYo Al ! yADBSNAAI(G & QHarlendt DK & 8 NB K K lidémoghiak@ K 8 vy
building a tweway pipeline: conneatig Teachers College graduates with teaching
positions in Harlem schooénd connecting Harlem children, educators, and community
members with access to (and a voice within) @@lumbk | YA GSNBAGE &aeadasSy

¢2RI&Qa {0dzRSyda ¢2Y2 NNBEMaOEeackeSdf @Kr3nMifitived ¢ { ¢ ¢
in the Fall of 2012 to increase the number of male teachers in th&faaeby improving

high school graduation rates and college preparation intrgarschools at the Bronx

Academy for Health Careers, the Eagle Academyyfong Men, and the Leadership

Academy for Young men in Rochester City. Through this initiative, pr8WidS & & |

dzy Aljdz§ FyR SEOQOSLIiA2YylIf &S0G 2% ersBaNgsedSE |y
students graduate from high school and are prepared fastgarondary education.
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NYC Leadership AcadefYCLA) was selected by the state of Melssa S G 10 & & G2 & dzL.
and develop a racially and ethnically diverse cohort of aspiring district leadeldsréof LJI

the Massachusetts Department of Elementary and Secondary Edu@sdion L y ¥t dzZSy O S
pilot project, launched on October 11, 2019. Influenc® ditns to increase the diversity

of superintendents ilMassachusettdy building the capacity of a rafly and ethnically

diverse group of educatoraspiring to entera district le@dership role within the nexb

years. NYCLA is working with Massachusgittsi S 2 T FA OA | f & -infAsedRS @St 2
f SI RSNAKALI OdzNNR Odzf dy¥atfelld@hidorogradivhiicOiRclitiey G & Ay
support for earning Massachusetts superingemt certification

Western New York Seeking to create a sustainable grgour-own pathway, SUNY

Buffalo State partnered with Buffalo Public Schools to credid Bgprogram c#led Urban

Teacher Academwvhich they plan to submit to NYSED for fol@aproval once the full

four-year curriculum is finalized and reviewed. In its second year, thegromaeases

student exposure to the teaching profession with the goal of de2elLJA y 3  a | RA D
generation2 ¥ S RdzOl G2 N&R d¢ t | Nditd corhplste dhe yakshkps 3 K & O
required for teacher certificatiol¥® and earn 3 to 12 college credits inurees sich as

G{ OK22f YR {20ASie¢ |yR aGblliidzNBESSERRPD SSRRE
coordinators are seeking to encourage participants tergually enroll in a teacher
preparation program at Buff State, where they hope to offer grsubsidzed onrcampus
K2dzaAy3 FyR ONBIGS | afA@AYy3 fSENYyAy3a 02YY

Rochester City OK 2 2 f TeacHnd NA\LEsiin®dd InstitutéTLI) has operated out of
East High School for over 20 years. TLI is ¢giléor students interested in pursuing a
career in education with a stated olgjive of diversifying the local teacher market by
preparing students fromhe community for entry into the educator workforce. TLI
exposes high school students to teaching eigrecesand a rigorous curriculum prior to
postsecondary enrollment while alemgaging these youth in active involvement with the
local community, incluidg field studies within the Rochester City School District and
panel discussions on Urban Education.

In Massachusetts the INSPIRED Fellowshjpovides $1,50 stipends to current educate who
are selected bsed on theirability to connect with students inheir schoolcommunity (e.g,
becaise of roots in tle community, language skilley having been a firsgeneration college
student) and their commitment to increasing theracial andethnic diversity ofthe teacher
workforce by recruitindghigh schol and collegestudents into the teahing pofession.Fellows
participae in outreachmeet-upsand followup commurication with studentecruits. In additian
to recruiting potentia educators,the program aims tancrease the retention rates of current
educators committed to a culturally sponsie and diverse workforce.

Partnerships to create pathways fparaprofesionals, teacher aides and teaching assistants
have been created in severabpks aroundNew York tate:

1 Central New York Roberts Wesleyaollegepartners with Monroe2-Orlears BOCES

and area districts tooffer an acceleratedPathway to Teachingprogram for nor-
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traditional students, including career changers and teaching asssstémat provide
flexibility for students to complete the program while continuing to earn an inreom

1 Lomglsland Western Suffolk BOCES is in the early stages of implemerdiatedunded
Teacher Diversity Pipeline Pilot designed &v&lop an innovatie, supportive pthway
for teacher aides and teaching assistants to become certified teactinengby increasng
the diversity of the teaching force in higieed districts and $wolsin the region. The
first cohort of students will begin in January 2020.

1 New York City G b , 2a@p toTeache program provides the following supports to
paraeducators pursuing &cher certification:

o0 Free CUNY entrance exam preparation clgsses
Creditbearngenhanced Engdh andmath classes

Academiand careeradvisement

Tutoring, writing supportand freecertification preparatiorworkshops
Career advisement

Assistance wittinancial aid and grant opportunitieand

o O O O o o

Information onNY®OE vouchers amgimbursement program

The ! YAGSR CSRSNJI ( ACArger Rahing ¢P3dgrénfiré/Na @ligible
paraprdessionals with the opportunity toomplete teacher preparation anzertification
requirements Benefits offered include:

o Tuition forupto 6 credits per semester for undergraate sudy;
Graduate tuition reimbursement;
2.5hours per week ofelease time

Summer stipend

O O O O

40-day paid leave of absence to complete student teachamgl
o Up to $400to reimburse the cost of certification exams.

1 Western New York SUNY Bufflo State actively works to recruit talented
paraprofessionals, te&er aides,and teaching assistants who are working in local
classrooms and support them along the path todkear cetification. The Buffalo Urban
Teachers Pipeline Residency Prograrhich was recently awarded a half million dollars
in state fundinghasrecruited 27 individuak intothe undergraduateleveland 16 into the
graduatelevel program The program vides flexibility in course scheduling and
AYyO2NLI2 NI GSa (wosk ofadidprofessiandlsvrfodhe guiriGfurR, thereby
allowing these future teachers to pursue certification without surrendering their
placements in classrooms. Drawing ocdl tdent increases the likelihood that these new
teachers will choose to syain Buffalo Public Schools, thus supporting retention and
improvingthe qualty of the local teacher workforce.
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2 Sa0SNyYy {dzF¥F2f 1 . h/fonfled Feachey Rersityd®ipefirne pray@rasfod G I G S
teacher aides and teaching assistaats includedon the map inFigure39.

Current Efforts: Alternative Preparation Pathways, Recruitment from Other
Disciplines

Educator preparation programs in Newrk Stde are also recruiting across disciplines and other
institutions to encairage students who have not saélected into an educator preparation
programto consider a career in teachingClarkson University, Malttan College, and NYC

Teaching Fellogveachhave educator preparation programs that recruit candidates from other

careers and professions into the teacher workforc&eachers College has beemrking to

improve access to teacher pathways for students wieyy be considering a career in teaud

but not yet enrolled in an educator preparation program. Through its TiegcResidents at

Teachers College (TR@TC) program, Teachers College hashesiabpartnership with John Jay

College of Criminal Justite expose students to the teachinggiessim. Suzanne Pratt, €eo
RANBOG2NI 2F ¢wX¢/ T SE hifudteisflidentdiakel able tovgakigipatdhh & & dz
CwX¢/ AdzYYSNI LINPIKRYXYAY AL ySKERAZBKE Ay G6KAOK (Gl
public sclool teachers to enact hanesn fieldbased Ié Ny Ay 3 gAGK KAIK aOK22
O2yAARSNI 6 KSOKSHSIIKSA & SH ORA¥R @AM GF2N) GKSY D&
partneringwithnd 3 K6 2 NAyYy 3 LINBINI Ya | ff2¢aalsuBenOWONE / 2 f
want to contribute totheir 2 OF £ O2YYdzyAGASaé¢ GKSNBoe aidNBy3i
market and increasing the likelihood that these new teachers will stay in the lod¢alote

throughout their careers.

New York State provides mydte pathways to licensure for teachirgg@ndidates includinga
system of transitional certificates, which provide apfunities for alternative routes into
teachingoften for individuals with adanced degrees and careehangerssuch as

1. Transitional A Géfication for individuals in a sp€di caeer and technical title with
requisite occupational experience

2. Transitimal B Certification or Alternative Preparation Programs, which are the
equivakent of traditional preparation programs but offered in a dint format

3. Transitional C Certificatn for individuals with a graduatéevel degree and enrolled
in a graduatdevel preparation program

4. Transitional G Certification for college professordwgtaduate degrees in the STEM
fields andsuccessful experience teaching at the collegiate level

These alernative teacher preparation program pathways are equivalent to New ¥aikl 4 S Q&
traditional programs in content but offered in a different format withe goal of increasing the

number of quéified teachers in hardo-staff subject areas.Comparedo traditional educator

LINSLI NF A2y  LINPINIF Y& b SgEbased Mfjucatdr lprepagaiba | £
programg$3thave made significant gains in closthg racial/ethnic gap among enrolleeBigure

35 shows that in the 201617 academic year, the majority of alternative, ibliSed educato

preparation program enrollees were students of colwith nearly 50% of ermilment composed

of Black or African American and Hispanic or Latino students combined.
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Figure35: Alternative, IHBbased educator preparation progranare closing the diversity gap.
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Enrollment by Race and Ethnicity

70%
<
é’ 60%
2 50%
[
2 20%
5 40% —
% 30%
T 20% /
o
$ 10% e
0%
2010-11 2011-12 2013-14 2014-15 2015-16 2016-17
Academic Year
= American Indian or Alaska Native == Black or African American
Hispanic or Latino Asian or Native Hawaiian/Pacific Islander
e \\/hite == Multi-Racial

Percentages are of ras and ethnicities rgorted. Missing data on alternative, I#fEsed programs compared to traditional educator prepanati
programs for the 201213 academic yeaf 2 dzZNDSY & ¢ A (it S¢ SO KySNI2t NNIS: LainiNedill- Siake 8 et eitlofdEéducation.
Data areas of 07/01/2019

Traditional Educator Preparation Program Enrolliment by Race
and Ethnicity

90%
2 80%
= —
£ 70% e —
2 60%
LLi
%5 50%
S 40%
8
S 30%
o
o 20%
o

10%

00/0 —————————————————————————————
2010-11 2011-12 2013-14 2014-15 2015-16 2016-17
Academic Year
= American Indian or Alaska Native == Black or African American
Hispanic or Latino Asian or Native Hawaiian/Pacific Islander
e \\hite = Multi-Racial

Percentages are of races and ethnicities reported. Missing data on alterriatfdgased programs compared to traditioreducator preparation

programs fothe 201213 academicyea 2 dzZNDOSY a¢A Gt S L L wSHL2ANZE UditedidtasDggatmentt & EdDdatMNI t NI LI NJ
Data are as of 07/01/2019

Page77 of 206



However, Table2 shows traditional educator preparatioprograms in New York State enroll

more than 10times as many students as altattive, IHEbased programs. In the 204&

I OF RSYAO &SI NE m&ige eduatd prepaiation Bd@nas ehrdled yB,021

students compared to the 30,697 studemdraditional educator preparation programs. Despite

Black or African Amaran and Hispanic or Latino pservice teachers accounting for nearly 50%

of alternative program enrollment combime New, 2 NJ { Gl §SQa UGN} RAGA2Yy | §
nearlysixtimes as many Black or African American and Hispanic or Latino studelteraatave,

IHEbased programs.

Table2: New YorK G G SQ& G NI RA (A 2 yenbll 10 MEslal mahystidenfs as M@ ratNg programs

Alternative, IHE-based Educator Preparation Program Enrollment

American Indian or Black or African Hispanic or Latino Asian or Native Hawaiian White Multi-Racial Sum Total of Identified
Year Alaska Native American P / Pacific Islander Races/Ethnicities
2010-11 15 439 444 260 2,334 131 3,623
2011-12 19 401 405 299 2,169 84 3,377
2013-14 7 365 219 85 944 27 1,647
2014-15 7 507 352 155 1,070 76 2,167
2015-16 4 622 535 144 1,140 173 2,618
2016-17 7 746 736 174 1,203 155 3,021
aditional Educator Preparation Progra 0
American Indian or Black or African . . . Asian or Native Hawaiian n P Sum Total of Identified
Year Alaska Native American Lspancoglatie / Pacific Islander i el Ghrzel Races/Ethnicities
2010-11 177 5,003 5,830 2,772 47,060 690 61,532
2011-12 149 4,815 6,035 2,599 38,216 948 52,762
2013-14 109 3,414 5,285 2,075 23,921 669 35,473
2014-15 111 3,217 4,895 2,016 22,301 991 33,531
2015-16 116 3,564 5,308 2,431 21,293 1,466 34,178
2016-17 107 3,133 5,076 2,168 19,398 815 30,697

Missing data on alternative, |Htased programs compared to traditional educator preparation programs for the-28k8zademicegar.

{2dNDSY a¢AdtS LL w&alnEl d§ UdbdStatdsDypariment & EdOokt®Dita arkl & of 07/01/2019

Alternative IHEbasedpreparation programs that provide a flexible pathway for career changers
are accessible dowraste andin Western New York but limitadif not entirelyabsent in other
regiors of the state.Figure36 shows that 12 of the 19 alternative preparation program providers
in 201617 were located in New York Cityorfhe 201617 academic year, four Regent districts
did not contain an alternative program provider.
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Figure36: Most alternative, IHbased educator preparation programs are located in New York City.
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One such programheNew York City Teaching Collaborafivas as its stated purpose poepare
gindividuals from diverse backgrounds to teaohhigh-need schoolg. The program includes
residencystyle trainingwith mentor teachers andour months ofintensive coachingrior to
placement as teacher of record. According to the program \tejpadcohort model provides a
tight-knit community ofsuppot from other teachers® €

Significant funding exists through the Teachers of Tomorrow program to reimburse the
educational expenses of teachers who pursue alternative pathways, but few are ataketo
advantage of this opportunity in most parts oftistate

In neighbomg Connesticut>: G KS adl 1SQa LI NOYSNBKALI 6A0GK
Teach.orginitiative has been successful at increasing the enrollment of candidates of color,
particularly in alternative preparation programs.
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3. Establish supports to enable candidates to clear the hurdles and
overcome challenges

Educatorpreparation programsacross New York Stateeed to become mordocused on
ensuring that students of color persigthirough program completion and certification. No
canddate should feel unsupprted or unable to succeed in their programs, placements, and
certification exams.To that end, educator preparation programs and their broader institutions
of higher educatiomeed to be accountable for the persistence of studeatscola through
student teaching, program completion and certificatignas well as their success in finding
employment and their smooth induction into the profession.

Districts and schools need tmgure that theircounseing staff isaware ofthe kindsof programs

that students maybe eligible for if they enroll in an educator preparation prograsuch as
teacher loan forgiveness program#n turn, potential enrollees should be made aware of any
programs they may be eligible for, such as TOC Il or HE@¢hcan help provié the necessary
academic and financial support to help ensure their success, especially students who may not
otherwise be admitted.

Survey Suggestions: Financial Investments

The cost of education has been consistently cited asaalihgbarrier to entryand hurdle to
completion of educator preparation programs and certification in New York Statel
nationwide. For many prospective educators, particularly candidates of ¢héogbility to pay
has served to deter even those with desie to teach frompursung certification, or from
considering additional certification as a future school leader. Research suggest®thdbdal
districts to State leaders, all levels of ddoismaking should consider pursuing options for
alleviging the financial burén of completing an educator preparation program that prevent
students from all backgrounds from entering the teaching professidn.

The largest statéevel program targeting edators, Teachers of Tomorrow, provides higded
school distrids $25 million anualy in tuition reimbursement and other incentives to lure
teachers of shortage subjects, but the legislation and application materials for this program
currently do not menon diversity.

LY b, {95Qa 9RdzOl &daddfy prédpar&idhbdaans &ere{esphidalfy aadamant
about financial investments in encouraging students of color to enter educator preparation
programs, with 91% indicating that financial incentives floe candidates in the form of
scholarships, stipendsy loanforgiveness wold benefit recruitment efforts(Figure33). Eighty

seven percent of responding educator preparation deans suggested that exam fee waivers would
supportcandidates of colom compleing certification (seeFigure37).

When asked their opinion on improving the retention of educator candidates of color through
educator preparation program oenpletion and certification, educator prepation deans
indicated supports were needed across thaard. Ninety-three percentof educator preparation
deans believed that tuition support and/or loan forgiveness waag@dinbe most beneficialas
seen inFigure37. P-12 swperintendents and BOCH3strict Superintendents likewse cital
tuition suppot as the top area for improvement.
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Figure37: Question #39

In your opinion, which of the following would most help to
improve the retention of educator candidates of color through
educator preparation program completion and certification?

Tuition scholarships / loan forgivenes

Cost of education assistance (e.g., textbool
technology)

Exam fee / fingerprinting cost waivers or stipent
Partnerships with school districts fyovide direct
employment pipeline

Qost of living assistance (e.g., transportatio
housing)

Culturaly relevant / responsive services, conten
and pedagogy

i

Certification preparation support (e.g., tutoring

Mentorship / coaching

Responses

il

Peer support networki.e., affinity peer support:
groups, cohorts)

Academic advising and support (e.g., tutorin

Field pacements with districts committed ta
diversifying their workforce

Postsecondary faculty diversity

Flexible course scheduling / delivery method (e.
online)

Child care assistance

Job seeker support (e.g., resume help, intervie
practice)

i}

0% 10%20%30%40%50%60%70%80%90%100%
Percentage of Respondents

m Educator Preparation Program Dearm District Superintendents B Superintendents

NYSED Educator Diversity Survey, 2019

¢KS FAylLt &aS00GA2y 27F lywdseomebaed & Goteddl guestiansSok résSoNderistiatethdir dpitigSonthe supports
they felt educator candidates of color need most to enter and persist through the pipelinese optional qugtions received a 93% response
rate from surveyparticipans overall. Respondents were asked to seledhali apply.
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The Learnig Policy Institute found that several states are taking steps to support students of
color into educator preparation progranasd through completion through financial investments

in the form of service scholarships and loan forgiveanprogams. North Caplina recently re
launched its Teaching Fellows Prograwmhich is aservice scholarshithat provides over $8,000
annually tofellowsfor four years in exchange for aygéarcommk G YSy G G2 GSIF OK®
Teaching Fellows Pgoam wa previously iroperation from 1986 to 2015, during which time it
prepared 11,000 teachers, disproportionately representing males, teacterslar, and math

and science teachers, with high egition rates among graduates of the prograrkor more
information on national efforts see Appendix C: Literature Revieand ExamplesPart 2:
Promising Practices and State Policy Examples

Survey Suggestions: Encouraging Persistence through Completion

In 2016, the TeachNY Adviso§ouncilsuggested that campuses should strive to be flexible and
innovative, so they can schedule and structure classes, labs, and field experiences in ways that
make preparatio programs more attractive and accessibie. b | { 9 5 @dtor DiviRrsity
Survey revealed that 64% of educator preparation deans and 51%igifict Superintendents
expressed support for improving the flexibility of course scheduling and deliasrseen arlier

in Figure37. Survey respondents alsoexpresgd strong support for improving mentoring and
coaching programs for retaining candidates of color through program completion and
certification, with roughly 80%of both educatompreparation deans anBistrict Quperintendents

and just over 0% of P12 supemtendents seleahg mentorship/coaching as a needed
improvement(seeFigure37).

Figure37also shows that 62% 8iistrict uperintendents and 85% of educator preparation deans
believed that partnershis between programs and school districts that provide direct
employment pipelines would most help to improve the retention of educator candidates of color
through program completin and certification. Eightgne percentof deans furher indcated

that improving culturally relevant and responsive services, content, and pedagogy in educator
preparation programs would support the persistence of educators of color through program
competion and certification. Roughly 50% ofDistrict Quperintendents and 28% of-12
superintendents agree, though they express less support for improving postsecondary faculty
diversity. In contrast, 65% of educator preparation deans felt faculty diversitged to be
addressedo supportfuture educators otolor (seeFigure37).

However, only 37% of educator preparation deardicated that postsecondary faculty diversity

is a focus for preparing and retaining educators of ctthoough program completion in their
programs or instittions. Hgure 38 shows that educator preparation programs most commonly
offer academic advising and support, such as tutoring, to candidates of color, as well as culturally
responsive content and field placements within districtemmitted to diversifymg their
workforce. Fiftyseven percent of educator preparation deans indicated that tuition scholarships
and loan forgiveness were also used to encourage students of colastesrse through program
completion and certification.
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FHgure 38: Question #17, Educator Preparation Deans

Which of the following does your program use with the goal of
preparing and retaining educator candidates of color through
program completion and certification?

Academic adging and support (e.g., tutoring;

Culturally relevant / responsive services, content, a
pedagogy

Field placements within districts committed t¢
diversifying their workforce

Tuitionscholarships / loan forgivenes:

Mentorship / coaching

Peer suppd network (i.e., affinity peer support
groups, cohorts)

Responses

Partnerships with school districts to provide diret
employment pipeline

Postsecondary factyl diversity !

Cost ofeducation assistance (e.g., textbook
technology)

Flexible course schedulinglélivery methods (e.g.,
online)

Cost of living assistance (e.g., transportatia
housing)

Child care assistance

1

0% 10%20%30%40%50%60% 70%80% 90%100%
Percentage of Respondents

m All Students m Students of Color

27T

ax

Responses listed highetstt 2 6 Sad o0& /{f RdwESy i
Respondents were asked to select all that apply
NYSED EducatoivBrsity Survey, 2019
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One respondent suggested that elment needs to incrase in teacher preparation programs

in order to encourage more candidates outside of their regional markets ¥ G KS @2 dzY

candidates [is] low, there are fewer candidateslimg to relocate to suburban school districts
away fromlargemetropolitan ard a Al@ngside the emphasis on reinvigoratiegjional teacher

markets, another respondent added that edué 2 NJ LINBLJ- NI GA 2y LINRE3INI Ya

untapped opportunity wik OdzZNNBy & b, { Nifaflavrobeducadtas thriugh the Y LINE @ S

pipeline

One survey respondent suggested that the State could play a role in encouraging more
candidates into edwettor preparation programs through clearer communication of pathways and

requirements for educators, while other superintendensuggsted that New Yik State

certification requirements should be restructured and adjusted to make entry into the teacher
workforce more feasible, noting that stringent and changing certificat@gquirementsd A Y KA 0 A 0 &

people from pursuit of educationecareeNBahd the teaber workforce could benefit from

allowingd LINE FSa8A 2yt SELSNASYOS (Balkpdd t ATe Ay

Current Efforts: Supportive Preparation Models

Most educator prepration institutions indicate that they provide somerfo of targeted

supportsfor students of color, as seen earlier ifigure 38. Supportive preparation models
include, but are not limited to, stipended residency prograifise mest commonly provided
supports includeacademic advisingnd syport; culturally relevant sevices and content; field

placements in districts that are committed to diversity; scholarships and loan forgiveness; and
mentorship and coachingThe following eamples demonstrate various ways by which districts

and institutions of highereducation aresupporting preservice and prospective educators
through preparation programs.

§ Statewider . I Y1 {GNBSG /2fttS8S3S 2F 9RdzOIFI A2y Qa

prospective teachers to engage in higbality paid clincal resdencies througtPrepared

to Teacht NY, a nationwide network aimed at addressing diversity and quality issues

throughout the educator pipeliné

To defray exam costs for economically disadvaethgandidates, the Department
allocates 3,000 free examouches annually to ducator prepaation programs across the
state (1,000 vouchers for each of the three required exartighe Department becomes

aware of a student struggling to pay for the assasnts, vouchers can also be provided

directly. Furtheemore, over half of edgator preparaton institutions indicated that they
sponsor exam fee or fingerprinting cost waivers or stipends for their student$ipee
44).

1 Captal Regiorr The College of Stw2 8 SQa -lagd R&@sfmiz S®aching for

Eduator Success (ACES) program works to identify and provide GPA supports to students
struggling to meet the minimum requirements for persistence in educator preparation

programs baed on the belief that many dfiese students may haveft high school with
inadequate preparation®
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CKS | YAGSNRERAGE G 'folyeQa ToubeyFanily FRIBws9 R dzO |
Programa Ual the Albany area in diversifying the teaching aodnsely 3 LINRP FS& a A 2y

The program is intended to create a pipeline of graduates with underrepresented
backgrounds to pursue advanced degrees in education and mental health then, ideally,
enter the Abany public school system. Fellows are each provide®00 over two
semestes to help with tuition costs while they receive the mentoring of graduate
students and collaboration with School of Education faculty, among other experiences
and supports.Faallty director Tammy ElliRobinson describes the prognaas:

0K-12 educators,University faculty, graduate students and undergraduates working
together to promote and provide supportive, effective and equitable educational
experiences through mentorgharR NB OA LINR OF f Sy 3F 3ASYSy (i o¢

Capital Region & North Countt The Classroom Acadens/a pilot teacher residency
program funded with a grant from the National Education Association, designed to
advance effectig teaching, student learning, and financial sustainghilThe program

has aunique partnership model that is based in shareavgrnance and collective
ownership so that districts have an equal voice at the table with institutions of higher
education. Rrtners have included SUNY Plattsburgh, Washin§amoga-\Warren-
HamiltonEsex BOCES, and five districts in the Capital RegidriNorth Country as the
program was being piloted. For the 2020 academic year, The Classroom Academy
expanded its partneships to add SUNY Empire State College and The Sagge€d

well as engage highly diverse urban district.

Central New York ¢ KS | yYAGSNBRAGE 2F w20KSaildlSNRa
teachers lacking classroom experience targets improvements liarally responsive
practices and effective approachtsalla i dzZRSy (18 Q Yy SSRa o

New York City Monroe College has developed anpapach they say has been successful
in enabling TOC Il candidates pass their certification examsefore graduation This
multi-pronged system includes the following elements:

0 requiring that students t&e the exams according to a clear timeline, corteth
with when the content is taughtn order to move forward

0 creatinglearning communities to support studying for the exams;

o providing multiple supports tduild & (i dzR Sathiskll€in preparation fo the
Content Specialty Test; and

0 establishinghe expectationthat students who do not pass on the first attempt
will persevere and r¢ake the exams

North Country & WesternNe Yorkt { | b, Q& bl GAGJS | YSNBcOt Yy LYy Al

and retain Native Ararican students into higher education through a tsexondary

consortium between SUNY Fredonia and SUNY Potsdam. These programs in Western

New York and the North Country havemoe together with the support of SUNY System
Administraton to address the spefic educational needs of Native American students
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https://www.albany.edu/news/92410.php
https://www.classroomacademy.org/

through a focus on student support services, such as campus and community
involvement, student development, counseling, netwiok and academic suppott’

Certain financial aid andducatbnal opportunityprograms can help candidates pay for
certification exams as well. For example, the Higher Education Opportunity Program
(HEOP) can cover certification exam costs for undergrasu HEOP is designed to
support academically and esomicaly disadvantagedtudents and does not have any
specific diversityfocus3® However, vhile HEOP students are not identified by race or
ethnicity, threequarters of the students served are Blackdrican American oispanic

or Lating making the pogram anotable resoure for students of color.

f Western New York / | Y A & A dzaWeste2nfNEvEYDI® Teacher Resideracynasi S NI &
level programin which more than half of the enliees ae of color, prewides a range of
supportsfor participants including:

o a <holarship that covers 30% of graduate tuition

o adiving wage stipenélof approximately $20,000provided through partarships
with local charter schoojs

childcare during evening classes;

tutoring;

discounted oacampus housing

priority hiring status upon completion of the program@nd

© O O O o

membership inTeachersConnecan onlinepeer networkfor teachers toshare
ideas, ask quesins, and collaborate with other teachers and provide support and
resources to help teachers succeed in the classroo

In Massachusetts,the Boston Teacher Residency (BER)gram, formed in 20@, set the
commitment to graduating cohorts comprised of 50% people of color. viBlRdesigned and
AYLX SYSY(GSR (2 IRRNBaa LINKaaAy3d AaadzsSa Ay .23

1 Ashortage of people of color entering the teachernkiorce;

1 Teacher shortges in higheed areas, such as Math, Science, Special Education, and
English to Speakers of Other Languages; and

1 High turnover of novice teachers entering Boston Public Schools.

BTRcurrent graduates are 49% people of color, wit®@Elentfying as Blackr Latinx.Residents

engage in a yeaong mentoring experience while receiving a living stipend, tuition remittance,

and ongoing professional development, and commit to teaghimBoston Public Schools for

three years.BTR residats hawe proven to bedr more likely to remain in Boston Public Schools

after three years, with 71% of graduates continuing to teach in these schools through year six.

BTR residents were also founditel & f A1 St & (2 0S8 NI G§SRtslinda a9ES
201415139
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https://www.canisius.edu/western-new-york-teacher-residency
https://www.canisius.edu/wny-teaching-residency-partners
https://www.bpe.org/boston-teacher-residency/

Current Efforts: Teacher Opportunity Corps

{AYOS wmpyTI bSs , 2N] { il(ToEmdgrarh Bab Avér8edgrantsitd? NIi dzy
educator preparation institutionso increase thenumber of historically underrepresented and
economicdl disalvantaged indiduals in teaching careerd.OC programs accomplish this goal

by conducting targetedecruitment andprovidingfinancialand othersupport. With increased

funding of $3 milliorper year under New YorBtateQa & . N2 K Sinititée, tiiefeSutalS NJ

now 16 Teacher Opportunity Corps Il (TOC II) programs serving more than 500 teacher candidates

at the undergraduate and graduate levétigure39 shows tha 9 of the 16 TOC Il programs are
located in New Yorkity.

Figure39: Most statefunded diversity programs are located in New York City

Program Location by Regent L\ \
District, 2019 \\ |
\ r\’/
)
4th 1
1
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¥
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8th = / 3rd
1 i
Color Key: ‘ ¢7} 2
Teacher Opportunity Corps Il 9th _
Teacher Diversity Pipeline 1 A"j'/
NYC § 10th ) 1
|

Source: New York Stafelucation Department

The program requires participatingducator preparation institutions to partnerwith local
educatin agenees so thatcanddatescancompletetheir internships in higlneedschools. In
the most recent academic yearQC Il programs hamhrtnerships with more than 56chools and
districts throughoutthe state. wSaLl2 Yy RAYy 3 (2 b, { 9 5uQey, ClarksdeOl (i 2 NJ
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Universty reported that itsmost successful recruitmemechanismhas beerits partnershipwith
a localdistrict committed to increasing the recruitment and retention of teachers ofoco
Through these partnerships, Clarkson has beetiqdardy successful iattracting men of color
into the teaching profesen.

Ideally, these programsork with i K S A NJ A \admisgidnsifficét@ offé@ 20Al funding to

eligible candidates ahe admission point, with thgoal of attracting studets of color to enroll

in the institution and opt for an educator prepaiah program.¢ h/ LL Q& Ay dSy dA 2y f
0S | aSttAy3a LRAYG FT2N OF YRARLI (daedrOC loprogranS | OK |
director in responding td , { 9Exl@ato Diversity SuSé > a6S SYLXKIFaAl § i
g KA OK port dnd affiindztiah for students of color and students from backgrounds that are
underrepresented in New York State. When pests understand that the TQsZogram is truly

here to affirm their experience and support them [in the program] and beyond, fwed that

GKSe N8B SF3ISNI G2 | LILX & vé ¢KS ySEG adsSL) aAa
time to learn about the goals and caletermine whether TOC might be a fitrftheir program

andtheA NJ a OKSRdzf S ¢

Even with state funding and an eiqi goal of recruiting candidates of color, however, it can be
challengingto do soad S Q@S RA a4 02 SNBR (pitarts da goytave 2effable2 dzNJ ¢ |
access to a computer dury” 3s samnter breakwhich limits their ability to respond to emails

regarding their TOC applicatiang N2 G S / 2f dzYo Al | yAGSNARAAGE. ¢SI OK
The solution, she has found, i3 be persistent and take a personalized approach taeadh.

oOn multiple ocasions, a direct phone call has given us access to an engaged and talented
applicant who we otherwise would have assumed was uninterestedeptbgramé

S

Once candidates enroin TOC I, they receive a range safpports to encoulage pr@ram
completion For example, SUNYswego'sTOC Il program provides tuition assistarecatipend
for books transportation or travel reimbursement for climicexperiences, support to pay for
certification exams, and other servicks.

TOC Il prades stidents and recengraduates with a variety of supportSurvey respondents
pointed to personalized mentang, group programming that is responsive tioeir graR dzI 4 Sa Q
interests and neesl, and oher supports to ensure that new teachers successfudggition into

the clasroom and are encouraged to stadne key component is a mentor from the college
and/or R12 school. Dennis Richmond, Jr., a recent Saraheba® graduate, credits his family

and his TOC Il mentor/host teacher for providing hirthwhe support necessarto complete his
studies.

GaNXP / dz2NHAEA A& | LKSy2YSylFf SRdzOF G2 N | S &
S OK 2F KA avatian)amRSS/QiaQ a1 yy 21304 X 2 KB Q awinhng I & I NF
author. Between my family anMr. Qurtis, | felt, and | continue to feel, unstoppable as

an educatorb €

T Dennis Richmond, Jr., Sarah Lawrence TOC Il graduate
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Survey Findings: Recruitment of and Support for Paraprofessionals

Paraprofessionals, teacher aides, teaching assistants, gubsteachers, and cadneshave been
cited ascritical populations that should be targeted for recruiting new teaclard supporting
them through certificationbecause they already possess a destrdelach and experience in
schools and classrooms.

P-12 distiicts and BOCES8gions are working toreourage paraprofessionals, teacher aides, and

teaching assistants, and experienced substitute teachers to pursue teacher certification, as well
asinseh OS G SIF OKSNA (2 LJzNBE dzSdudatSrDitRe&iNISuDVE iddedled A O § A :
that 97% ofBOCE®egionsencourage paraprofessionals and/or teachers to pursue additional
certification and career advancemen®-12 superintendentsargely cited skary adjustments or

financial incentives/tuition reimbisement in-service crdit attainment, mentorng and learning
opportunities as available supports for educators to pursue career advancement through teacher

or leader certification. Some districts eXpined more structured practicessuch as credit

attainment, while others suggsted that supports wex offered informally as needed.

Most of the support offered, however, is limited to mentorship/coachiag seen ifrigure40.
Over 50% of respondentisdicated that nentorship is availabléo employees pursuing teacher
certification, while the second highest support offeretlexible scheduling is only offered by
22% of responding districts and BOCES regions coohbilmecontrast, financial support emny
form are amowy the bwest options dfered, with childcare and cost of living assistance not
offered by any responding district or BOCES region statewide.
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Figure40: Question #33, 22 Supéntendents & BOCES District Superidents

What supports does your district/school/BOCES offer to
paraprofessionals [of color] to pursue teacher certification and/or
teachers [of color] to pursue building or district leader

certification?

Flexible scheduling-
Partnerships with institutions of highe
education -
Job seeker support (e.g., resume help, intervi-
practice)
Peer support network (i.e., affinity peer suppo-
groups, cohorts)
Tuition scholarships / loan forgivene‘
Certification preparation support (e.g., tutoring-

Cost of education support (e.g., textbook
technology)

| don't know !‘Y 20

Exam fee / fingerprinting cost waivers
stipendsl

Responses

Childcare assistancé&

Cost of living assistance (e.g., transportatidng)
housing)

0% 10% 20% 30% 40% 50% 60%
Percentage of Respondents

m Pursuing Leader Certification m Pursuing Teacher Certification

Responselistedhighestto-lowesi o0& &t dzNEdzAy 3 ¢S OKSNJ / SNIATAOI A2y é
Respondents were asked to select all that apply
NYSED Educator Diversity Survey, 2019
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Schools, districts and preparation programs alike $thansure that their paraprofessionals,
teacher aidesteaching assistants, ahcoaches have the support, opportunities, and flexibility
they need to pursue teacher certification without having to giye their current sources of
income. Likewise, isenice teachers pursuing additional or leader certificatineedto be
afforded the same support.

Several educator preparation programs and districts across New York State are already making
efforts to recruit and support these individuals through progranmpletion and certification.
Eightysix percent of disicts stated that theyencourage current staff to pursue initial or
additional certification anda majority of P12 superintendents andistrict Superintendents
indicated that financial supports fohése individuals would be most effective in encouraging
them to pursue teachecertification, as well as for certified teachers to pursue building or district
leader certification, as seen Figure4l.

Further, 62% of District $erintendents and nearly 50% ofIR2 superintendents idicatedthat
improvingmentorship programs would benefit the persistence of profesals seeking initial or
additional certification. Figure41 shows that pathway supports tm institutions of higher
education was also considereah important area fa improvement by District Superintendents,
who indicated roughly twahirds support for strengthening partnerships.
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Figure4l: Question #34

In your opinion, what supports would be most effective to

encourage paraprofessionals [of color] to pursue teacher

certification and/or teachers [of color] to puruse building or
district leader certification?

Tuition scholarships / loan forgivese ;_
Mentorship programs / coaching—
Cost ofeducation support (e.g.-
textbooks, technology)
Partnershps with institutions of higher"—
education
Flexible scheduling-
Peer support network (i.e., affinity pee)-
support groups, cohorts’
Job seeker support (@, certification
preparation, resuméelp, interview -
practice)

Childcare assistance-
Exam fee / fingrprinting stipends-

Cost of living assistance (e.(
transportation, housing)

Responses

0% 10% 20% 30% 40% 50% 60% 70% 80% 90%
Percentage of Respondents

m BOCESH Districts

Responsesdied highestof 2 6 Sad o6& &a5AaGNAROG&E
Respondents werasked b select all thaapply
NYSEEducator Diversity Survey, 2019
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Nationally,Californiahad a successful Paraprofessional Teacher Training Program in operation
from 1995 to 2011 that prepared a taltof 1,708 paraprofessionals forservice teachingSixty
five percent ofthese graduate were candidates of color and bilingual and 92% were still

employed in California public schools by thé"BS | NJ 2 F GKS LINP3INF YQa 2 LIS
2017, CaAF2NY Al Ay @SaGSR bnp ClaskitdiSdhdoyEmpigte Teached GA O S F
CSRSYUAFfAY3a tNRBINIYE GKAOK A& OdzNNByidfe &NI

More than 50% of these enrollees identify as Black or Lafiho.

4. Take an informed look at recruitment, admissions, and hiring
practices

In 2019, educabrs of color participating in research conducted blyet National Center for
Suburban Studies at Hofstra Universitginted out & ¢ K S NB Q Hor dchoof @s®iltsjo
recognke and address the attitudes, policies, politics anltuce[s] that prevent tie hirng and
retention of minority teachers and administratog&*? Local schools andistricts need teensure
their recruitmentand hiring practicesare culturally responsive ahinformed by best practices.
Research shows thattientional preparation anchiring practices matched with ongoing support
throughout the pipeline can improve the diversity of the teacher workforce by bringing more
educators of color into the professi@md encouraging them to std§® However these supports
must begin with takingan informed look at current practices and being open to change

Educators of color participating in research conductedtlwy National Center for Suburban

Studies suggestedthiT RA&AGNA OGAa ySSR (2 aGRAaltE2 QBIBH KA PYSE K
attract, recruit and retain educators of colét? Schools and districts that amverwhelmingly

White and simply do not have educators of color applying to vacancies in thaictisf need

new approaches to incentivizing educators anlor to break the mdéd and enter their schools

with the confidence thathese schools and districts will accept and support thémoughout

their career

In a workgroup session at the 2019 NYSAVRCTE conferemcGUTED membemiscused the

fact that students of color ned to see themselves in the teacher workforéewas further
suggestd that having faculty of color and culturallgsponsive faculty in educator preparation
programshas positve effects on stdents of coloiQ gersistence and cometion, becausesuch
faculty understand what students of color need and make them feel as though they belong in the
program and classroom.

The role of leadership in hiring is criticadlln order for educator divergy to increaseg al € a
Brooklyn assistarprindpal Princess Encois,"it begins with having at least a fd@ducators of
color]in a position to makéhiring decisiong Thatwill ultimately becomea continuous cycle of
leaders of color ling teachers of color who can best serve our divesspulation of studentst

Educator preparation programigkewise need to take stock of their own diversibow their
institutions function and ifthey are being intentional about bringing in and reténg people of
color. IHEscan follow these same recamendations with their avn faculty recruitment,
interview, and hiring practiceas well as with their admissioasid student supporpracticesto
support diverdiy.*¢ Educator preparation programs catsoprovide critical supportor districts
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strugglingto attract any applicats of colorby establishing pathways and partnershiasd
encouraging their graduates to consider these schools for future employment.

Current Efforts: Recruiting and Hiring Practices

There are numerous examples of higher educatrstitutions and scholadistricts takingsteps
to improve the diversity of theifaculty and staff

1 Statewidert SUNYpublishes an annual Diversity, Equity and Inclusion Data Brief to report
on meetng its inclusion and diversity goals. SUNY also awarsriasof diversity
sdholarships and grants to students statewide each year through its Graduate Diversity
Fellowship Program, Empire State Diversity Honors Scholarship Program, Diversity
Abroad Howrs Scholarship Program, and Doctoral Diversity Fell@sshiSEM4’

For the 2@ 7 academic year, SUNY reported that only 8% of their postsecondary faculty

were teachersofcolarLI2 A A GA 2y Ay 3 bSg , 2N] {dGFrdSQa LI2a
next to last n faculty diversity nationwidé#® With these findings, in2019 ®INY

announced tle start of its new diversity initiative: Promoting Recruitment, Opportunity,
Diversity, Inclusion, and Growth (PR&®)! PROD aims to address the challenge of

racial, ethnic and gendeliverdty among postseondary faculty in SUNY institutions with

the ambitious goal of doubling the number of historically underrepresented faculty at

SUNY within the next decade, under the beligdtti ©A 8 Y ONB | aAy 3 GKS NBI
faculty members wh undesstand, and havevercome, raceand gendetbased barriers

and biases is important to the success and Wwelhg of our student§!*® The program is

designed to increase racial and ethnic remmtsation of overall postsecondary faculty, as

well as speificaly increase thenumber of women from all racial/ethnic backgrounds

teaching science, technology, engineering, and mathematics (STEM).

SUNY also has a highly competitive Faculty Diversitgrddm which awards salary
support for campuses to recrudtutstanding, historicly underrepresented scholars into
their faculty>°

{ Capital Region Schenectady City School Distflici & OK22f o621 NR ONKBI (S
focused on recruitment andiversityand charged that person with building relationships
with historically black cofiges and universities. The district alsegan tracking and
publishing annual data on the diversity of new hires and retained staff in the di¥trict

1 Central New Ykt Ithaca Qi School Distri€ superintendent and school board ke
madeincreasing stdfdiversitya goal in their strategic plat?

1 Long Island Valley Stream Central School District 30 in Long Island has made diversity
an explicit districtobjective with goals ofrepresentation and inclusiveness consistently
stated acoss t5 R A & Gawelicplaf, anission dtatement, and vision statement to
ensure the longevity of its focus in district operations. In pursuit of such aims, Valley
Streamo n Kl & 0 SSWa A INEBNAWIAE aMB | Rof 201 as& & dzOK
diversity or lack tlereof can influence the successful recruitment of teachers of color into
the district!°3

Paged4 of 206


https://www.suny.edu/prodig/

1 New YorkCityt CUNYrecognizesthat a significant gap exists beter the student
diversityand faculty diversity on most of its campuses, despité ofits faculty havaga
minority background twice the national averag&?* Still, the likelihood that a classroom
on a CUNY campus is being led by a Black faculty memdoay i$2% and drops furtiie
to a 10% likelihood for Hispanic faculty memb&¥s. Jos¢ Lus Cruz, ExecutvVice
ChancellorandGOK I ANJ 2F (GKS ! yAGSNARAG& QA CI Odzt (&
limited availability of faculty of color and slow paot faculty openings acreasCUNY
campuses as some of the barriers to diversifyirar postsecondary feulty 1> However,
CUNY has been proactive in supporting its diverse faculty and emphasizing its
commitment to diversity and inclusion through severaliatives, including:

o Diversifying CUNY's Leadership: A CUHBiYard Consortiuma professional
development program launched in 20&kvpartnership among CUNte Harvard
Graduate School of Education, and the \Wad Qb of New YorkThe program is
for CUNY faculty and staff interested in careers in higher education leadership
with the aim of cultivating a diverse group of future diegis.

o CUNY Faculty Diversity Dialogudsrums for CUNY administration, faculty and
staff to build awarerss around issues relateéd diversity and inclusion, including
discussions onféorts to increase divesity through faculty and staff recruitment,
retention and advancement.

Survey Findings: Educator Preparation Programs Recruitment Practices

Many educabr preparation deanfdicated that recruitmenbdf students of color wasentraized

at the institutionlevel, rather thartargeted at attracting candidates of color specifically into the
teaching professionTwenty percent ofespondentsstatedthat they do not conducanyspecfic
activities to recruit educator candidates of colaf, which 43%indicated that recruitment is
undertaken at the institutiohevel through a centralized offi@nd14% indicated that they either
do not have funding fotargeted recruitment activitiesrodo not target recruitment to specific
groups.

As show inFigure42> b, { 95Qa 9RdzOlF 42NJ 5AFSNRAA( @esindzNBIS &
higher education institutions are typically intended for all students, rather than tathete

students of color Among those respondents whodlindicate that their pogram or institution

conduct targeted recruitment of students of color, the maesimmon practice (41%) was having
program representatives visit 2 schools with the goal of ragting students of color. Twenty

eight percent indicted they use flexible dmissions practices with the goal of recruiting students

of color.
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Figure42: Question #16, Educator Preparation Deans

Which of the following methods does your institution / program
use with the goal of recruiting educator candidates [of color]?

Program representatives visit schoolsi(® —
Invite candidates to visfirogram —
Email r
Direct mail flyers / letters / postersF
Graduate school / career fairs (collegr
students)
Program representatives visit campusr

(postsecondary)

Representation of or invitation to educators (-

color on website

College fairs (high schosilidents) r
Online promotion (e.g., social medizF
Flexible admissions practicer
Career fairs (adultsdareer changers)r
Partnership between / with postsecondar i
institutions to offer a direct pipeline (e.g.w ¥TSNE nbm al a
GNJ YyAFSNE nbwm

Local newsgper, TV and/or radio promotion-

0% 10% 20% 30% 40% 50% 60% 70% 80% 90%
Percentage of Respondents

Responses

m All Students m Students of Color

Responses listed highestlowS & G 6& a{ (dzZRSyda 2F /2t 2 NE
Respondents werasked to skect al that apply
NY&D Educator Diversity Survey, 2019
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b, {95Q& 9RdzOI (i 2 NJ 5 A65% didlucatar prdpattidsitutiontrdey tRe (0 K I {
success of their efforts to recruit and/or prage and retain educator candidates of col&everal
educator preparation deas commented that their programs participate in intentional
recruitment efforts and activities to bring more studentscofor into the teacher pipelinef-igure
43showsthat educator preparion programs most comwnly employ recruitment activities that

target students akady on campus.
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Figure43: Question #4, Educator Preparation Deans

Which of the following activities or programs does your educator
preparation program conduatith the goal ofrecruiting
educator candidates of color?

Recruit our undergraduate students and/or your_

alumni into our gradua programs

Recruit students already on campus who have r_

selfselected into educatopreparation programs
nhmoalauSNBa RSTikghe 2N 20N dyRSNEN Rad
undergaduates
Partner with an opportunity program on campu_
(e.g., EOP, College Discover, HEOP, S
Targeed recruitment at community collegeSI S
Targeted recruitment in high school SIS
Recruit paraprofessionals irlR2 schools _

Targeted recruitment with commuty-based _

organizations

Responses

Partner with diverse student
initiatives/associations on campus (e.g., Blackevi
Initiative at CUNY)

Recruit returning service veterans and/or theSSHEN

SpoU®S

We do not conduct specific activities to recru’_

educator candidates afolor

Teacher Opportunity Corp:_
Targeted recruitment with minoritgerving
undergraduate institutionge.g., HBCUsj_
L R2Yy Q] 1y2s

0% 10% 20% 30% 40% 50% 60% 70%
Percentage of Respondents

Respondents were asked select all thaapply
NYSED Educator Diversity 8yn20B
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New York Sta®d S RdzOF G2 NJ LINSBLI NI} GA 2y LINRPINI Ya | NB y?2?
profession, but also supporting their entry into the fieldany educator preparation deans

indicated they provided preervice teachers with jobeeke prepaation, such asmock

interviews and placement supporivhile others cited partnerships with schools for placement

and hiring preferences. Some programs commented that they waited for locablstistricts to

share openings that can passed alongytaduding seniors.Hgure 44 shows that nost of the

supports offered to help students prepare for certification and secure job placements are folded

into the program requirements or centralized within the instiion.

FHgure44: Question #18, Educator Preparation Deans

What supports does your institution / program offer to help
students [of color] prepare for certification and secure job
placements?

Oneon-one counseling / advising G
Student teaching experiences leading "_
employment
Job seeker suppot (60, teme b, |
interview practice)

Certification preparation support (e.g., tutoringd)
Caree ot

Responses

Centralied campus career development stataffi
Centralized job opportunity postings (e.g)_
shared on a website, through listserv:
School districtepresentatiesvisting campus )_
Program sponsors exam fee / fingerprintir/_
cost waivers or stipends
School of edoation career development staf:_

0% 10%20%30%40%50%60%70%80%90%100%
Percentage of Respondents

Respondents were asked to select all that apply
NYSED Educator Diversity Survey, 2019
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Survey Findings: School/District Recruitment and Hiring Practices

Promising preselvice recruitment strategies and higkguality preparation supports work to bring
RADGSNES SRdzOF 2NE Ayid2 GKS (GSFOKAY3I LINRPFSaaaz
will only diversify if thes novice teachers successfully fin@ithway into schols andclassrooms

statewide and are encouraged to stay.

b, {95Qa& 9RdzOl (2 NJ 5 A OH%BR-IR supefirdeNddissddo neRugtSrtakeS R (1 K
any specific recruitment activities for educatafscolor, as shown irrigure45. However,many
otherSRdzOl G 2NB I NB | OGA@Ste g2NJAy3 (G2 AYLNRGS i
and the attractiveness of the teaching profession for pragpe teachers.Nearlyhalf of allP-

12 superintendentstated that they haveconsuled with peers orbest practices for recruiting

educators of colar Most R12 superintendents cited informal conversations, networking, and
outreach to colleges and state national consultantas pathways to improving their knowledge

and trainingon the most effective aproaches for recruiting educators of color. One district
AYRAOFGSR GKFG YSSGAY3 gA0K aOdzZNNBylu ades TF 27
and options. BOCESIpport and resources were central to many of thesereath dforts,

particularly through Teacher Recruitment and Diversity Recruitment F&gsenteen perceruf

P-12 superintendentsand 31% of BOCHSstrict Superintendentsindicated that they have

requested support to improve their practices.

BOCESistrict Quperintendentsalso commented omctive efforts to ensure that advertisements

for school/district job postings reach candidates of color and that local districts are consciously
working to eliminate implicit biases from hiring processes b , queamrD&ersdy Survwe
revealed that nany P-12 districts are engaged imedicated and active efforts to improve the

cultural responsiveness of their teachers, as well as thej-

hiring practices and &ool climates. Some districts 428 FyaiAOALI

commented that they havhiredschool equity odiversity Diversity Task Force for the

leades or reached out to other human resource 20192020 school year and th

consultants to support their efforts in improving their we plan to track the success

school climates and policies. OtBstated that they have ourdia i NA OlG Qa S° 5
convened diversity task forces and advisory councils t SRdzOF GZNR 2F 02t 2N
review ther current pracices and make -NewYork State A2

recommendations. Superintendent

To complement the efforts of educator preparation

LINEIANF YA AY &dzLIIR2NIAY3 ySg S IDotcEphritendefits NE A Y
and 38% of A2 superintendentindicated that theyattend pogsecondary evergat institutions

of higher education with diverse student populatiotts recruit educators of colomto their

schools and districts, as seenHigure45. Further, maly P12 superintendentited creating

materids, such as job postings or school webpages, that reflect a commitment to diversity in

their districts.
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Figure45: Question #27

What does your district/school/BOCES do with the goal of
recruiting educators of color?

Recruit / atend career fairs at institutions of high
education with diverse student population:

We do not undertake specific recruitment activitie
targeting elucators of color

Create materials (e.g., job postings, district websi
that reflect a commitment taliversity

Partner withinstitutions of higher education to recruit
more students of color into educator preparatiol
programs

Offer incentives to outeacters to seek leader
certification

Responses

Recruit from other districts with diverse educatc
workforces

Rl

Offerincentives to our paraprofessionals to see
certification

Offer employment to preservice candidates of coloj
who are in the district for fielghlacements and clinical
experiences, once they are certifier

N

Partner with a communitypased / nonrprofit
organization that focuses on recruitment and retentio
of educators of color

Exam fee / fingerprinting cost waivers or stipenc

11

0% 10% 20% 30% 40% 50% 60% 70% 80%
Percentage of Respondents

m BOCESH Districts

Responses listed tigsttof 2 6 Sad o6& a5AaGNAROG&E
Respondents were asked $electall that apply
NYSED Educator Diversity SynZ919
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5. Induct, develop, retain, and promote effective educators of color

oFrom my personal experience, there is a different set of experiencemg®as an
educator and schooleader of color It was instrumental to receie that unique
[mentoring]a dzLJLJ2 NIi FNRBY &a2YS2yS gK2 2214 tA1S

T Princess Francois, Assistdftincipaland 2019Milken Educator Award Reeent

For any new educator, it is important to knowaththey will be welcomel, respected, and
supported in the workplace. This is particularly important for educators of coloriaegten
environment where they may fedifferent and isolated To impove the retention of high
quality educators of color irthe profession, dcal schools, districts, BOCES, and educator
preparation programs need to collaborate strengthen and expand their mentoring programs
and induction supportshe committed to improvig the working environment for educators of
color andprovide career laddersd extend leadership opportunities and pathways to effective
educators of color.

Survey Suggestions: Improving Working Environments for Educators of
Color

Culturally responsivechool climates and thriving peer support networks caimaat educators

of cobr into districts and schools and encourage them to stay. Nearly 50% of District
Quperintendents and 33% of-B2 superintendents indicated that increasing the diversity of
schod district and/or building leadership would most helmprove the recruitment and
retention of educators of color in districts and classrooms, while almost 60%istrict
superintendents also indicated that culturally relevant professional developmentarnitula
would further improve the working environmeéior educators of colo (Figure34).

Peer support networks, such as affinity peer support groups and cohorts, were also cited by
survey respondents as beneficial for helpedyucators of color enter and persist in districts and
classroans. As seen eber in Figure34, 59% of District Superintendents and 45% ef2P
superintendents supported such strategies.

Survey Suggestions: Mentorship and Induction

Sholars suggest thatchool districts would berf@é from stronger new é¢acher induction
programs and ongoing mentorship to support the retention of teachers of ¢éloin New York
State, new teachers are required to complete a g¢m@@r mentorship pon hire in any district.
bSg 2 N { 0 20019)@rapha@ifed the nedtto-ingprove the consistency and quality

5

Y

2T GKS NBIJdANBR YSYG2NAy3I adGdriaSéARS YR b, {¢

mentoring programs with differentiated supporte enable new teachers and school leaders to
succeed:®® Nearly 80% of educatopreparation deans and District Superintendents and 59% of
P-12 superintendents believed that mentorship and/or coaching would most help to improve the
recruitment and retention deducators of color in districts and classroorig(re34).

Several states have comprehensive new induction system in operation nationDielaware
for example, requires all new teachers participate inyedr induction and mntoring program
in order to advance their license. D¢ ¢ kb GCaBkehensivimduction Program includes weekly
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meetings, eight observed lessons each year for the first twosyend annual participation in
evidencebased professional learning, among othéeatures under a $300,000 annual
appropriation. In 21314,5 St I ¢ I NBneat of E=8ucation created a competitive grant

program to incentivize innovation in the mentoripgogram; the first five rounds have seen $1

million awarded to district and ciilli SNJ aOK22f a G2 FdzyR (KS GRS@OS
innovative inductionmodels for new educatorg>®

lowa also has a comprehensive new teacher induction system followiagatioption of their

Teacher Quality Act in 2001, which expanded teacher indocttatewide and made it a
requirement for secondier teacherlicensure. low Q& aSy d2NAYy3 | yR LyRdzO(
involves roughly 3,000 firsand secondyear teachers arumally. The program is structured to

LINE A RS -ased miRBwhOrluctionequirements but broad flexibility in program

R S a A Jeyiablesthdols and disicts to tailor the program to meaningful activities that are
responsive to their local contextsThe state distributes $1,300 to districts and Area Education
Agencies for eacfirst- and seconeyear teacher, of which $1,000 goasmard nmentor stipends

and the remaining goes toward program costs. Over $4 million was allocated statewide in the
201617 fiscal yeat°

Survey Suggestions: Career Ladders and Financial Incentives

Ai alilFdSR Ay bSg , 2NJ { ddriidr&aning riefy §athers aind s¢hoad H 1 M T 0
leaders as well as increasing their effectiveness in the classroom and dssthet provision of

continuous supportd®? The Department believes that retaiy effective educators requires

providing meaningful gportunities for leaderhip and advancement throughout their careers

that recognize and reward excellence and enhance athrcsucces.'6?

Fifty-four percent of District Superintendents, 40% o2 sugrintendents, and over 60% of
educator preparation deas believed that teacherleadership opportunities would help to
improve the recruitment and retention of educators of colo districts and classrooms. Nearly
half of District Superintendents andI2 superintendents and 72% of educator preparation
deansindicated that financidincentives such as longevity bonuses would be most beneficial for
recruitment and retention. Hatator preparation deans likewise indicated strong support (68%)
for cost of livng assistance, such as transportation, housing andadme,though less tha 20%

of District Superintendents and P2 superintendents agreedrigure34).

Current Efforts: Retention and Development

1 New York City For postsecodary faculty, ONY launched th#&lellon Faculty Diversity
Career Enhancement Initiative 2017to support sustained mentorship for junior faculty,
enhance praspects for tenue and promotion, and increase ovdridculty retention rates.
CUNY also established tiversiy Projects Development Funédministered by the
University Advisory Council on Diversity, to support educational projects, scholarly
research and other initiatives that prometmulticulturalism, diversity and inclusion,
affirmative action and nondiscrinmation, and hosts a biennidtaculty Diversity and
Inclusion Cordrencein which facu® G RS @St 2 LI Ofsyfod fpditiveCctiahged S | O
in the belief that diversity in all its manifestations is a driver of success for the CUNY
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O2 Y Y dzy Radhdofiese aregedarR G261 NR /! b, Q& O2yand ydzSR |
sustininga diverse commuity of students and educators

¢KS ! YSNAOI Y adzaSdzy 2 MadbetsofdekslinfTeabigpiiogranNE Q& o
is designed to address the shortage ofte&ciace teachers itigh-need schools The

progamK | & &dzO0SaaFdzZ teé NBONMWZAGSR RAGSNARS OFy
which are people of color, 44% male, and 35% cachkangers includig military

veterans. Ninetfour percent of teacherfrom AMb | Q&  F Achidorii reniniKaddh S

the profea a A2y FT2NJ Y2NB GKIFYy o &SIFNARO® labl Qa
research for diversifying the workforce and supporting teachers of auibr a focus on
retention through:

1 High retention supportiv@athways, which includs recruitment from HBCUs and
LatinX serving institutions, a full fellowship angear living stipend, and a full
year mentored teaching experience; and

1 Comprehensive inductionupports for 2 years, including emrriculum design,
on-site doservations andcengagement, and paid inductiomeetings to ensure
that graduates are able to attend.

InMassachusettsas partofi KS adl §SQa Ly Tt dzSyOS wmnnseletsYLd A3y
oneaspiring suprintendentl & |y & L §/FElf@dzEBl@S engge in monthy leadership
development programmingocused on understanding racial identity development, political
navigation, negotiation, working wita schoolboard, and buildng a multiracial professional

network. National andocal sakers and expés areinvitedto each session, expandi@St f 2 6 & Q
professional networks.

Survey Findings: Retention Supports

b, {95Q& 9RdzOI (i 2 NJ 5 A @EuNEdaidior pfogiadd® &fer suppdgydvenlyl K I G
to both novice (63 years)and vderan teachers 4+ years), mdscommonly in the form of

invitations to participate in alumni events or online information sharagyseen ifFigure46.
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Figure46: Question #19, Edutta Preparation Deans

Which of the following does your institution / program offer to
its graduates [of color]?

Invitations to spakat events as alumni

Invitations to attend Department events (e.g
guest lectures)

Continued acces® career development]
support (e.g., resume helmterview practice)

Communication network (e.g., Facebook grot
LinkedIn, listserv)

Centralized jb opportunity postings (e.g.,
shared on a website, through listserv:

Targeted professional learning partunities

Responses

gl

Mentorship / coaching

Invitation topre-service professional learning
opportunities

Peer support network

Invitation to mentor presenice teachers |

Formal induction program (i.e., comprehensi
supports during first year(s) of teaching

I

0% 10% 20% 30% 40% 50% 60% 70% 80%
Percentage of Respondents

B Veteran Teachers (4+ years) m Novice Teachers (0-3 years)

Responses listebighesttof 2 6 Sa G o6& &b 20028058 NBOHEOK SNA 6 n
Respondents were asked to select all that apply
NYSED Educator Diversity Survey, 2019

The most common suppts offered by dstricts and BOCES regiars mentorshp/coachngand
formal nduction programsas seen irrigure47. Just oveR0% of districtsaid they daot offer
any retention supports.
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Figure47: Question #31P-12 Superintendents & BES Disict Superintendnts

What supports does your district/school/BOCES offer with the
goal of retaining educators of color?

Mentorship programs / coaching

Formal induction program (i.e., comprehensi
supports during first year(s) of teaching

Peer support network (i.e., fifity peer support
groups, cohorts)

Culturaly relevant / responsive curricula any
professional learmg opportunities
Inter-visitation options for collaborative Ieaming-
/ support (within the school or in other districts

Social opportunities for fadty ard staff (e.g.,
after-school networking eants)

We do not offer retention supportsh

Loan forgivenss programs1‘
L R2Y Qzl1 Y26

Communication network (e.g., Facebook grou,
LinkedIn, listserv)

Responses

Cost of living assistance (e.qg., transportatic;ing,
housing,childcare)

0% 10% 20% 30% 40% 50% 60% 70%
Percentage of Respondents

m Leaders of Color m Teachers of Color

Responses listebighesttof 2 6 Sad o6& a¢SFOKSNBR 2F / 2f 2 NE
Respondents were asked to select all that apply
NYSED Educator Diversity Survey, 2019
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6. Ensure transparency, accountability, and research

Advocates have argudfiat, to improve equity in the eacher workforceNew Yok State must
improve ¢data transparencyF @+ A€ | 6 A £ A (i & throughfR thelt&aShErdaipefirR@ & £
encourage informed decisiemaking and suppoiihformation-sharing efforts, such as statewide
hiring reedsand partnership oportunities163 For exampe, in a December 2019 repokt & 2 K | {
to Make of Declining Enrollment in Teacher Preparation Proggarttee Center for American
Progress (CAP) called fmore detailed data collectioon teacher supply and deamd within

each statesuch as teacher vacancies, hiring needs, and turnt¥etoo little is known about

why students enroll in teacher preparationggramsand how the enrollment varies among
studentgroups (e.g., racial, ethnic, gendage groups) whig, in turn, hampers thedesign and
implementation ofeffective policy solution&®®

In New York Statencreased data transparency on topics such asdliversity of students and
faculty, educator prepration program job placement rates, district hiringedks, enployee
satisfacton, and retention ratesvill facilitate researchand enableinformed decisioamaking by
students, prospective educators, adnstrators, and policymakers Furthermore, data
transparency is an essentidkep toward assessing progresand atablishingaccountability for
results.

Current Efforts: Engaging in Research and Information-Sharing

Most of the data needed to analyze ethtor diversity in New York State is already pdste

b, { 95 Q& abdauailabl¢ fariieSearchersigetitioners, and the pblic to download For
more information on the data collections used in the development of this reporAggendix B:
Publicly Available Da. Each BCE%ndBig Five school district shld undertake a padictive
two-year and éur-year analysis of the future demand for certified teachers in their region. Such
analysis should takéto accountpast teacher turnover, impending teacher retiremeriig
subject area and census data to deteiire future enrollment. This analysis shdd be provided

to all educator preparation programs the regionto support their recruitment effortsand to

all guidance counselorto makehigh schooleraware of potentiajob opportunities.

Around New Yorstate and across &natian, much work ifeing done to improve transparency,
accountability, research, and the sharing of promising practices to support the @icaion of
the educator workforce For example

§ Capiaal Regiom v dzS§&a (i NJ L L L vy.fdr Edudatiddal &le@dhisSENgaged a
representative to reach out and work with local school counselors and teachers in diverse
districts to complete a study looking at local barriers that are preventing students from
entering the educational career fatl Questar Il islready using the prelininary,
FySOR2GIf FAYRAy3Ia 2F (GKS addzRe (G2 1 dzyO
partnership with school superintendents and administrators, intended to portray
teachers asole models and improve student pegptions ofthe teaching pofession.

1 Capial Region & North Countny With its latest round of fundingThe Classroom
Academyhas extended its work to focus on improving educator diversitth an
emphasis on resear¢imduding:
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o Assembling a diverse leadership team et(Ppractitioners that inclugs African
Americans, an immigrant from West Africa, a Latinx, an LGBTQ representative, and
postsecondary faculty frorhistorically Blackolleges anduniversities to:

A Explorestrategic recruitment and retention/support strategiesrfdiverse
candidates ircrafting a sustainable model; and

A Identify the aspects needed for candidates to be fully prepared to teach
diverse student populations.

o Extending their research to include atddnal classrooms with diverse students;
and

o0 Engaging im knowedge scan andapture oftheir current work to identify gaps
and develop resources and technical assistance for future partnetships

1 TheAmerican Association of Colleges for Teacher EducaffCTE) has recently made

strides in addressing the shage of special educatin teachers of color through
informationd K NAy 3 STFF2NIas SELX FAYyAy3d GKIFG SRdz0
FYR R2 a2YSOKAyYy3a GKI GQa ryxhiihas apyofessibréadyl y R Sy
S OKSNX ¢ KRourlkindgeaphiSiFeBc@si®® | | / ¢9 LX I ya (2 a
OFasS &aGdzRASEa 2F RAFTFSNBYyUGU NBONMHAGYSYG |yl
information and resources about best practices availablealbinstitutions of higher

SRdzOl GA2y a2 pinRigsNdatYitavihia Beiryocal cBnkexEs?

1 TheU.S. Department of Educatignn partnership with Microsoft, has delped the
Teach.orgonline recruitment platform, which is being used by @wcticut, North
Carolina, and several large cities tgiove the transparencyf the educator certification
process. Connecticut officials say that theTeachCTsitet which provides career
roadmapsa searchhle database of preparation progranes applicatiorchedlist, chat
support,and other tools hasbeen successful in reachingtpntial educatorf color.

Several organizations are actively researching the issue of educator diversity here in New York
State,such as the Coalition of Urban Teacher Education aaklbpnent (CGUTED) and he
National Center for Suburban Studies at Hofstra University. In 2B&%ducation Trust New

York published arducator Diversity Playbooss a tool for schdodistrict leaders who are
interested in improving diversity, equity, and inclusion in their schools anttaleoffices. P-12
districts and educator preparation programs can capitalize on the great work kdeime by these
organizatiors and use these resources tmprove their effortsto attract, recruit, prepare, and

retain educators of color statewide.

Survey Findings: Tracking Diversity Efforts

b, {9504 9RdzOI 12 NJ 5A @S NAE A-A2 distfcrizidd H58% of adimater (O K I {
preparation programs track thsuccss of their effots to recruit educators of colorFigure48

shows that 60% of the educator preparation programs that track the success of their efforts
collect compleion rate data of candidates of color, 55% collect adinis rades, and 48% clact

certification rate and matriculation rate data on candidates of color.
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Figure48: Question 21, Educator Preparation Deans

What data do you collect related to recruiting and/or preparing
and retaining educator candidates of color?

Completion rates of candidates of colo_
Admission rates of candidates of col_
Certification rates of candidates of colo_
Matriculation rates of candidates of colo_
Persistence rates of candidates of col_

Responses

Survey data from enrolled student_
Job placement rates of candidates of col_

Survey data from prospective student-

0% 10% 20% 30% 40% 50% 60% 70%
Percentage of Respondents

Respondents were askéd select all that apply.

NYSED Educator Diversity 8yn20B

In R12 distrcts and BOCESBigure49 shows that just over 10% of respondents who track the
success of their efforts to recruit educators of color into their dissriot BOCES collect data to
analyze the alignment of thdiversty of their edwcator workforce with that of their student
populations. Eighteen percent ofl2 superintendents further indicated they collect data on the
hiring rates of candidates of colartheir districts.
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Figure49: Questia #29

What data do you collect related to recruiting educator
candidates of color?

Hiring rates of candidates of colc

Compare the diversity of our educatot
to that of our sudents in the hopes ot
bringing them into close alignmenr

Demographic data on owpplicants
and hires

Application rates of candidates of colg

Responses

Demayraphic data on candidates
recruited

3

Survey irservice educators of colo).

Survey candidates who do natcept i
job offers

0% 2% 4% 6% 8% 10%12% 14% 16% 18% 20%
Percentage of Respondents

m BOCESH Districts

Responénts were asked to select all that apply.
NYSEEducator Diversity Survey, 2019

CKS 1020S FAYRAYy3Ia FTNRY b, { préansigefoisdeOmpiiogeN] 5 A @S
the transparency and accountability of districts and educgtoeparation programsn the

recruitment of educators of color into theaching profession, but more progress must be made.

P-12 districts and BOCHSparticular need to improve their data colleati® and efforts to track

the success of their recruitmerstrategies and hiringracticesto support continued research

into the challenge of educator diversity in New York State.
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Future Research

In 2009, the report of the Americaaducational Research Assation (AERA) panel on research

and teacher educatiorwoncluced that the field of education would benefit from studies that
examinedwhat teacher candidates actually learn, how their learning is played out in practice in

K-12 schools and classrooms, ar@éii 0 KA & Ay Ff dzSvad @ithin thédzbdext gf Q € ST N
varying resourceallocation, schools, communities, and prograéf$ Only through ongoing
NBEaSINOK OFry ¢S 0S3aAYy (G2 dzy RSNBUIFIYR agK2 A& | (
theyteakK > | YR K2 ¢ ¥0asiall ash&id@actai prdparaton programs ondacher

guality and student outcomes and the ingiaof policy decisions on educational equity.

This report reveals several findings of interest for further researehrticulary importantin
these efforts is a focus aaducatordemographts includng baseline comparisons across other
disciplines and professions begin to understand the lack of diversity in the educator workforce
and its policy implications, the preparationcpersistence of teachers of color throughout the
educdor pipeline, and the dynamics of hiring, supporting and retaining educators of cblor.
According to the AERA pageB  NJBpkazhbidiling such research initiativesl take strategic
investments angartnerships amongnstitutions of higher educationchoolsand districts and
research and policy institutewith a focuson increasingsharedknowledge ofthe important
features of educator preparatioprogramsandtheir connections with student outcoes!’*

To that end, ducational stakeholders in New Yashoutl continue toengage in, facilitate, and
support ongoing research ate diversity of the{ G I 4§ SQ& S R dzGhdibRilNbndhz NJ T 2 NJ
findings of this report for the betterment ajur schools, ¢achers, and students

Next Steps

Some progress is gy mac in addressingil KS A &d&adzS 2F ¢2N] F2NOS RA
education system, but more intentional and comprehensive efforts are needed to change
entrenched practices that perpetuate the stetquo.

The Department envision$at the data, reconrmendatons, and exampkecollected here will

serve as a resource not only to the Legislature, which commissidnedeport, but to districts,

BOCES, anetucator preparation entities who are seekiggidance as to what they can do to

improve educator diersityin their regionsand communities Because of the need foufiding

to launchinnovativeand supportivgartnership programs and toefray the costshat can deter

diverse candidates fronpining the professionthe 202021 RegentBudget and Legidiae

Priorities includds LJ- O1 F 3S 2F LINR LR alfa F2NJIAYLNRGAyYy3A
workforce, informed by the findings of this repggeeRegents Proposals As an important next

step, the Board of Regentsalld aticulate its ownexpectations, to guid further action by the

field.

As he Departmentcontinues to implement the commitments iNew Yorks ESSA plait will

look at the potential to use it®wn leverage including data transparencyand regulatory

authorityt to support the efforts being nade by districts BOCESand educator preparation
institutions in pursuit of equity of opportunity and outcomes in New Y8tateQa SR dzOl (A 2
system.
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ApperdOver vi SewwoftkTeac Peeparati on
CertifiPcatciesss

In New Yok State, there a multiple pathwaysto becoming a certified teachemcluding 1) a
registeredNew York Statéraditional undergraduateor graduateteacherpreparation program
that leads to eacher certiftation, 2) a registered "alternative" teher peparation programalso
offered throudh aNew York Staténstitution of higher educatioflHE) but with characteristics
that distinguish it from "traditional" programs, and 3) individual tram@tcevaluation. For more
information on theseand addtional pathways, pleaseisitthe Office ofTeaching Initiative§OTI)
website athttp://www.highered.nysed.gov/tcert/cerificate/pathways.html

Prospective teachers who alreadoldl 6 | O KrSv & NBelyEein a sibject aea of the

New York State certificate sougtmay enroll in an alternativeeacherpreparation program at a

New York StatdHEand be recommended foinitial and/or Professional teacher certification

upon program completion. Thse programs often #&tact individuals who ave prior work
SELISNASYOS o6dzi INB aSS1Ay3 | vy Sohang®NBENBIS NE¢ KO Y3
of these alternative prparation programs is to increase the number of qualifieacrers in hard

to-staff subjects and geaogphic areas’?

New York State Teach&ertification Requirements

For more detailed information on NYS teacher ¢edtion requirements, please visit our
certification help page ahttp://eservices.nysed.gov/teach/certhelp/CertRequirementHelp.do
Selectedcertification requirements, depating on the pathway to certificationya listed

below.

Initial Certification¢ Selected Requements

Requirement Cost Description
CompeteaNYS Varies "Registered program" meansteacher
Registeredleacher preparationprogram that has beeapproved
Preparation in advance by the New York State Educatio
Program(traditional Departmentas containing th studies
or alternative) required fa certification as a New York State

educator. You may review a list of these
approved registeredprograms through our
Inventory of Registered Programs

Institutional Not applicable This refers to an online statement from a Ne
Recommendatn York State institution of higher education thg
for Certification has aregistered teachepreparation program.

Through the statement, the institution
recommends a candate for certification.

Pagell3of 206


http://www.highered.nysed.gov/tcert/certificate/pathways.html
http://eservices.nysed.gov/teach/certhelp/CertRequirementHelp.do
http://www.nysed.gov/heds/IRPSL1.html

NYS Teacher
Certfication Exant

Educating All
Students (EAS) Tes

$92

The EAStestada SaaSa OF YRAR
with researchvalidated instructional
strategies responsge to students with diverse
backgrounds and learningeeds
Competencies assegd include diverse
student populations,students with
disabilities English language learneteacher
responsibilities andschoothome
relationships.

NYS Teacher
Certificaion Exant
Content Specialty

Test (CST)

Up to $179 each

Offered in specific sulects, the CST contgs
of selectedresponse item&nd 1-3
constructedresponse items, depending on
the test The purpose of the test is to assess
knowledge and skills in the Bject of the
certificate sought.

edTPA

$300

Throughthis naional performane
assessment, individhls demonstrate their
readiness to teach by planning lessons that
adzLILI2 NI GKSANI aiddzRSYy
teaching the lessons in an educational geiti
YR daaSaaay3d GKSANI
assessrant requires candidate$o videotape
their work with students and reflect on their
teaching.

Dignity for All
Students Act (DASA
workshop

$70- $100,
depending orthe
approvedprovider,
or incorporded into
a NYS registered
teacher preparation
program wth no
additional fee

Individuals must conlpte the Dignity for All
Students Act (DASA) training workshop for
educator certification in New York Stafehe
trainingaddressesiarassment, bullying, ah
discrimination prevention and interventian
schools The éngth of the traning is at least
sixclock hours, with at least three clock hou
completed irperson (not online).

School Violence
Prevention and
Intervention
Worksh@

Approximately$30-
$50, depending on
the approved
provider, or
incorporatedinto a
NYS registered

Individuals must complete at least two clock|
hours of coursework or training in school
violence prevention and intervention
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teacher preparation
program with no
additional fee

Child Abuse
Identification and
Reporting Workshoy

Approximatdy $30-
$50, depending on
the approved
provider,
incorporated into a
NYS registered
teacher preparation
program with no
additional fee

Individuals must complete at least two clock
hours of cousework or training regarding the
identification and reprting of suspected chd
abuse or maltreatmet.

Coursework or
Training in the
Needs of Children

Approximately$30-
$50, dependingon
the approved

Individuals applyindor the following
certificate titles must complete at least three
clock hours of course work or training in

with Autism provider, or autism: Stidents with Disabilities, Deaf and
incorporated into a | Hard of Hearing, Blindnd Visually Impaired,
NYS regtered and Speech and Language Distédi
teacher preparation
program with no
additional ee
Fingerprint $101.75 Allindividualsapplyingfor certificationmust
Cleaance be cleared by the New York State Educatior

Department through dingerprint-supported
criminal history background elck. This
includes all applicants for certification, agll
as all prospectivemployees of school
districts, charter schals and boads of
cooperative educational services (BOCES).

NYSED Application
EvaluationFee

$50-$100, depending
on the pathway

Individuals apply for certification through the
onlineTEACH stem.

Professioral Certification¢ Reguirements to Progress

from the Initial Certificate to the Professional Certificate

Requirement

Description

Classroom Teaching
Experience

Teachers mustdwe3 yearsof paid, fulltime acceptable teaching

expeience.
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Mentored
Experence

"Mentored experence" refers to the guidance and professional
support that experienced, certified teachers provide to new teache
in their first year of teaching in a plib school.

al ai SNR&
and12 Graduate
SemesteHours n
the Content Caz

program

Teachers must comgte:
1 aNew York State registered graduate educator preparation

1 a master's or higher degree program in the content core of
Initial certificate @ in a related content arear

1 a master's or higher dgee pogram in any fiel, provided that
the candidate has completed at least 12 semester hours of
graduate study iranycombinatbn of content core of the
Initial certificate orcontentlinking pedaggy (teaching
methods) of the content core of the Initiaertificate.

INSPernanent
Residence or 3.
Citizenship

Individuals with United States Citizenship, Permanent Resident stz
or a valid DACA or similar relief from deportation status qaalify for
a Professional certificate.

In-State Tuition Cost for New YorkStateResdents

Public Collegs/Universities,Fall 2019

Institution Level Cost per credit Cost per year
SUNY Undergraduate $295 $7,070
SUNY Graduate $471 $11,310
CUNY Undergraduate $305 $6,930
CUNY Graduate $470 $5,545

For more informéon please visit:
SUNVYTuition & Financiahid athttps://open.suny.edu/content/tuitionfinanciataid

1 CUNY Tuition & Feesatps://www.cuny.edu/financiadaid/tuition-and-college
costs/tuitionfees/#14521827170323e8599¢3e15
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AppendiPaubB:icly Avail abl e Da

NYSEDs committed to making data available and gde use. Thisfollowing links to publicly
reported educational dateare providedso all interested parties can be better informed as they
work to advance student achievement.

Teachers

Gender, race, rad ethnidty is selfreported by individual teachers #e district level; theefore,
teachers havehe right to decline to identify their gender and/or race/ethnicity. For the 2018
19 academic year, fewer than 2% of teacher declined to identify theidge rae and/or
ethnicity.

The Personnel Master Fil®RBMFE Us a P12 systemthat collects and rports data for
approximately 200,000 New York State teachers and 30,00&eswrhing professionals. Data
are collected to meet State and federal reportiregiuirements and, when available, reported in
the New Yrk Stae Report Cardsrad in the Statisticabrofiles.

Gt SNA2Y Yy St al Rtpg/Svig. A fysed.gowia/@ni/ e &

Teacher/Leader Gender & ABata:

1 201718 Personnel Master FiteTeaching and Neieachig Statistical Rus
1 201617 Personnel Mster File Standard Statistical Runs
1 201617 NonTeaching Professional Statistical Runs
1 201516 Personnel Master File Standard Statistical Runs
1 201516 NonTeaching Professional Statistical Runs

1 Archive of StasiticalRuns 200€L through 201415
Teacher/Lader Race & Ethnicity Data:

1 Teacher Race Ethnicity Data 2€@117

1 Other Professional Staff Race Ethnicity Data 22Q17

P-12 Students
&Public School EnrIS v atgp:#www.pl 2.nysed.gov/irs/statistics/enroth-staff/home.html

StudentGender & Race/Ethnicityata;
1 FINAL District Level Data by Grade 2098

o District Enrollmentc Gender

o District Enroliment Race and Ethnic Origin
1 FINAL Digtict Level Datay Grade 20178

o Distiict Enrollmentc Gender
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o District Enrollment; Race and Ethnic Origin
1 Archive: FINAL Enrollment Data 262017

Gb, {GFrGS DNIRdzZ GA2yawlkaS2%F WHzySoé¢ , B NP B dzE DAY
https://data.nysed.gov/gradrate.php?year=2018&state=yes

Postsecondary Students
Postsecondary Student Data:

1 20092018 Graduation Data

A1 A IKSNI NRRAH i A 2he://Bwhw iinvised £ov/informationreporting
services/highereducationgraduationdata

United States Department of Educatiomitle Il Data

Educator Preparation Programs and Enroliméitps://title2.ed.gov/Public/Home.aspx
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Appendi x C: Li aedaEuaeampResgsi ew

Recruiting aad Retaining Teachers of Color: Current Research avlity? Examples
Learning Policy Institute
August 2019

The following memo(Part1) provides a revievof the research literature exploring the benefits

of a linguistically and raciallyiverse teacher workforce and the current barriers that exist both

in reaquiting and retaining more teachers of color in the edtor workforce. In addion to the
literature review, the memo also includes a series of policy opportunities and specific state
examples aligned with current programs and policy across New(Fart?). Part 1draws heavily

on a recent Learning Politystitute report entitled, Diversifying the Teaching Profession: How
to Recruit and Retain Teachers of Cdlor

Part 1. Current Research
Why a Ramlly and Linguisticlly Diverse Teacher Workforce Matters
Impact on Academic Outcomes

A growing body of research demonstrates that teachers of color provide benefits todeings,

especially to students of color. Studies havearfd tha teachers of calr boost the academic
LISNF2NXYIFYyOS 2F aiddzRSyida 2F O2f2NJF  GSFOKSNAOQ
mathematics test scores, graduation rates, and aspirations to attetidge For example, one

analysis of test score dateofn theTennessee STARS size study founthat Black elementary

students with Black teachers had reading and math test scores 3 to 6 percentile points higher

than students without Black teacheasmd that gains in test scores accumulated with each year
studentswere in a claswith a racematched eacher® Another recent reanalysis of the same

data found that being taught by a teacher of color can also have signifmagiterm academic
benefits. Tha study found that Blackd8 students assigned to a Blateater in their firg year

L carverThomas, D. (2018piversifying the teaching profession: How to recruit and retain teachers of Palor.
Alto, CA: Learning Policy Institute.

2Dee, T. (2004)Teaclers, race and stlent achievement in aandomized experimenfThe Review of Economics
and Statistics, 88),195¢210; Gershenson, S., Hart, C. M. D., Lindsay, C. A., & Papageorge, N. WTl{2dbry
run impacts of sameace teachers.Bonn, Gemany: FA Institute of &bor Economics. Disssion Paper Series;
See also: Clotfelter, C. T., Ladd, H. F., & Viddar (2007). Teacher credentials and student achievement:
Longitudinal analysis with student fixed effediconomics of Education Revi@g(6),673;682; Goldhabr, D., &
Hansen, M(2010). Race, gender, and teacher testing: How informative a toehcher licensure testing?
American Educational Research Journall}21&251; Egalite, A. J., Kisida, B., & Winters, M. A. (2015).
Represatation in the classroomThe effect of owsrace teachers on student achiewaent. Economics of
Education Review5, 44c52.

3Dee, T. (2004). Teachers, race and student achievement in a randomized experiment. The Review of Economics
and Statistics, 86{(119%210.
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of the STAR pgram werel5% less likely to drop out of high school and 10% more likely to take
a college entrance exam

Longitudinal data from North Carolina showed gamlongterm benefits. Black students who
were assigad to aclass with a Bikteacher at least nce in 34, 4", or 5" grade werdess likely

to drop out of high school and more likely to aspire to go to collége/ing at least one Black
teacher in gades 3 to =ut the high school dropout rate in hatirf Bla& boys.Black bogfrom
low-income fanilies who had at least one Black teacher in grades 3 to 5 were 39% less likely to
drop out of high school than those who had never had a Black teacheBI&ok students
ARSYUGATASR | &A yoQ26WNSss: vinai récgive ffrée pfedudedprice lunchevery
year of grades 3 throught8having a Black teacher increased their intentions of going to college
by 19%, and by 29% for Black boys specifi¢adilyother words, the benefit of having a Black
teacher forjust 1year in elementay school can persistver several years, especially for Black
students from lowincome families. Notably, Black teachers tended to have similar, though
somewhat smaller, effectsn nonBlack students.

Other studies of North Carobnstudent standardizeded performance havelso foundpositive
though smaller, effects afeachers of color on the student test scores of students of color.
Scholars have found similar patterns lmgher education. For example, underrepresented
commurity college students of color (Black, LatinxNative American, and Pacific Islander
students) fared better when taught by amderrepresented faculty of coldrThey were more
likely to pass a class @rearn a B or higher than underrepresented studentsabr n classes
taughtby White faculty.

Impact on Other Measures of Student Success

In addition to academic benefits, students of color can experience social and emotional benefits
from having teachis of color. A study using longitudinal data on Noréindinake5 students and
teachers between 20®and 2010 found that students with teachers of another race imade
unexcused absences and an increased likelihood of being chronically absent thartstuitlen
racematched teachers.nl particular, boys ofaor taught by White teahers were even more
likely to be chronically abserdnd to experience more suspensions than other studénts

4 GershensonS., Hart, C. M. [Lindsay, C. A., & Papageorge, N. W. (2017). Thelonighpacts of amerace
teachers. Bonn, Germany: I1ZA Institute of Labor Economics. Discussion Paper Series.

5 Clotfelter, C. T., Ladd, H. F., & Vigdor, (2007) Teacher credeils and student achivement: Longitudinal
analysis with student fixed effects. Economi€&ducation Review, 26(6), 66&82; Goldhaber, D., & Hansen, M.
(2010). Race, gender, and teacher testing: How informative a tool is tebhohiesue testing? Amedan
Educational Reseeh Journal, 47(1), 25251, Egalite, A. J., Kisida, B., & WintersAM2015). Representation in
the classroom: The effect of ownace teachers on student achievement. Economics of Education Review,45, 44
52.

8 Failie, R. W., Hoffiann, F., & Oreopoutn P. (2014.) A community college instructor like me: Race and dghnici
interactions in the classroom. American Economic Review, 104(8)¢2587.

"Holt, S. B., & Gershenson, S. (2015). The impact of tedehssgraphic representatn on student attendace

and suspensions. Bonn, Germany: IZA Institute of Labor Econ@isicassion Paper Series
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More recently, a similar study of North Carolina elementary, néddhd high school students
found that Black students ith more Blak teachersvere less likely to)gerience exclusionary
discipline; that is, suspension and expulsion. This was especially true in incidents that required
subjective judgement (e.g. "willfuefiance")® Non-Black students also had lower likelbds d
discipline whentaught by a Black &cher, though the effect was less extreme than for Black
students.

Scholars suggest that there might be a variety of reasons for the positive educatipealkances
students of color often have when taught bgachers of color: Teachrs of color have aole
model effect whereby students of color identify with seeing people of color in professional roles.
Teachers of color can also undermingereotype thret (i.e. the phenomenon of
underperforming because oéélingstereotyped as arunderperformer) by émonstrating that
they see students of color as capable, and they typically hagleer expectation$or students of
color than do White teachers. Teacheo$ color often function as cultural translators and
adwcatesfor gudents of olor because they ha multicultural awareness, and they tend to
provide superior quantity and quality of instructional suppibran White teachers to students of
color?

8Lindsay, C. A., & Hart, C. M. D., (2017). Exposure to-saraaeachers and student disciplinary outcomes for
Blak students in North Carlina. Educational EW@ation and Policy Analysis, 39(3): 48%0.

9 Auerbach, S. (2007). From moral supporters taggling advocates: Reconceptualizing parent roles in education
through the experience of workingass families ofolor. Urban Educatior42(3), 25@283; Guamo, C. M.,
Santibafiez, L., & Daley, G. A. (2006). Teacher recruitment and retention: A rétaarrecent empirical

literature. Review of Educational Research, 76(2)¢208; Boser, U. (2011). Teacher divgranatters: A stateby-
state analysis of tedeers of color. Washington, DC: Center for American Progress; Evans, M. O. (1992). An
estimate d race and gender role model effects in teaching high school. The Journal of Economic Education, 23(3):
209%¢217; Clevell, B C., & Villega®\. M. (1998). Diveifying the teaching force to improve urban schools: Meeting
the challenge. Education and Urb8nociety, 31(1),@.7; Quiocho, A., & Rios, F. (2000). The power of their
presence: Minority group teachers and scling. Review of Educational Research, 70(485528; Villegas, A. M.,

& Lucas, T. F. (2004). Diversifying the teacher workforce: A rettigpeand prospective analysis. Yearbook of the
National Society for the Study of Education, 103;102. 22. SteeleC. M.(1997). A threatn the air: How
stereotypes shape intellectual identity and performance. American Psychologist, 52(65221 Dee T. (2004).
Teachers, race and student achievement in a randomized experiment. The Review of Economics ard, Statisti
86(1), 19%210. 23.Fox, L. (2015). Segipotential: The effects of studeteacher demographic congruence on
teacher expectations anckeccommendations. AERA Open; Ouazad, A. (2014). Assessed by a teacher like me: Race
and teacher assessments. Educatikinarte and Policy, 9, 334,372; Gershermn, S., Holt, S. B., & Papageorge,
N. W. (2015). Who believes in me? The effect of studeather demographic match on teacher expectations.
(Upjohn Institute Working Paper £831). Kalamazoo, MI: W. E. Upjdingtitute for EmploymenResearch; Baron,
R.M., Tom, D. Y. H., & Cooper, H. M. (1985). Social class, race and teacher expectationBulsel. (Ed.),

Teacher expectations (pp. 26469). Hillsdale, NJ: Lawrence Erlbaum Associates; Tenenbaum, H.dk, & Ru
(2007). Arete OK S NB& Q Sdiffedsh(Jar radiaknginbrity than for European American students? A meta
analysis. Journal &ducational Psychology, 99(2): 2333; Downey, D. B., & Ainsworbarnell, J. W. (2002). The
search for oppositionleculture among Black atlents. American Saabgical Review, 67(1), 1§864. 24. Warikoo,

N. (2004). Race and the teackstudent relationsip: Interpersonal connections between West Indian students
and their teachers in a New York City high school. Réugicty and Educatior”(2): 13%147; KingS. H. (1993).

The limited presence of Africeimerican teachers. Review of Educational Rese&®(2), 11§149; Irvine, J. J.
1990). Black students and school failure: Policies, practices, and prescriptiostpoWeCT: Praeger; Aaistein,
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Studies also suggest that all students, including White studebenefit from havingteachers of

color because they bring distinctive knowledge, experiences, and role modeling to the student
body as a wholeStudents of color and White students both report maypositive perceptions

of their teachers of color, rludingfeeling cared fo and academically etienged A study using

the MET database analyzed the perceptions of students in grades 6 to 9 of Black, Latinx, and
White teachers along seven outcome meees, which included feeling cared for and
academicallychallenged, among othes. The researchers psistently found that students
expressed more favorable perceptions of Black and Latinx teachers than of White teachers. Latinx
teachers were almost alwaysited higher than White teachers across all seven messu
Swudents rated Blak teachers higher othree of seven measures, and Black students reported
especially favorable attitudes toward Black teachers across all outcome measures. Asian
American studets also rated Black teachers higher on most of the onte meaures In
demonstating the positive prceptions students have of teachers of color, these studies suggest
that all students can benefit from a more diverse teacher workforce. Other researcioinac

that overall ratings of teachers on this survean pralict student leaning gains for thosevho
responded to the survey, as well as for other students in the éfass.

Research on implicit bias has found that when individuals of diverse racial dmic et
backgrounds have childhood interactions with indualsof other racial lackgrounds, including
friends, caretakers, neighbors, and classmates, they are less likely to hold implicit biases in
adulthood than those who have had less interracial contaahildhood. Businesses appreciate

the importance of Iring employees who camvork well with othersn a diverse and global society.

In an amicus brief to the Supreme Court, several leading American companies, including Apple,
Walmart, Shell Oil, and othg argued that employees educated in more diverse ey
environY Sy i & etteN&ble to avork poductively with business partners, employees, and
clients in the United States and around the world; and they are likely to generate a more positive
work ervironment by decreasing incidents of discrimination atereatypina & én turn, being

taught by adiverse teacher workforce works towards this end as well; it can help all students
develop dispositions that prepare them for civic life and the workforce.

B., Ogawa, RT., Sexton, D., & Freitas, C. (2010). Retaining teachers of color: A pressing problertenta p
AUNY GSTMO-TFENFBKINBRK22f ad wSOASH @G, VAeydgON. M. A&ANEJD. wSa St NOFk
(2010). Diveri$ying the teachingdrce: An examination of major arguments. Urban Review 42(3;927 5.
Cherng, HY. S., & Das, L. A. (2017). Multicultural matters: An investigation of key assumptions of multicultural
education reform in@achereducation. Journleof Teacher Educatio 26. Casteel, C. A. (1998). Teaettadent
interactions and race in integrated classroonmirdial of Educational Research, 92(2), {112; Taylor, M. C.
(1979). Race, sex, and the expression offsdfifling prophecies in a labatory teaching situabn. Journal of
Personality and Social Psychology, 37(6)8%92

0 Cherng, HY. S., & HalpiR. F. (2016). The importance of minority teachers: Student perceptions of minority
versus White teachers. Educat@rResarcher, 45(7), 40¢420; Irvine, J. §1988). An analysis of the problem of
disappearing Black educators. Elementary School Jo@®g), 508514; Raudenbush, S. W., & Jean, M. (2014).
To what extent do student perceptions of classroom qualitydpreteacher value adde?lin T. J. Kane, K. iRerr, &

R. C. Pianta (Eds.), Designing Teacher Evaluation Systems. San Francisco, Ay ZBongj Inc.

11 Brief of Fortunel00 and other leading American businesses as amici curiae in support of regpoirésher v.
Univerdty of Texas at Austi (2015).
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Impact on the Field

Most of the literature explores # impad teachers of cabr have in directly fiecting students,

but there is also some evidence to suggest that increasing teacher diversity may also benefit
teachers of color already in the field. $everal qualitative studies, teachers of color exprésse
feelings d isolation,frustration, and faigue when they were one of few teachers of color in their
schools. This finding suggests that increasing the diversity of the teaching force may alsb benefi
students indirectly if it helps to improve teachertiséacton and decreasdeacher turnover, a

key contributor to teacher shortages and school instabifity.

In addition,teachers of color are a resource for students in heretaff schools. Many te&ers

of color report feeling called to teach in lewwcome conmunities of color positions that are
often difficult to fill*> Currently, three in four teachers of color work in the quarter of schools
serving the most students of color nationally. Teach#rsolor play an important role in filling
gaps in thes schods, and whether tiey decide to remaiim teaching has significant impacts on
students of coloi*

What are the barriers for recruiting and retaining teachers of color?

Barriers to recruiting teghers of color exist at each stage of the teacpgreline, beginning at

the kg12 level with acaderaiperformance and attendance. According to data from the National
Center for Education Statistics, reading and mathematics scores on the National Assessment
Educational Progress (NAEP) have increasestidents acoss the board sice the early 1990s,

but Native American, Black, and Latinx students still score below their White and Asian American
peers with growing achievement gapfsin 2013, Native Ameran, Alaska Native, and Pacific
Islander studentswere the least likely of allstudent groups to haw perfect attendance, and
Native American and Alaska Native students had the highest rate of chronic absenteeism. In
2012, the percentage of Black boys agids who had ever been suspended was more thaiodw

the rates for boys and ds in other racial ad ethnic groups. It is important to note that these
suspension rates, which lead to higher dropout rates, are not because of greater misbehavior but

2Simon, N. S., & Johnson, S. M. (2015). Teacher turnover ipongity schools: Wat we know and can do.
Teachers College Record, 117(8B4; Griffin, A., & Tackie, H. (2016). Through our ey&specives and
reflections from Black teachie. Washington, DC: The Education Trust.; Ingersoll, R. M. (2001). Teacher turnover
and teachesshortages: An organizational analysis. American Educational Research Journal, 3863¢:499
Ronfeldt, M., Loeb,.S& Wyckoff, J. (2013How teacher turnoveharms student achievement. American
Educational Research Journal, 50(%B@t Sutcher, L., Déing-Hammond, L., & Carvdthomas, D. (2016). A
coming crisis in teaching? Teacher supply, demand, and shortatfesihS. Palo Alto, CAearning Policy
Institute.

BVillegas, A. M., & Irvine, J. J. (2010). Diversifying the teaching force: An examafatiajor arguments. Urban
Review, 42(3), 149.92.

4 CarverThomas, D., & Darlilgammond, L. (2017). Teacher tower: Why it matters andvhat we can do about
it. Palo Alto, CA: Learning Policy Institute.

15 Sutcher, L., Darlinggammond, L., & Carvdhamas, D. (2016). A coming crisis in teaching? Teacher supply,
demand, and shortages in the U.S. Palo Alto, CA: IngpRulty Institute.
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due todiscriminatory discipliné® High school dropoutateshave fdlen since 2013yut dropout

rates for Native American and Latinx students remain among the highest (12% and 13%,
respectively). Dropout rates are especially high for Latinx and Pacific Islanudlemts born
outside the U.S. (22% and 13%). fAgh, the lower levels of aademic performance and
attendance sets students of color apart from White students even before attending college.

Obstacles to Completing College

Unfortunately, even after matridation, college completion rates are low amongadsnts of

color who enroll incollege generally aheducation programs specifically. Data from the U.S.
Department of Education shows that Black, Latinx, Pacific Islander, and Native American or Alaska
Native college students are less likely than studevisrdl to graduate within 6years. Nationally,

A40% of fubi A YS a0 dzRSyda ¢gK2 o06S3ALyYy | ye -yaal Olkdged 2 NDa
graduated within 4 years, and 60% graduated within 6 years. Howewegy than 25% of Black

or Native American or Alaskdative stucents graduated whin 4 years, and just1% graduated

within 6 years. For Latinx students, 54% graduated within 6 years, and 50% of Pacific Islander
students graduated within 6 yeats.

Students2 ¥ O02f 2NJ I GGSYLII Ay 3 (LfacGevialihdiénges. ®dla®K St 2 ND
have cited inceased financial burdens as a key contributor to reduced college completion among
students generally, claiming that this leads students to work more angl fialer classe® In

addition, research finds thastudents of color are oftendiscouraged from conpting their

degrees due to factors including being underprepared for collegel coursework caused by a

lack of exposure in high school, family respoitisiéss, transportation difficulties, dissatisfach

with the lack of facultydiversity, and the dficulty of being in an environment that does not

16 Gilliam, W., Maupin, A Reyes, C., Accavitti, M., & Shic, F. 2@.&®). S Nf & SRdzOF 62NEQ AYLX A O
sex and race relate to behavior expectations and recommendations of preschool expulsions and suspé&lesions?

Haven,CT: Ya University Chil Study Center,d18; Finn, J. D., & Servoss, T. J. (2014). Misbehavior, suspensions,

and security measures in higiehool: Racial/ ethnic and gender differencésurnal of Applied Research on

Children: Informing Policy for Childrat Rsk, ® H U 2 omels,[DnJT(20[L40losing the School Discipline Gap:

Equitable Remedies for Excessive Excludi@w York, NY: Teachers College Press; Pappas, L. (20&8).

students of different ethnicities are suspended for the same infraction is theagedength dtheir suspension ta

same?™ew York, NY: New York Independent Budget Office. Goff, P. Agrdaek<C., Di Leone, B. A. L., Culotta, C.

M., & DiTomasso, N. A. (2014). The essence of innocence: Consequences of dehumanizing Blackainildten.

of Pesonality and Socialsjchology, 106 n 0 5 pHcbpnpT 9LJAGSAY I w@GHhoodf  { S WD V
Ay i SNNYzLIG SRY ¢ KS SNJI AnadhBgtch, IDC:.Gedrgétown BriiveiEity law Ceiitar briRPig\@iy R
and Inequality; U.S. Government Accountability Office18).K¢12 edication: Discipline disparities for Black
students, boys, andisdents with disabilitiesWashington, DC: Author.

17 Executive Office of the President (2012). Investing in our future: Returning teachers to the classroom.
Washington, DC: Exedu Office othe President, https://obamawhitehouse.archives.gov/sites/ddfa
files/Investing_in_Our_Future_Report.pdf (accessed 2/3/17).

8 Hanushek, E. A., Kain, J. F., & Rivkin, S. G. 2004. Why Public Schools Lose Teachers. The Journal of Human
Resouces, 39(2), 3&:54. Scafidi, B., Sjoquist, D. L., &. Stinebrickner, T/RT20 dwl OSX t 2 SNl & X

YR
¢SFOKSNJ] a20AfAtede 902y2YXKDa 2F 9RdzOF A2y WSOASHI HcOH
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reflect or respect their culture or experiené2 A study of Native American college student
completion isues recommends that colleges consider embeddiragivi cultures, family
suppot, quality interactims with faculty, mentoring, and student engagement in academic life
to better support these student?

Low college completion rates for students of colore anot inevitable. Some schools

are successfully tyging candichtes of color tocomplete college ang@ursue education degrees.

According to a survey of teacher preparation programs (TPPs) administered by the American
Association of Colleges for Teacher Edion (AACTE) in 20§80, Minority-Serving Instittions

(MSils) successfully pmuced a more diversecandidate pool than Predominantly White
Institutions (PWIsj! Additionally, teachers of color who attended an MSI were more likely to
graduate with a bacheiINRa RS3INBS FNBY | & OKod 2dnparddNd R S LI N.
teachers of ctor who attended a PW? It is possible that the structure of education programs

and the supports provided at MSIs make teaching seem more attractive to college students of

color and make completing college more manageable.

The Imact of Student Debt ondacher Preparation Eollment and Completion

19 Allensworth, E., Ponisciak, S., & Mazzeo, C. 2009. The Schools Teachers Leave: Thiithar Mo

Chiago Public Schools. Consortium on Chicago Sétessarch. Chicago, IL; Boyd, D., Grossman, P.,

Ing, M., Lankford, H., Loeb, S., & Wyckoff, J. 2011. The Influence of School Administrators on Teacher

Retention Decisions. American Educationredéairch Jouria48(2), 30833; Loeb, S., Darlifidammond,

L.,& Luczak, J. 2005. How Teaching Conditions Predict Teacher Turnover in California Schools. Peabody

Journal of Education, 80(3), @; Johnson, S. M., Kraft, M. A., & Papay, J. P. 2012. HaexCidatters

inHighb SSR { OK22f 4Y ¢ KS KngGoSdlidna onZ Feir Rr@dssdrabIdtisiaction 2 NJ

FYR ¢KSANI { 0dzRSy(aQ ! OKASOSYSyYy i TS I & KRRNEE | /32 (DS S 3P0 261
Perceptions of Their Working Conditis: How Prediive of Planned and Actual Teacher Movement?

Edwcational Evaluation and Policy Analysis, 33(2)c835Marinell, W. H., & Coca, V. M. 2013. Who Stays

and Who Leaves? Findings from a THreet Study of Teacher Turnover in NYC Middle Schidels

York: Tle Research Alliance for New York City Schoolslri@g, R., Taie, S., Rizzo, L., Colby, D., & Fraser, A. (2013).
'aSNRa al ydzki2 Schaisand StafingiSurvey Volume 6: Public and Private School Teacher Data Files
(NCES 201335) U.S. Departent of Education. Washington, DC: National CefaeEducation Statistics.

Retrieved from http://nces.ed.gov/pubsearch.

20|ngersoll, R., Merrill, L., & May, H. (2014). What are the effects of teacher education and preparation on
beginning tacher attritiln? Research Report (#8R). Philadelphia: Congarm for Policy Research in

Education, University of Pennsylvania; Henke, R., Chen, X., & Geis, S. (2000). Progress through the Teacher
Pipeline: 199293 College Graduates and Elementary/See@mpdbchool Tadning as of 1997. Postsecondary

Education Descrijve Analysis Report. U.S. Department of Education. Washington, DC: National Center

for Education Statistics.

21 Podolsky, A., & Kini, T. (2016). How effective are loan forgiveness and sehdglzships forecruiting

teachers? (policy brief). Palo AIGA: Learning Policy Institute.

22Baugh, W. H., & Stone, J. A. (1982). Mobility and Wage Equilibration in the Educator Labor Market. Economics of
Education Review, 2(3), 2&374; Murnane, R. J& Olsen, RI. (1990). The effects of salaries and opportunasts

on length of stay in teaching: Evidence from North Carolina. The Journal of Human Resources, 23(24, 106

Loeb, S., Darlinglammond, L., & Luczak, J. (2005). How Teaching CondrtiediEt TeacheTurnover in California
Schools. Peabody JourrtdlEducation, 80(3), 4%0; Ondrich, J., Pas, E., & Yinger, J. (2008). The determinants of
teacher attrition in upstate New York. Public Finance Review, 36(191442
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The increasing debt burden of college may play a role in declining interest in pursuing education
careers. The average student lohalance increased nearly 60% between 2005 anti22®
about $25,00023 College 8 dzR Sy (1 & Q btldlehs/inflience theR Secisions about what
profession to enter; they are less likely to pursue education careers or take othgrapivg jobs
after graduation when they expect to incur more dettThis isespecidly true for students of
color. Accorthg to a study of college loan debt, even with the same expected debt burden and
post-graduation salary, undergraduate and graduate Black, Latinx, and Asiarican students
were more likely than Whitetsdentsto report that loans Iimited their choice ofeducational
institution, and Latinx students were most likely to report feeling limited by Iarlack
students were more likely to report that they wisth they had borrowed less to fund their
postsecmdary elucation, that they chaged their career plas because of their loans, or that
their loan payments were burdensome.

Student loan debt is much greater for Black students than for White students, athdthoe
amount of debt and the gap between Blaamkd Whte borrowers grows subsintially over time.
Based on an analysis of administrative loan data and Department of Education Baccalaureate and
Beyond data, Black undergraduates graduate with about $7,4@0e ndebt than White
graduates, but have more tma$25,M0 more debt than White graduates 4 years ait
graduation?® The gap more than quadruples over 12 years, with Black graduates owing $43,000
more than White graduate¥’ This debt gap between Black anchit¢ college graduates is due

to greater undergaduate borrowing, greater gradate school borrowingand greater loan
interest accumulation when interest accrues faster than loan payments are made. While Latinx
college students tend to borrow about as muaf White borrowers, their loan default ratesear
about twice as high, suggestg that even the sameéebt amount presents a greater relative
burden. Rising tuition and the high cost of student loans can dissuade students of color from
pursuing careers inceication?®

23For a comprehensiveeview, see Sion, N. S., & Johnson, S. M. (2015). Teacher t@anio highpoverty

schools: What we know and can do. Teachers College Record 117(03@3@3)5é&e also Borman, G. D., &
Dowling, N. M. (2008). Teacher attrition and retention: A rratalytc and narratie review of the research.

Review of EducationakBearch, 78(3), 3&A09; Loeb, S., Darlifgammond, L., & Luczak, J. (2005). How Teaching
Conditions Predict Teacher Turnover in California Schools. Peabody Journal of Education, §@3), 44
235imon,N.& 3 W2KYyaz2ysz {® ad HIHMPDS NS | DESN2 i ANy 2 ISNI 4§ KW Z
Teachers College Record 117(030308361

25Grissom, J. A. (2011). Can Good Principals Keep Teachers in Disadvantaged Schools? Linking Principal
Efectiveness toreacher Satisfaction and Turnover in HeoeStef Environments. Teachers College Record,
113(11), 25522585. See also Podolsky, A., Kini, T., Bishop, J., & Bédalingond, L. (2016). Solving the teacher
shortage: How to attract and retaixcellent eduators. Palo Alto, CA: Learning Policy Institute.

26 podolsky, A., Kini, T., Bishop, J., & Datfagnmond, L. (2016). Solving the teacher shortage: How to attract and
retain excellent educators. Palo Alto, CA: Learning Policy Institute.

27 Sutdher, L., DaniggHammond, L., & Carvdthomas, D. (2016). A camgy crisis in teaching? Teacher supply,
demand, and shortages in the U.S. Palo Alto, CA: Learning Policy Institute.

28Eger, A. (2015, September 21). Teachers struggle with low pay, workinigiausidleaches turn to extra jobs,
soup kitchens to get byulsa World.
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Insufficient Teacher Preparation

High-quality teadher preparation $ key to teacher retation. Teachers who enter the field with
little preparation are two to three times more likely to leave their schools than those who had
comprehensive prepation.?® However, teachers of color are moredii toenter the profession
through an alternativeartification pathway than are White teachers, a trend that has increased
over the past several years.

State data reported in compliance with Title Il ogétHigher Education Act show that enroliments

in both traditional and alternatie certification progams have been declining over the last
decade, but candidates of color were 44% more likely to enroll in an alternative certification
program in 201415 thanin 200&09. In 201415, more than one in fiveandidaes of olor
enrolled inan alternative certitation program, compared to about one in 10 White candid&fes.
While variation exists in the quality of preservice preparation of alternative certification
programs, these teachers, on average, completes carsewok and have hadttie or no
student teaching. With this less supportive launch into the profession, teachers entering through
alternative pathways are more likely to leave their schools or I¢lagerofession than teachers
certified throughtraditional pahways.

For Blak teachers, alternatie certification has become increasingly common. Black teachers

have about the same average age and teaching experience as other teachers, but Blaclsteacher

in their first year in 2012 were threand-a-half times morelikely to have p student teaching
experience than all other firsyear teachers (28.2% versus 7.9%), a discrepancy driven by
disproportionate entry through alternative certification routes amahergency hiring. Nearly half

of newly hired Bick teahers vere certified though an alternative gthway, compared to just
22% of all other firsyear teachers!

Teacher licensure exams

Among the many requirements teacher candidates must fulfill (Rdluy 3 St Ny Ay 3 |

degree, student teaching, ancbmpleing teacher traning), most states mguire that teacher
candidates demonstrate subjeatatter competence by passing standardaizexams, the most
common of which is the Praxis series of teachegnsure exams. About two thirds of states
include saisfactay performance onthe Praxis as a reip@ment for a teaching credentid?.

Several other states require a passing score on their statespecific standardized exams, such
as the Oklahoma SulijeArea Test (OSAT) and the Georgia Assessments fQetttiécation of

22 Boser, U., & Straus, C. (2014). Midd latecareer teachers struggle with paltry incomes. Washington, DC:
Center for American Progress.

30 Greenstone, M., & Looney, A. (2013%iRj student @bt burdens: Factors behind the phenomenon.
Washington, DC: The Hamilton Project, The Brookings Institution.

31 Podolsky, A. & Kini, T. (2016). How effective are loan forgiveness and service schdiarsagrsiting
teachers? (policy briefPalo Alto, &: Learning Policy Institute.

S2Wiswall, M. (2013). The dynamics of teacher quality. Journal of Public Economics,cf@, 61
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Educaors (GACE). The Pmakiexam is meant to assess high scheetél mathematics, reading,
and writing skills andan be used for entry into a TPP or for state teacher licenSupPeaxis |l
exams measure subjespecific content knovddge, @neral pedagogyand contentspecific
pedagogy and are used to meet state licensure requireméhnts.

Black and Latinx teacher cdddtes disproportionately fail these standardized exafns.
Historially, the disparities in failure rates have been lar§el985report by the Edcational
Testing Sesicet maker of the National Teacher Examination (NTE) that later became Praxis
estimated that based on the lowest and highest passing scores in each sttteedn 31% and
70% of Black teacher candidates woulddisqudified from teaching. Between 15% antb% of
Latinx candidates would be disqualified. In contrast, only 2% to 14% of Whitelatexlivould

fall short of passing® More than a decade later, arxamination of 199899 Praxis scores in
states across t county found that Lainx, Black, and AsiaAmerican test takers had lower
average scores and lower pass rates than White test taKéfbat analysis found a gap in pass
rates as high as 38 percentagoints.

In addition, the cost of teacher licensurg@ams, vhich ranges fron$100 to $300 each, cabe
particularly burdensome to lowncome students. Some teacher candidates may haveatotp
take several different basic skills, pedagogy, and sulojedter exams to earn their certification.

B, 2302y ¢SIFOKSNI wSaARSyO&d 06Hnamc inew.bpetokgPostot w L Y LI OG dé
teacherresidency/aboiiimpact; National Center for Teacher Residencies. (2016). 2015 Network Impact Overview.
Chicago; Guha, R., Hyler, M., & Darlitggmmond, L. (2016). Teacher residencies: Building aduiglity,

sustainable workforcePalo Alto, CA: Learning Policy Insdfuisolomon, .J(2009). The Boston Teacher Residency:
DistrictBased Teacher Education. Journal of Teacher Education, 60(§48878

34 Commission on Teacher Credentialing, California School Paraprofessional Teaotieg Program. An Annual
Report to the Legislatures Required by SB 1636 (Sacramento, CA: Author, 2008), accessed August 10, 2016,
http://www.ctc.ca.gov/reports/PTTP_2008_LegRpt.pdf; Podolsky, A., Kini, T., Bishop, J., &Hariimgnd, L.

(2016). Saling the teacher shortage: How to atttaend retain excellent educators. Palo Alto, CA: Learning Policy
Institute.

35 Nettles, M. T., Scatton, L. H., Steinberg, J. H., & Tyler, L. L. @&fa)mance and passing rate differences of
African American anWhite prospective teachers on Praxis miaations.Princeton, NJ: Educational Testing

Service; Professional Educators Standards Board (2018). Testing Barriers in Washington State. Olympia, WA:
Author; National Research Council. (200Bsting teacher candidates: The role of licensure testsgroving

teacher quality.Committee on Assessment and Teacher Quality, K. J. Mitchell, D. Z. Robinson, B. S. Plake, & K. T.
Knowles (Eds.). Washington, DC: National Academy Press; Cole, B6P.THO®lack educator: An endangered
speciesJournal of Ngro Education55(3), 326,334.

3¢ Goertz, M. E., & Pitcher, B. (198Bhe impact of NTE use by states on teacher sele¢R&85-1). Princeton, NJ:
Educational Testing Service.

37 National Resaah Council. (2001)esting teacher candidates: The roldieénsure tess in improving teacher

guality. Committee on Assessment and Teacher Quality, K. J. Mitchell, D. Z. Robinson, B. S. Plake, & K. T. Knowles
(Eds.). Washington, DC: National Acadenas®r
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These costs aramplfied for teacherswho do not pass theiexams initially and must pay to
retake them38

Since 2014, many states have begun toorporate performance assessment, such as Praxis
Performance Assesgnt for Teachers and edTPA, into their licensure psees, éher as

standard requirements or as ptional substitutions for traditional tests. These newer
assessments typically require @@ng candidates to develop portfolios of work that include unit

plans, videos of their instruction, evaluation of studerork,and written refections that connect

their teaching practice to theory. They are designed to more authentically evaluate tafd#la Q
readiness for teaching, and indeed, initial research fifdg ti G S OKSNJ OF YRARI G S2

o

performance assesnent dten predicttheNJ & (0 dzR Sy lgaies.  OF RSYA O

Initial data suggest that performance assessments may reduce barriers to entrythiat
profession for teachers of color. A study of the Performafissessment for California Teachers
(PACT) found nosparities in pass ratebetween candidates aofolor and White candidate®.

An analysis of 2013 field test results for the edTPAfouad! tthere was relatively small variation

in the average scores ost takers by race, ethnicity, and primary languagetHeu, the study
found that there was greatevariation in scores within subgroups than between subgraiigs.
2014 study by edTPA fourigiat while the average score for Black teachers was somewhatlowe
than for White teachers, the gaps were smaller th&wde faind in more tradional teacher
licensuire exams'! A later study of the edTPA in Washington found no disparities in pass rates
between Black and White candidates, but slightly higher failuresrébe Latinx candidate®.

These results are significéy better than the outomes of traditional mltiple-choice teacher

exams, and they are arguably more important because they deal th@hactual ability of

candidates to teach. For example, reseacthbeginning teacher performance assessments,

such asPACT, £y y S O (i A @nitmjl Tedcher BRidatGupport and Training Program (BEST),

and edTPA suggests that, like the National Boaigd®si a YSYy (12 GSF OKSNJ OF yRAR
a

performance assessmebhINB RA O (0 KSA NJ & (i dzR S y {(#3an@ddfibh, & sfuily 2 vy ¥

%8Kolman, J. S., Gellert, L. M., & McLurkin, D. L7{2Qifting gées and building skills: Preparing diverse
candidates to pass new certification exams. In E. Petchauer & L. MawhinneyTEasher education across
minority serving institutiond?rograms, policies, and social justibiew Brunswick, NJulyers Univergy Press.

%9 DarlingHammond, L. (2010Evaluating teacher effectiveness: How teacher performance assessments can
measure and improve teachind/ashington, DC: Center for Americaiogtess.

40edTPA. (2013P013 edTPA Field test: SummaryaepStanford,CA: edTPA.

41 edTPA. (2015Educative assessment & meaningful support: 2014 edTPA administrative Gtpoford, CA:
edTPA.

42 Goldhaber, D., Cowan, J., & Theobald, R. (2017 udira) prospective teachers: Testing the predictive validity
of the edTPAJournal of Teacher Education (88 37¢393.

4 DarlingHammond, L. (2010Evaluating teacher effectiveness: How teacher performance assessments can
measure and improve teaching/ashington, DC: Center for American Progress; Wilson, MarrlaP. J.,
Pecheone, R., & Moss, P. A. (2014). Evaluating the validity of portfolio assessments for licensure decisions.
Education Policy Analysis Archiveq622edTPA. (2015Educative assesgent & meaningful support: 2014 edTPA
administrative reportStanford, CAedTPA; Goldhaber, D., Cowan, J., & Theobald, R. (2017). Evaluating prospective
teachers: Testing the predictive validity of the edTRAIrnal of Teacher Education, (88 37¢393.
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froY b 2 NI K / ilyNdplemieytationof tHe edTPA suggests that future teachers of color
who score higher othe performance assessment also have higher vallged estimatesand
evaluation ratings? These assessments also funaotias ¢arning tools, ad they have been fouh

G2 RS@OSt2L) 0SFOKSNERQ aiAftfta IyR AyONBEas
ability to plan and implement curriculum, address a rangstoflent needs, instruct effectively,
and assess studetearning to improve istruction#®

Challengng Teaching Conditions

Once teachers of color enter the classroom, the teaching comditithey encounter can
discourage them from staying at the same @ohor even staying in the profession. This is
important becatse three in foutteachers of color wde in the quartile of schools that serve the
most students of color. Scholars have notedttschools that serve the most students of color
often contend wih a range of challenges, including accountability press am a lack of
resouces and support Teachers citing a lack of administrative support, in particular, were more
than twice as ligly to leave their school or teaching entiréfyf-or teachers ofdaor, specifically,

an analysis of 2013 nationally epreserative teacher swey data found thaturnover was
strongly associated with a lack of classroom autonomy and school infld¢&nce.

Effective school leaders can influence several teaching condiioa school and can help create
environments in whiclieacheas of color wanto continue to teachUnfortunately, many school
leadership training programs do not prepare principals to fieative in all the roles they must
play. A 2005 study of schoaoflministrator training programs found that these programere
considered amonthe weakest U.S. edation school program® Clinical training requirements,
for example, varied considerablytween programs, with some requiring as few as 45 hours at
a schoo site and others requiring as many as 300. Many prospe pincipals reportel that
their coursewak failed to prepare them for the realities of leading a scH8dlVhile some

44 https://publicpolicy.unc.edu/files/2018/07/ed TRPResearchBrie2018r3 _Final.pdf

4 DarlingHammond, L. (2010Evaluating teacher effectiveness: How teagberformance assessments can
measure and improve teaching/ashington, DCCenter for American Progress.

4 Simon, N. S., & Johnson, S. M. (2015). Teacher turnover ipigty schools: What we know and can do.
Teachers College Record, (37 136; Ingesoll, R., & May, H. (201Becruitment, retention and the inority

teache shortage. CPRE Research Report&RRhiladelphia, PA: Consortium for Policy Research in Education,
University of Pennsylvania; Ronfeldt, M., Loeb, S., & Wyckoff, J. (2013)e&tdher turnover harms student
achievementAmerican Educatnal Researciournal, 501), 4;36.

47 CarverThomas, D., & Darlinigammond, L. (2017Y.eacher turnover: Why it matters and what we can do about
it. Palo Alto, CA: Learning Policy Institute

48 |ngersoll, R., & May, H. (2018)inority teacher recruitment, mployment, andetention: 1987 to 2013.
(Research brief). Palo Alto, CA: Learning Policy Institute.

4 evine, A. (2005Educating school leadefinceton, NJ: The Education Schools Project; see also Fry, B.,
.2002Y4a3 DI sThépirgidl inferhship How can werget ji tigkiAtlanta, GA: Southern Regional
Education Board.

50The Wallace Foundation. (201@&nproving university pricipal preparation programs: Five themes from the field.
New York, NY: The Wallace Foundation.
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programs havamproved since then, there are still many administrators who do get the
benefit of strong preservice preparation.

Sudies also suggest thateachers of color eperience unique adverse teaching conditions
regardless of the quality of the schools inialnthey teach. In a qualitative study of Black teachers
across te U.S., many reported facing racial discrimination areteayping in their shools.
Many respondats said their colleagues lacked respect for their expertise as educators, and they
were dten pigeonholed as disciplinariafsEor some Black teachers, tiraight mean they were
assigned disciplinary roles iesid ofother leadershiproles they might be mre interested in,

such as roles recognizing their content expertise. In other casesitigty be criticized by school
leaders or colleagues if they do thembody the disciplinarian persona expected of them.
Teaches also reportedhat they felt obliga¢d to take on additional responsibilities to support
their Black students who might not otherwise receive the support they needed. While most Black
educatoss described feeling called to the profession to impraahooing experiencesar
students of color,the added workload outside of teaching could contribute to increased
turnover.

In a qualitative study of Latinx teachers, many Latinx teachers also egbbeing viewed as
inferior to other teachers or beindenefidal only for Latix students® Some ao reported
receiving criticism from other teachers and school leaders when they embedded culturally
relevant materials into their curricula or allowed ar@uraged students to speak Spanish in the
classroom. Mny bilngual teachers idcussed wanting toupport their schools, students, and
families by helping with translation but also described the added burden of being expected to do
So.

School Closures

BEven for teachers of color committed to continuing toateh intheir schools, ditrict and state
policies can increase turnover rates. In 2012, in an era of school closings and layoffs in many
cities, the rate of involuntary turnover was much higher forcRléeachers than for all other
teachers, constituting early athird of all Blak teacher turnoverDisproportionately high rates

of involuntary turnover among Black teachers were the result of Black teachers involuntarily
leaving the profession and movirgghools. Twelve percent of Black teachers who left the
profession did so invaintarily, compared wh 10% of teachers overatt.And while about 30%

51 Griffin, A.& Tackie, H(2016).Through our eyes: Perspectives and reflections from Black tead@skington,

DC: The Education Trust.

52Brockenbrough, EH(nMp 0 ® G ¢ KS RAAOALI AYS adz2LXY .t 01 YIS @
Education andJrban Society47, 499522.

53 Griffin, A. (2018)Our stories, our struggles, our strengths: Perspectives and reflections from Latino teachers.
Wasdhington, DC: The Education Trust.

54 Sutcher, L., Darlinglammond, L., & Carv@ihomas, D. (20165 coming dsis in teachng? Teacher supply,

demand, and shortages in the UR&lo Alto, CA: Learning Policy Institute.
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of all movers left their schools involuntarily, the number was greater for Black teachers, with over
50% dding so0%®

Teacher layoffs during the recession and sidhmosngs in urban disicts were largely de to

both declining enrollments and sanctions for schools with low test scores under No Child Left
Behind>® Decreases in the numbers of Black teachers Haa@n proportionally much greater
than decreases in thgize d the overall teghing force in theseities. In New Orleans, more than
7,000 teachers most of whom were Blaakwere fired en masse after Hurricane Katrina. They
were replaced by predominantly wag, White teachers brought in to teach in the chagehools

that replaced tke district school8! As a result, the number of Black teachers there declined by
more than 62%. In other major cities, the decline in the number of Black teachers ranges from
15% to 39968

A report on One Newark, a school restruahgr plan led by the Newdersey Department of
Education to improve Newark Public Schools, found that schools targeted for closure,
turnaround, or replacement by charter schools in 2Q12r processes ofte involving massive
staffing changes served higher shas of Back children andvere disproportionagly staffed by
Black and Latinx teachers. They were not, however, necessarily the-pesfetming schools?
Based on the analysis in the report, Black teaas were twice as likely to have to reapply for a
teaching pcsition as were Wite teachers in simalr school settings. Latinx and Native American
teachers also were more likely to have their employment disrupted. The teachers employed in
charter schoolsn the district were far more likely to be White thanaBk, Lanx, or Native
American and were morékely to have less than 5 years of experience.

Part 2: Promising Practices and State Policy Examples

Increasing the number of teachers of color in the risforce requires both intentional
preparation, and hing, ard providing themwith ongoing supporto overcome the barriers to
recruitment and retention described above. Fortunately, programs and initiatives across the
country provide evidence that an ntional and sustained approach to recruiting and netiag

55 Goldring, R., Taie, S., & RiddMs,(2014).Teacher attrition and mobility: Results from the 2§12 Teacher

Followup SurveyWashington, DONational Ceter for Education Statistics; Carv&homas, D., & Darling

Hammond, L. (2017J.eacher turnover: Why it matters and what we can dowthb Palo Alto, CA: Learning Policy
Institute.

56 Executive Office of the President. (2012). Investinguimfoture: Retirning teachers to the classroom.

Washington, DC: Executive Office of the Presidettihs://obamawhitehouse.archives.gov/sites/dafl/
files/Investing_in_Our_Future_Report.p(Hccessed 8/7/19).

57 HolleyWalker, D. (2007). The Accountability Cycle: The Recovery School Di§trict | YR b Sé hNI Sl yaQ
schoolsConnecticut Law Review, (@), 12%163; Ciolino, M. S., Kirylo, J, Birén, L., &razier, K. (2015).

Education reform in New Orleans: Voices from the recovery school district. In L. Mirén, B. R. Beabout, & J. L.
Baselovic (Eds.Pnly in New Orleans: School Choice and EquityHRostane KatrinaRotterdam, Netherlands

Sense Publieers.

%8 Bond, B., Quintero, E., Casey, L., & Di Carlo, M. (Zli&)state of teacher diversity in American education.
Washington, DC: Albert Shanker Institute.

59Weber, M., Baker, B., & Oluwole, J. (208¢h Yy S b S g NJ Q& ¢ impdctOritéabeis®NewR A a LI NI G S
Brunswick, NJ: New Jersey Education Policy Forum.
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teachers of colora&n be successful. Ehsection describes policy strategies aimed at overcoming
barriers to recruiting and retaining teachers of color and provides examples of how they have
been implemented. These strategies include building Hhigtention pathways into tke
profession, suppoihg new teachers of color both once they enter the profession and throughout
their careers, and increasing the capacity of school leaders to create wearkimgnments that

are both supportive and affirming féeache's of color.

Buld HighRetention, 8pportive Pathways Into Teaching

Given the evidence that teacher turnover is a primary driver of shortages of teachers of color, it
is critical that policie are tailored not only to recruit neveachers, but taretain them for the

long haul. Research shewthat improving teacher retention begins with higbality teacher
preparation; however, in many cases, teachers of color are more likely to begin teagthiogt
having completed comprehensiypeeparation. TFs is ot surprising, gien the cost of tradional

TPPs and the debt burden faced by college students of color. Enrollments in alternative
certification programs have increased for teachers of cddot the vast majority of new teachers

are still educate through traditional TPs at colleges and wersities.

Changes to admissions policies and student financial support can help mitigate the need for
candidates of color to enter teaching through ahative certification pathways by incrsimg
access to ighrqudity teacher pre@ration institutions. Increased access to higjuality
preparation can improve the chances of teachers of color feeling successful in the classroom and
continuing to teach lonterm.®° By underwriting the cost of congting a highquality TPP, state

and loal policymakers canneourage more students of color to pursue a teaching careard

to do so through a higiquality program. Among the higtetention pathways into teaching are
increasing access to comprehensivegaerice preparabn through service scharship and loan
forgiveness programs, teacher residencies, and Grow Your Own programs. Other measures, such
as inclusive admissions policies, course articulation agreemergsjrmnmentoring and support,

and accredation and licensure licies can helncrease access todtiretention pathways into
teaching for teachers of color.

Service Scholarships and Loan Forgiveness Programs

Many states are working to support candidatek color by underwriting the cost ofeticher
preparation. Sewice scholarshi@nd loan forgivenesgrogramscover or reimburse a portion of

50We define highquality preparation as teacher preparation that offers the pedagogical theory and opportunities
for clinical application that prospective teachers need for kbergn success in th classroom. A study by Ingersoll,
Merrill, and May of begining teacher turnover found that those firgear teachers who had entered the

classroom having received the most comprehensive preparatitve or more teaching methods courses,
preparation in ufng instructional materials, learning theory or child psyolggl courses, conducting classroom
observations, and at least a semester of student teaching with feedbaeke two to three times less likely to

leave the profession after the firgear than ttose who received little preparation to teach before enterthg
classroom. Ingersoll, R., Merrill, L., & May, H. (20a4at are the effects of teacher education and preparation on
beginning teacher attritionPhiladelphia: Consortium foroRcy Researchn Education, University of Pennsylvania.
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tuition costs in exchange for a commitment to teach in higled schools or subject areas,
typically for 3 to 5 yes. These programs are effective at mgiting teachers espedlly when
they underwrite a significat portion of educational cost&: A recent study of the correlation
between financial incentives and teacher diversity found that the availability of lmaivEness

in a district was associatesith an increas in teachers of color bnearly 4 percentagpointst

25% more than the average distrR&Many states have made recent substantial investments in
teacher service scholarship and loan forgiveness progras a strategy both to address teache

shortages as all asdiversify the teaher workforce’> Forexample, this year California invested
nearly $90 million in creating a new teacher service scholarship program, providing grants of up
to $20,000 per teduer.

One of the most lauded serviseholarship progams wa the recently raunchedNorth Carolha
Teaching Fellows Prograna highly selective scholarship program that provides fellows up to
$8,250 annually for up to 4 years to attend an approved N@arolina university in exchange
for a commitment to each inthe state for atleast 4 years. Frorh986 to 2015, the program
recruited nearly 11,000 candidates into teachfignd fellows were far more likely to continue
teaching in North Carolina publgchools than teachersredentialed through other progras.
The program expandedhe teaching pool bybringing a disproportionate number of males,
teachers of color, and math and science teachers into the professidmough briefly
discontinued due to budgt cuts, the state hasecently restarted the programral hasinvested

$6 million to begin supportig 160 candidates each year beginning in 20P8°

Several states currently offer service scholarship or loan forgiveness programs specifically
targeted to hcreasing the numberfaeachers of colora A Yy S &C@liaba&ide Urban and

Greater Minnesota Edcators of Color Prograth @ | 3INJ yd LINPINI Y OGKF G Fo
urban TPPs and, beginning in 2018, offers additional grants on a competitivé’bEsés four

universites that are longtime recipientsf ohis funding offer suports to teacher candates of

color that include subsidized tuition, mentoring, exam preparation, and stipends for candidates

61 podolsky, A., Ki, T., Bishop, J., & Darlitammond, L. (2016). Solving the teacher shortage: How to attract and
retain excellent educators. Palo Alto, CA: Learning Policy Institute.

62Hansen, M.Quintero, D.& Feng, L. (2018). Can money attract more minorities imat¢aching profession?
Washington, DC: Brookings Institution.

63 Espinoza, D., Saunders, R., Kini, T., & Dafliamymond, L. (2018Y.aking the long view: State efforts to solve
teacher shortagedy strengthening the professioRalo Alto, CA: Learning Ryl Institute.

64 Podolsky, A., & Kini, T. (2016). How effective are loan forgiveness and service scholarships for recruiting
teachers? (Policy brief). Palo Alto, CA: LearningyPlolétitute.

% Henry, G. T., Bastian, K. C., & Smith, A. A. (2012). SchiolarLJa G2 NBONMzZA G (KS aoSad IyR
Who is recruited, where do they teach, and how long do they stay? Educational Researcher, 49@), 83

56 North Carolina Tezhing Fellows(2017). The program. https://ncteachingfellows.com/theogram/.

57 Minnesota Department of Education. (n.d.). Collaborative Urban and Greater Minnesota Educators of Color
Program, Introduction memo. https://education.mn.gov/mdeprod/groupsieddocuments/gant/bwrl/
mdcx/~edisp/mde071939.pdf.
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who are student teachinéf Two of the Minnesota p@ner universities ofér programs tailored
to candidates of Eat African and Saheast Asian desceBit a4 LISOAFAOlI f f @ ¢ 23S K
longil SNY LI NIYySNAR KI @S LINBLI NSR | ljdzZ NISNI 2F (K.

The Oregon Teazher Scholars Prograff©TSPjprovides scholarships t@achercandidates who

are linguistically or #nically diverse and enrolled in an approved licensure program. The
program awards $5,000 per year per student for up to two years to be used for education
expenses such as tioh, books, gas money to suppdravel to teaching pradtum locations,

test prep materials, and living costs. In addition to linking scholars from across the state, OTSP
also provides students with networking opportunities and coctsghem with paid préessional
development events andonfere/ OS & ® ¢ EdbcatariEtuilyR@&éry Group has indicated

the need to create a parallel program that supports linguistically and ethnically diverse school
leaders®® Additional state scholahip programsinclud€f 2 NA Rl Q& Cdzy Rrs T2 NJ a Ay 7
Missouri Minorty Teaching Scholargh the Tennessee Minority Teaching Fellows Program, and
the Kentucky Academy for Equity in Teaching. These programs offer candidates $3,000 to $5,000
per year for two to four yars in exchange for a commitmetat teadh, often for thenumber of

years theyreceived funding®

New York

New York currently has a number of programs in place that offer financial support to individuals
pursuing teaching, including dlse pursuing certifid@n in subject areas facing pésgent
shortages acrosthe state’! In additon, the creation of theExcelsior Scholarship program
which provides tuitioAree college access to twand fouryear degree programs for individuals
coming from families makig less than $125,000 a year (uprh the initial threshotl of
$110,000), openthe potential to subsidize teacher training for a larger population of future New
York teacherg? The budget for FY 2019 includes $118 million to supporéstimated 27,000
students’? It should be noted that arly reporting suggestscurrent requirementsaround
continuous enrollment and credit accumulation may serve as barriers to access and suggest an
opportunity to consider how the program could be taildreo meet the needs afmore students

68 Augsburg UniversitfJanuary 2018). EAST program interim progress report,201® CUE funding cycle.
https://www.leg.state.mn.us/docs/2018/mandated/180369.pdf.; Concordia University, University. dhBmas &
Hamline University. (January 2018). Collaborative Urban Edu&xiant Program Legislative Report.
https://www.leg.state.mn.us/Irl/mndocs/mandates_detail?orderid=9959.

69 https://www.oregon.gov/eac/Documents/2019%20Educator%20Equity%20Report.pdf

70 Seehttp://www.ffmt.org ; https://dhe.mo.gov/ppc/grants/minorityteaching.php
https://www.tn.gov/collegepays/moneyor-college/loanforgivenessprograms/minorityteachingfellows
program.htm| https://education.ky.gov/teachers/div/Pages/Kentuckgademyfor-Equityin-Teaching-
KAET.aspx?dtid=IwAR00IXVYMZFEYXKRIKTUAXOS1B67WgaPeN8ZnqtRiobYapN Izexws.

"PNYS Mastern-Education Teacher IncentiBeholarship Prograyifeach NYC Graduate Scholarship Program
NYS Math & Science Teaching Incentive Program:

2 https:/fwww.ny.gov/sites/ny.govi/files/atoms/files/ExcelsiScholarshipT oolkit.pdf

7 http://iwww?2.cuny.edu/wp-content/uploads/sites/4/pageassets/about/administration/offices/budgeand-
finance/FY201%tateEnactedBudgetAnalysisw-CITYEXE&inal.pdf
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from lowincome fanilies’4 Further, considring how Excelsiornal other programs could be
leveraged and extended to support the recruitment and retention of teachers of color could be
an important step in addition to ewsidering where remaing gaps in access to funding imig
alsobe filled by moe targeted incentive$or future teachers of color.

Teacher Residencies

Teacher residenciesmodeled on medical residenciesare another promising highetention

approach to prepring teachers of coto Teacher residencies are partshipsbetween districts

and universitesthd & dzo aARAT S YR AYLINE OGS -tie€dscheo b Q i NI
in highdemand subject area®. Participants spend a year working as apprentiaith highly

effective mentor teachers, while completqrelaied coursework apartnering universies that

SFNya GKSY  ONBRSYdGAlFt FyR | YIFadSNRa RSAINB
support, often in the form of a stipend and tuition &tance. They commitot teaching an

additional three tdfive years in their digict, with ongoing nentoring support.

The residency model, which provides comprehensive preparation, improves upon alternative
certification programs in a few ways. Teachesidents gain extensivelassroom experience by
learningfrom an accomplished weran teacher in a Igh-need school before becoming solely
responsible for their own class. This increases their chances of success in the classroom and gives
the residency progim an opportunitytd- 3 8 Sa & NB & A R S y dréerusdtisy MBEn2 N | y O
with students of their om. The service commitment has the dual effect of filtering out candidates

not willing to make a serious commitment to teach and ensuring that they contimteach in
high-needschools as their effectivenesscieases’® It also allowghe partnering schobdistrict

to closely shape the type of coursework and other preparation the residents receive, so that
residents fully understand the local district conteXhe residency moddielps new teachers

build strongrelationships by clusténg cohorts in univesity classes and school sites, and by
providing ongoing mentoring and support once residents become teachers. Thus, residents can
collaborate with and suppt one another througtthe challenges of being novicedchers’”

Research ondacher residency pragms shows that they are effective both in bringing more
teachers of color into the profession and in preparing them to stay for the long term. Nationally,

74

http://www.ihep.org/sites/default/files/uploads/docs/pubs/ihep_state free_college_ny_excelsior_scholarship.pdf
; https://www.gothamgazette.com/opinion/8028he-ups-and-downsof-excelsiorscholarships-freshmanyear
andwhat-comesnext; https://www.democratandchronicle.com/story/news/politics/albany/2019/04/10/free
sunytuition-new-enroliment-data-shedlight-excelsiorprogram/3413358002/
https://www.nytimes.com/2017/08/25/nyregion/excelsiecollegeschobrshipprogramnew-york.html

Guha, R., Hyler, M. E., & Darlidgmmond, L. (2016). The teacher residency: An innovative model for preparing
teachers. Palo Alto, CA: Learning Policy Institu

"6 Wiswall,M. (2013). The dynamics of teacher quality. Jougfdublic Economics, 100,&8; Kini, T., &

Podolsky, A. (2016). Does teaching experience increase teacher effectiveness? A review of the research. Palo Alto:
Learning Policy Institute.

7. Guha, R., Hgr, M. E., & Darlingdammond, L. (2016). The teachesidency: An innovative model for preparing
teachers. Palo Alto, CA: Learning Policy Institute.
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about 49% of residentare people of color. That is treame & the proportionof public school
students of color and far more than the 20% of teachers who are people of color natiéhally.
Principals find graduates of residency programs to be well prepared in many cases toe
better prepared than typicalnew teachers. In additio, a review of residecy program
evaluations shows that residents tend to have much higher retention rates over time than non
resident teacherg?

In Massachusetts, th8oston Bacher ResidencyBTR)has committed to graduating cohis
comprising 50% peoplof color. With 49%f current graduates identifying as people of color and
35% identifying as Black or Latinx, BTR has just about met that comm&*"&hR residents are

far more likely to continugeaching in Boston Public Scheahanother new teaches: 71% of
BTR graduats continued teaching in the district through year 6, compared to just 51% of their
peers. Evidence also suggests that BTR graduates are very strong $edoh201415, BTR
graduates were twice as likely to bated & 9 E S Y LI hét®adssathéset tehers.

Other residency programs can be found in urban and rural communities throughout the
country® Two thirds ofSan Francisco Teacher Reside(8f TR)esidents identify asgople of

color, compared to 49%fahe Sn Francisco Unéd School DistrictSFUSD) teacher workforce,
and graduates of the program have impressive retention rates once they enter théisftbr

5 years, 80% of SFTR graduatesstiteteaching in SFUWS compared to just 38% of beging
teachers hired by SFSD and 20% of Teafdn America corps members placed in the district. One
hundred percent of principals in SFUSD reported the residents were more effective than other
beginningteachers. Below areosne examples of state programslpmg © grow the numbeof

new teachers enteng the profession through highuality residencies.

Pennsylvania

Consistent with its ESSA state plan, Pennsylvanently launched a $2 million competié grant
program to sipport the growth of teacher (andeadel) residencies inthe state in order to
improve educator recruitment, preparation, and retention and increase the diversity of the
educator workforcé®® The program is designed to support both engraduate and post

8 Guha, R., Hyler, M. E., & Darlidgmmond, L. (2016). The teacher residency: An inmexabodel forpreparing
teachers. Palo Alto, CA: Learning Polisfitute.

®Guha, R., Hyler, M. E., & Dariigmmond, L. (2016). The teacher residency: An innovative model for preparing
teachers. Palo Alto, CA: Learning Policy Institute; National Ceemt€eacher Bsidencies. (2016). 2015 Network
Impact Overview. Chicago: Natial Center for Teacher Residencies; Solomon, J. (2009). The Boston Teacher
Residency: Distridtased teacher education. Journal of Teacher Education, 60(54888Sloan, K., &lazevski, J.
(2015). New Visions Hunter College Urban Teacher Residenagulds of success. Bloomington, IN: Rockman.

80 Boston Teacher Residency. (2016). Impact. http://www.bpe.org/bostacherresidency/about/impact/.

81 Guha, R., Hyler, M. E., & Dlag-Hammond L. (2016). The teacher residency: An innovative model for pirepa
teachers. Palo Alto, CA: Learning Policy Institute.

821 earning Policy Institute. (2016). Teacher Residencies in California (Policy brief). Palo Alto, CA: Learning Policy
Institute.

83 https://www.education.pa.gov/Teachers%26820Administrators/Teacher%20Quality/Pagesfinative
Teache-and-PrincipalResidencyProgramsGrant.aspx
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graduate residency programs and pides mplementation orexpansion grants of p to
$750,000 and planning grants of up to $75,000. Reflecting some of the key characteristics of
strong residencies described above, educator preparati@ymms must apply ipartnership
with high-need LEAs;reating opportunities ér new and strengtheed partnerships across the
state, and programs must provide a full year clinical residency as well as financial support that
GStEAYAY I 1Sa RNIOS A EY A K BrdeF pochdiddRs Follodinguwon the

G GS rdestighty BeAnsyivy A I Qa4 F2FSNY 2N NBOSyidte O2YYAl
02 FdzyR INIyiGa F2NIHIKS LINPINI YQa a4SO2yR &SI N®

California

In response to severe teacher shagesthe Californiaégislature recently invested $7#gillion

to fund teacherresidency programs ispecial education, bilingual education, and STEM
ddzo2S0ia ¢KSNBE (GKS & FIThepgramid wheiNEuhcHes & 2¢1BE I NS |
provides gant funding of $20,00 per teacher, matched by distt&; andwill fund more han

3,500 new teachexin the state committed to serving in the sponsoring district for at least four

years following the residendy.

Texas

In 2013, Texagnactedlegislationto create a state teacher residency program and provide
candiddes with a yearlag subsidized appremeship during which they take courses while
working in the classroom alongside an expert teadidn exchange for the comprehensive,
district-based prepration, participants commit to teach in a hatd-staff schoolfor four years.

In its fourth year obperation the statefunded residency program was preparing 36 candidates
annually through an intensive and higHtcused preparation program. Tipeogramwas funded

with an investment of nearly $1.3 million the 2016¢17 biennium, ad grew to include two
Texas universities partnering with four school districts across the state, including Dallas
Independent School Distriét. Unfortunately, the Texas legalre did not fund the residency

program in the current @18c19 biennium.Early eidence fromthe prompmLI2 Ay i a G2 NBaA
success in raising achievement in fifth and eighth grade scf@nce.

Louisiana

In 2016, the Louisiana Board of Elementary and S#argnEducation formally adopted
regulations requiring aear-long residency as pathway to licensuré® The state intends to use

84 hitps://www.media.pa.gov/Pages/EducatieDetails.aspx?newsid=682

85 https://www.ctc.ca.gov/docs/defaulisource/educatosprep/grants/rfp-teacherresidencyl 0-12-18-final.pdf
86 https://www.ctc.ca.gov/educatoiprep/grant-funded-programs/teacheresidencygrant-program

87 https://capitol.texas.gov/tlodocs/83R/billtext/ml/HB01752.htm

88 https://www.dallasteacherresidency.org/

89 hitp://www.thecb.state.tx.us/reports/pdf/9129.pdf

90 https://www.louisianabelieves.com/docs/defauttource/teaching/teachepreparationtransition
guide.pdf?sfvrsn=1https://www.doa.la.gov/osr/lac/28v45/28v45.doc
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Title 1l funds to support its ongoing effort to develop and implement these yearlong teacher
residencies! Additionally, Louisana committed to funding university administration costs
related to the implementation of yearlong residencies, a $2,000 stipend for candidates
completing yearlong residencies, and a $1,000 stipend for mentor teachers hosting yearlong
residents. Given thescale and challenge of building residencies across direeteacher
preparationsystem, the state rmcommitted funding to ensure support is available to ease this
transition. In total, $7.3 million will be used as transitional funding through 2019rfvetsity
administration costs, teacher resident stipendsd nentor teacher sfpends and training. e
sources of funding will include IDEA and Title 1l dollars, in addition to state funds. Funding for
rural school systems and their preparation partnexsll come through a portion of the
Department of Educatiy Q de-yehar) $86.8 milon Teacher IncentevFund (TIF) grant. Louisiana
Ffaz2 LXLFYya G2 dzaaSdeidokuppot stipeddS avd traibihgiiof nSentbr teachessii

New York

As New Yorkvorks to implement the recently extended student teaclexperience?? teacher
resdency models offer m opportunity to build reciprocal partnerships between-pR districts

and preparation programs and create rich learning experiences for teacher carsiptaie to
taking on their own classroom. Further, a rateepot from the current New York City
comproller, Scott Stringer, proposes a model residency program and highlights the potential of
high-quality paid residencies to help stem the high rates edcher turnover impacting early
career teachers and teaehs woking in schoolsimarily serving stuents of color and students
from low-income familie$?

Grow Your Own Programs

Grow Your Own programs recruit teacher candidates from nontraditional popuakativho are
more likely to reflect local diversity arate moee likely to contiue to teach in theicommunities.
These candidates include high school students, paraprofessjcaftds-school program staff,
and other community member¥.

South Carolina

The South Carolina Teacher Cadatogram, which offers giearlorg course for cofige credit to
2,700 hgh school students each year, has more than 60,000 graduates oyeaBf) One in five

9 https://www.louisianabelieves.com/docs/defauttource/louisima-believes/louisianagssastate-

plan.pdf?sfvrsn=23

92 http://www.regents.nysed.gov/common/regents/files/419hea2.pdf

93 https://comptroller.nyc.gov/vp-content/uploads/documents/TeacheResidencies.pdf

UWSAYAYIASNE ad® OHAMHUOD | 2YSG26y RA&FRGIYy(dlI3SK LG RSLISYI
preferences and the inljzations forstaffing schoolsEducational Evaluation and Policy Analysi§28427¢145;

Boyd, D., Lankford, H., Loeb, S., & Wyckoff, J. (2005). Explaining the short careers of highachieving teachers in

schools with lowperforming studentsAmerican Eaoomic Review95(2), 16&171; Clewell, B. C., & Villegas, A. M.
(2001).Absence uexcused: Ending teacher shortages in higled areasWashington, DC: Urban Institute.
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cadets goes on to earn a teacher certification at a cost of ju80$fer student® In 201617,
more than a third of the tsidentswho completed tle cadet program werstudents of colof8

@ O2YLI NRA2Y I FSgSNItidnklTRP emraitées i? ZDqUEIwers studénts 1 S Qa |
of color?’

Colorado

Another such programPathways2TeachingP2T), based in Colorado, is workito irncrease

teacher dversity by offering ppgrams to high school students in lgerforming schools that
emphasze the role of teachers in advancing social justice. High school participants, mostly
students of color, engage in weekly field experiencgifingelementary studg’ 4 8 Q £ A 1 SNJ O@
They earn college credit for the course and receive support througti@ucollege search and
application process. As of 2013, 100% of the first P2T coleyd taking college courses and 18%

had declared an attationmajor, exceedingational average&

California

[ FEATF2NY AL Q& t I NI LINPH@amdurded/fioh 199820110 révidés ariNd A y Ay
exampleof the effectiveness olGYO programs in gromg and retaining a more diverse teaching
F2NOSY cpr 2 BrticipahSwete NdbEeNoF cyl@ and bilingu®l By its 18 year of

operation, sponsts reported that of the 1,708 program graduates, 92% remaned California

public school employee¥°In 2016 and 2017, California invested $45 million in a revivedovers

of the program,the Califania_Classified ool Employee TeacheCredentialing Prograj?

which is training 2,250 classified staff mieers to become teachers. More than half of new

program participants are Latino or Bla

Washington

% Podolsky, A., Kini, T., Bishop, J., & Daffagmmond, L. (2016%o0lving the teacheshortage: Howvto attract and
retain excellent educator®alo Alto, CA: Learnimplicy Institute.

% Teacher Cadets. (2017). Reseatttps://www.teachercadets.com/research.htnfhccessed 8/7/1p

97U.S. Depdament of Education, Higher Education Act Title Il State Report &gstm. (2015). Enroliment, by
state, by gender and race/ethnicitigttps://title2.ed.gov/Public/DataToolsfables.asp¥accessed 8/7/19).

% Tandon, M., Bianco, M., & Zion, S. (2014). Patwa H ¢ ST OKAy3dY . SAy3dx | yR 6S02YAy3
Neal, & K. K. Kumashiro (Edagddressing the Demographic Imperative: Recruiting, Preparing, and Rgtainin
Diverse ad Highly Effective Teaching Fofpe. 11X125). NY: Routledge.

9 https://www.ctc.ca.gov/docs/defauksource/commission/reports/pttp 2008 _legrdf

100 Commision on Teacher Credentialing. (2008lifornia School Paraprofessional Teacher Training Progkam
annual report to the legislature as required by SB 1&&ramento, CA: Commission on Teacher Credentialing.
http://www.ctc.ca.gov/reports/PTTP_ 2008 LedgRpt.pdiccessed 12/20/17).

101 CaliforniaCommission on Teacher Credentialing, Educator Preparation Committee. (2ptiate on State
Funded Grant ProgramSacramento, CA&alifania Canmission on Teacher Credentialing.
https://www.ctc.ca.gov/docs/defaulisource/commission/agendas/20172/2017-12-3b.pdf?sfven=89457b1 2
(accessed 4/27/18).
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TheRecruiting Washington Teache(®WI) progam represents t& & G | (i S Q teateSaT F 2 NIi
more diverse teacher workforce through high school teacher pathways and other Grow Your Own
programs'?? Established in 2007, the goal of this progranto prepare a diverse group of future
educatorswho more cbsely reflect theda 0 I G S Qa  alatiozRPSRMT is Lalzhigidzschool
teacher academy program that helps students to explore cultural identity and educational
opportunities through the lens of theeaching profession.

By supporting participantssathey compete high schoolapply to and attenccollege, the RWT

program strengthens the pathway from high school to teaching, with the goal that students will
become not only certified teachers, but aleducation leaders who make a difference in their
communities. RWT has providedngoing funding foi £ S+ N3/ A y 3 1 fpartoe? s¢hodl 2 NR S A ¢
sites which have developed model curriculum, implementation resources, and professional
development tools that are nde available for any school interested in estabhgia teacler

academy. Eaclearning laboratory ite includes partnerships between local teachers, districts,

and higher education institutions to provide guidance and support to students.

Initial reseach on the Recruiting Washington Teachers prograggsds that the program is
succeeding in recruitig students of color, multilingual students, and students who will be the
first generation in their family to attend college. Surveys of program particgpalso suggest
that the RWT program is increasingrficipant) A y (i S Nidhg dbs a ayeer (thsabout half

of the RWT respondents (54%) reporting that their participation in the program had increased
their interest in a teaching careé?*While currently only anecdotal evidence exists showing the
impact of RWTon teacher recrudiment in the sponsorig districts!® future evaluation plans

made possible by improvements to student data trackivgll allow the state to track program

LI NI A OA LI y anatQjectddy and, dncpehdlyy/ ¢areer choicés.

To further diersify the teacimg workforce, a Biligual Educators pilot initiative is currently
underway with grant awards of $450,000 for the 2Q18 school yeat®’ The project aims to
recruit, prepare, andnentor bilingual high school students, in orderready themto become
future bilingual teachers athcounselors in the state. Similar to RWT, pilot sites selected through

102 hitps://www.pesb.wa.gov/pathways/rwt/

103Washington Professional Educator Standards Board. (n.d.). Recruiting Washington Teachers.
http://pathway.pesb.wa.gov/futureeducators/rwt(accessed 12/12/17).

104 Geiger, B., & Hougan. (201Recruiting Washington Teachers: 2Q2017 annual reportOlympia, WA:
Professional Educator Standards Boduttps://drive.google.com/file/d/1tn7nCY=z
0fFcY697LhHr30D1pBJioc/view(accessed 07/08/18).

105 Simmons, A. (February 12, 2018). Teacher recruitment starting in high school. Marin Qalifaynia:
Edutopia. https://www.edutopia.org/article/teacherrecruitmentstarting-high-school(accessed 07/20/18)

106 Geiger, B., & Hougan, E. (2017). Recruiting \Mgstn teaches: 201@17 annual report. Olympia, WA:
Professional Educators Standards Board.

107 state of Washington Professionalugdtors Standards Board. (n.d.). Recruiting Washington Teachers.
http://pathw ay.pesb.wa.gov/futureeducators/rwt (accessed 12/4/17); State of Washington Professional
Educators Standards Boafecruiting Washington Teachey8ilingual Eduactors Initiative: Grant awards 218
2019.https://docs.google.com/document/d/1Yxx_IIhKBgMViwlOMjfL 3Fc7IERBAJUCbmul_Wé/edit (accessed
6/28/18).
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the competitive grant application process will serve as learning laboratories telajebest
practices and resources to share acrdss gate.

Fnally, the statels pairing these effrts with targeted financial incentives to encourage school
staff to pursue their certification. Theipelne for Paraeducators Conditional Loan Scholarship
Program(Parapipeline Program) provides financial support (up to $4,000 in exchange for a two
year teachmg service commitment) to classified instructiostdff with at least three yars of
classroom expéence to pursue their Associate of Arts (AA) degree in order to qualify, enroll in,
and complete an Alternative Route prograf.

New York

For New York, theurrent landscape of grow your own models and pergs funded through

initiatives like the My BrotS ND& Y SSLISNJ ¢ S OKSNJ hLILI2 NIidzyAGe [/ 2
an opportunity for a broader, more aligned statewide push to grow and connect such afforts

the service of building a more robust pipelinefoture teachers of color.

Course Articulationgxeements and 2+2 Preparation Programs
Mississippi

Teacher preparation programs can also increase recruitment efforts by partnering with
community collegeso create degree articulation agreements. Further, foral communities

that often find themselvegar from a fouryear university, local communityplieges can support

the teacher pipeline through innovative programs that leverage these articulatioeeatgnts
such as MississigRia H b . THelN&t@rshlpbétween Hinds Comunity College (HCC)
and Delta State University (DSU) offers junioran8y A 2 NJ f S@St O2dzNERSa T2 NJ
Elementary Education and the Childhood Development Progr@entral Mississippi area
students who wish to compte their Elementary Edwtion degree can takelasses at a
designated Hinds campus, by way o#ditional classroom, video conferencing and online
options'® Because of the large number of students ofar enrolled in community colleges

over 40% by some @matest such partnership have the potentialo attract more candidates

of color to the teachingrofessiontt

Montana

108 professional Educator Standards Board, Pipeline for Paraeducators ConditionSchoéarship(2018).
https://www.pesb.wa.gov/paraeducateboard/paraeducatotboard-grantprograms/pipelinefor-paraeduc#ors-
conditionatloan-scholarship/(7/23/18).

109 http://www.mde.k12.ms.us/doctstate-superitendent/mississippessaconsolidatedstate-plan-usdevs5-2018
03-26-final-with-sigs 20180329.pdf?sfvrsn=2

10 https://www. hindscc.edu/programsf-study/2-plus-2

1 https:/itrends.collegeboard.org/sites/default/files/trendi-community-collegesresearchbrief. pdf
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Stone Child CollegéSCC) is a tribal community college of the Chippewa Creeifiridentana.
The college offers associate degrees inlyeahidhood education ad elementary educatin.
These degrees simultaneously prepare candidédegmployment as paraprofessionals and for
transfer to a 4year education program. Through an articuteit agreement with Montana State
UniversityNorthern (MSUNorthern), all educabn courses requiredy SCC are accepted at
MSUNorthern!1?2Because commity colleges often serve students of color, they can be a useful
source for diversifying the pool of aspg teachers.

Hawaii

In Oahu, Hawaii, higheed comnunities across the islath have faced ongoinghortages of

qualified educators. Historically, thdnave relied on importing teachers from the mainland to fill
positions in their hardo-staff schools. &ponding to the challenge of finding a sustainable

solution to staffing needslL.eeward Community dkege established 2+2 teacher preparation
partnersh LJ& oA GK £ 20Ff LI NIYSNI AyadaAaddziazya 2F KA
within their communiies, where shortages are most acute.

As the communitycollegepartner, Leewardorepares candidatedluring their first 2 years of

LINES LI NI { A 2 iitensiVe 8SariatdiR Ats in Teaching (AAT) degree offers candidates
predominately from underrepreseéad communities, and Native Hawaiian communities in
particulart the option to become paraeducators aio continue to a 4year university seeking
teacherlicensure. Numerous field experiences, practical case studies, and multilayered supports

are hallmarks bthe program. Program Coordinator Roberta Martel arated their focus on

putting the candidated G KS OSy (i SNJ 2 F (i KSA NahdahaNife gets B BheJt | A y A
way sometimes, especially [for students from] hdodserve communities. We d&hii 6 G SNJ R2 &
anything that we do, but we do providefsty nel & ®¢ ¢ K $siteke tiedrrih J¥ Nér

mentors for struggling students, dedicated c@afors committed to the success of each student,

and multiple submissions of case study work to ensunelents understand content deeply. In

this way, Leewardtrivesto nurture eachaspiring teacher it erolls, hoping they will show the

same care to stuehts in their future classrooms. Importantly, Leeward has seen ballooning
enrollment over the past decadefrom 24 to 500 studentsin a period when teacher
prepaation enrollment is dekining nationally.

North Carolina

Halifax County Schools in North Qara has also struggled with acute teacher shortages and
poor teacher retention. As a rural district hauirom traditional TPPs, the county has in the past
relied onalternative certfication programs tdill shortage positions. However, they found that
the high turnover rates of those teachers made that an unsustainable solution. To combat this
challenge Hizabeth City State UniversityECSU) established a 2ptbgram partnership tha
supports students dring the last 2 years of their teacher preparatjiaespite being nearly 100
miles from Halifax County. ECSU faculty travel to the county to offer classsate at the local

112 stone Child College. (n.d.). AA general studiesacher educatioroption: Elementary education. http://
www.stonechid.edu/images/PDFs/DegreesOffered/AA/Elementary_Education.pdf.
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community college, and they offerirtual classes as welStudents, nearly albf whom are

candidates of color, graduate fromthebH LINRINI Y KI @Ay3 SINYySR |
certification for elementary teacher licensure. By emively tying academic coursework to
fieldwork, the ppgram sresses immersingandidates in the mal communities in which they will

teach. For examp, the methods courses for each subject area require students to engage for

10¢30 hours in multiple clical settings; through observations, interviews, an@ddbwing of

skilled teaclers, candidates caroonect coursework content to what occurs in schodls of this

comes before the 2SI NJ Ot AyAOlIf SELISNASYyOS GKIG 200daN
gNI Rdzl GA2Yy S 9/ {! 2FFSNAE Ilrrhntyt BRA Rzl & &heywdsnd NB 8 & d:
seek indiwilualized coaching and mentoring support from EC8iital faculty for up to 3 years.

New York

While New York appears to have a robust infrastructure coting community colleges and 4

year teacher preparatioprograns through the Stte University of Nework (SUNY) systeftt,

it might be worth considering how to ensure these types of partnerships are supporting a more
targeted approach to supporting the s&Qa SRdzOF G2NJ 62NJ] F2NOS ySS
increase focuson recruiting anl preparing future tachers of color anddaressing persistent

shortage areas throughout the state.

New Teacher Induction

Induction often includes being matched with a vetenaentor teacher and can also include
seminars, classroomssisance, time to cddborate with other eachers, coaching arfdedback

from experienced teachers, and reduced workloads. Induction is especially effective when
teachers participate in a comprehaws set of induction activities. Research points toesal/key
elements of hig-quality induction pograms that are mosstrongly associated with reduced
levels of turnover. These include having a mentor from the same field, having common planning
time with other teachers in the same subject, having regulselyedulied collaboratiorwith other
teachers,and being part of amexternal network of teachers* A national study of induction
programs found that beginning teachers who receive a comprehensive sétndoftion
supportg including the elements abovestay n teaching at rates morehan twice those of
teachers who lack thee supports!® However, only a small proportion of teachers receive this
comprehensive set of support$® There is also great variability the quality of these programs.
Highpoverty schoolsend to have weaker ingction programs thatnust serve a greater number

113 hitps://ww w.suny.edu/media/suny/contenrtissets/documents/teahny/FINAENY STeachetPreparatiorand-
Development.pdf

4 ngersoll, R. M., & Smith, T. M. (2004). Do teacher induction and mentoring mhitgk3P Bulletin §838),
28c40.

151ngersoll & SmithDo teacherriduction and mentoring matter? 280.

116 podolsky, ki, Bishop, & Darlinglammond Solving the teacher shortage.
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of novice teachers, and these are also schools in which resources are less available and early
career teachers generally face meocomplex and diverse student needs and challertges.

Texas

An analysis of thelTexas Beginning Eduima Support System(TXxBESS) found that participants
left teaching at significantly lower rates than did nonparticipatingioevieachers in the state.
The analysis also found improved retention rates among duantsteaching in schols serving
studentsof color and students from lowncome families, where attrition rates tended to be quite
high and where teachers of coloreamost likely to teach!® The firding suggests that teachers
of color, in particular, cald berefit from particpating in strong indation programs.

Delaware

Delawarehas implemented a multiyear induction program to support and retain excellent
educators The state requires that all neweachers participate in a-year induction and
mentoringprogram to advance theilicense® TheCompehensive Induction Prograr(CIP), as
the program is known, began during the 199995 school year as a pilot mentoring pragr in
three districts, and wasedesigned and expanded statewide 10 years |&eihe edesigred
program requies a number of actities characteristic of higlyuality induction:

1 weekly meetings between mentor and novice teachers, including -tadace
conversations to provide redlme support,

1 eight lesson observations (4 observing artieihg dserved) each ahe first two years,
and

1 participation in evidencdased professional learning each year of the program, including
professional learning commuinéts specifically for new teachet?!

The annual appropriation for CIP is $300,0¢0.

Wyl NR2AX {® adr 3 W2Kyazysx {® ad ouHamnud® bSg GSI OKSNEQ
inequity.Journal ofEducational Bange 111), 2344.

18|ngersoll, R. M., & Strondy]. (2011). The impact of induction and mentoring programs for beginning teachers: A

critical review of the research. Review of Educational Research, 81(2R3201

1% Delaware Professional &tdards Board(n.d.). Delaware administrative code: Title 14 edtion, 1503 educator
mentoring.http://requlations.delaware.gov/AdminCode/title14/1500/1503.pHccessed 12/2/17).

120 https://www.doe.k12.de.us/domain/185Raffel, J. A., Holbert. R. R., Curtis, K. A., Middlebrooks, A., Noble, A., &
hQal ff Se5SCPod NBDBAOYFSG (S OKSNI Y Stjor enpldmgmatiod ghR dzOG A 2y  LINE
integration. Newark, DE: University of Delaware.

121 pelaware Professional Standards Board. (n.d.). Delaware administrative code: Title 14 education, 1503 educator
mentoring.http://requlations.delaware.gov/AdminCodel/title14/1500/1503.p(Hccessed 12/12/17); Delaware

Department of Education. (n.d.). Comprehensive induction program: Program requirements.
https://www.doe.k12.de.us/Page/356@&ccessed 12/8/17).

1225, B. 285, 148Gen. Assem., Reg. Sess. (De. 2017), 211.
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More recerily, the DelawareDepartment of Educédn of Education (DDOE) created a
competitive grant program to incentivize innovation in the state mentoring program. Beginn
in the 2012014 school yearDDOE began offering competitive grants to fund dgwelent
and/or delivery ofinnovative inductiormodels for new educator¥? In the first five rounds of
the grant, DDOE awarded around $1 million to districts and chactesas!?*

5Stl g1 NSQa o@adcontindoysSmpioveinent of its induction and meng for new
teachers apears associated withimproved teacher practice as well as teacher retention.
According to a 2017 statewide survey of teachers, 78% agreed amgdyr agreed that the
additional support they receivedis a new teacher improved theimstrudional practice,79%

agreed orstrongd I ANBSR (KFd GKS FTRRAGAZ2YFf &dzLlLJ2 NI
learning, and 71% agreed or strongly agreed thatinduction supports wereanportant in their

decision to continue teaching at theinent school*?®

lowa

lowa has a long histoyf prioritizing teacher induction. In 2001, the lowa legislature enacted the
Teacher Quality Act, expanding teacheduction statewide and making it a regement for
secondtier teacher licensuré?® Since thenthe lowa Mentoring andinduction (M&I) progam

has grown and now annually involves approximately 3,000 first and second year educators across
the state!?’M&lI seeks to increase student achievementgmpmoting excellence in teaching and
increasing the regntion of promising begining teacherd?® Sucessful completion of an
induction program is also a requirement for lowa teachers to advance to the cnediteating
certificate12° lowa supports the gsgram by distributing $1,300 to districts and Area Exdion
Agencies (AEASs) f@ach first and seond-year educator, with $1,000 of each payment going
toward mentor stipends and the remainder toward program costs. FY 20162017, over $4
million was dbcated to the statewide mentoring prograti®

123 pelaware Department of Education. (September 1, 2017). Delaware consolidated state plan under the Every
Student Succeeds Act (ESSA)Dtaer, Delawee: Delaware Departmerdf Education.
https://www.doe.k12.de.us/cms/lib/DEQ1922744/Centricity/Domain/425/@Bnsolidatedsateplan. FINAL%20cle
an%20090117.pdfaccessed 5/23/18).

124 personal phone call with Jon Neubauer, Education Associate Delaware Department of Education (2018,
February 1). For an earlier total, see New Teacher Center. (ZBtb8. policy revi@: New teachemduction
Delaware Santa Cruz, CA: New Teacher Center.

25TELL Delaware. (2017). Result details: TELL Deldtase//telldelaware.org/results/report/590/172027
(accessed 2/8/17).

1265 F. 476, 79 Leg., Gr. Sess. (la. 2001).

127 https://Iwww.educateiowa.gov/pkl 2/educatorguality/mentoringinduction-beginningeducators

1281owa Depatment of Education. (nl.). Mentoring and induction for beginning educators.
https://www.educateiowa.gov/pkl 2/educatorquality/mentoring-inductionbeginningeducators(accessed
11/20/17).

1295, F. 476, 7Leg., Gen. Sess. (la. 2001).

13013, Code. § 284.13 (2017).
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L 2 g I Qdramanark is intendedto provide local disicts the flexibility to design programs
responsive to their contexts. By stipulating minimum levels of beginninghtzasupport,

including release time talesign lessons and plan with a mentor, opportunities abseve
experienced tachers, and construiste feedback on instructiof®! state law provides general

outlines that districts can use to structure their inductigomograms. However, it is the
responsilility of districts to design programs that engage teachinmeaningful actitties that
supporttheL 2 6 S OKAy3 adlyRFNRa FyR YSSO 06S3IAyyYyA
YySSRa® L 2g!I Qraprowding evideddsddsedindizivdbim induction redqrements but

broad flexibility in program designoffers benefits in terms of dstrict tailoring andappears to

have longstanding support in the state.

Connecticut

Connecticut established a statewide, distrtttven teacher induction program for all new
teachers the Teacher Education and Mentorif§EAM) program beginning in 200932 TEAM

aims to provide a nowvaluative systemfesupport focused on professional grdwand reflective
practice. As part of the program eaclew teacher is paired wh a mentor who coacks and
guides him through the first two years of the professiaypically providing &2 hours of
individualized suppw per week!3® Beginning teachers compke five modules: classroom
environment, planning, instrction, assessment, angrofessional responsility. Each module
includes a deliberate process of goal setting, implementing new learning in the classroom, and
receiving feedback on changes in teachimgctice and student outcomes.

Research suggests TEAdppots are benefittig beginning Connectit teachers. A 2013
evaluation of TEAM using survey evidence of participants found that participation in the program
O2yUNROdzi SR (2 0 Sedok geyelopfrignt @nd thérkd&ciiBnQto sia$ jh dhe
profession and their distrit.23* Surveyed beginniop teachers overwhelmingly identified
numerous aspects of the program as positively impacting their practice, ingluefilections with

their mentors on teahing effectiveness, discussions regarding how to distabsde and
productive classrooms, and sttegizing how to use assessment data to make instructional
decisions.

Additionally, approximately 78% of surveyed lmeing teachers either agreed or strdgggreed

that their TEAM mentor had a positive influsmon heir decision tawontinue teaching. Tik latter
result suggests that induction programs that offer mentoring can benefit teacher retention.
Unfortunately,as of writing, funding for the TEAM m@am had recently been cut at the state

181S. F. 476, 7Leg., Gen. Sess. (la. 2001).

132p A 09, 20® Leg., Spec. Sess. (Ct. 2009); Connecticut DepartmEgduoftion. (rd.). Teacher Education

and Mentoring (TEAM) prograrttp://portal.ct.gov/SDE/TEAM/TeachdfdicationAnd-Mentoring TEAM
Program(accessed 5/22/18).

133 Bozack, A., Filicher, T., & Salvaggio, A. N. (20I®acher education and mentoring program evaluation report.
http://www.cea.org/issues/news/2013/mar/04/pdf/ TEANRepot-2-15-13.pdf(accessed 12/12/17).

34 Bozack, A., Freilicher, T., & Salvaggio, A. N. (Z0&8¢her education and mentoring program evaluation report.
http://www.cea.org/issues/news/D13/mar/04/pdf/ TEAMReport2-15-13.pdf(accessed 12/12/17).
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level 3> While t remains to be seen howlistricts will conthue their support for this program at
the local level (given state mandates), the model provides a promising bludprirstates
seeking to build a compremsive mentoring and new teacher support program.

New York

7

While New York cuantly requires mentok Y3 F2NJ 6 KS FTANBRG @SFENI 2F 4GS
indicates a need to improve the overall consistency andityuaf programs across the staté®

Pafi A Odzf NI 82 GKS &dl S MductkRriSpiogrands, inipe theyjlaity®i 4 S T d.
mentor selection and training, and increase the length of time new teachers receive support can
bolster efforts to suppd the retention of teachers of colorhtough comprehensive and
responsive induction supportfn addtion, the currert Mentor Teacher Intenship Program and

the NYC Men Teach Program offer opportunities to envision a statewide model that is responsive

to the specific needs of new teachers olar.'?’

Ongoing mentoring and support for candidatesldaactes of color

In addition to creating sgtems at the state level that can increase access to quality induction
programs and mentoring for all teachers, providing targeted and responsive supponsw
teachers of color should also be a part of angtestefforts to ensue induction supports help
increase the retention of new teachers of color.

Call Me MISTERMentors Instructing Students Toward Effective Role Models), founded at
Clemson Universitin 2000 and active in several other colleges throughtbe Suth, works to
increase the pool of Btk male teachers through a comprehensive system of supports that
includes loan forgiveness, mentorship, academic and peer support, preparation for state
licensure exams, and assistance with job placement. dj@atitscommti to teaching in a local
school for each year they receive financial support. The program maintains contact with
graduates, and graduates are expected to become mentors to new programgipants. Of the
approximately 150 participants who hagradwated snce 2004,100% remain in educan and

95% are teaching in South Carolina schools, far exceeding national retentioA®fates.

Other initiatives such as the Sherman STEM Teacher ScholaggdPn at the University of
Maryland, Baltimore Countygnd the Montclair StateUniversity Teacher Edation Advocacy

B5Moran, J. D. (2017). Summary of the Teacher Education and Mentoring (TEAM) Program. Hartford, CT:
Connecticut General Asmbly, Office of Legislative Researtips://www.cga.ct.qov/2017/rpt/pdf/201 7R
0306.pdf(accessed 5/22/18); H. B. 1502, 2017 June Spec. Sess., (Ct. 2017).

136 New York State Education Depment. (2018). New York consolidated state plan underBvery Studen
Succeeds Act (ESSA). Albany, NY: New York State Education Departméteni&dTeacher Internship Ricam
B7NYC DOE launched NYC Men Teach Program, aimsetasimenen of alor in city classrooms through
engagement, recruitment, and support of candidates before entering classroom. Mentorship in first year of
teaching through NYC DOE, NYC Men Teach offerssfave {plus training on SEL and cultureally respensiv
teaching pratices). "A total of 68% of NYC DOE Participant Survey respondents who are current teachers stated
that support from a NYC Men Teach mentor teacher was important or very important.”

B8 CaryN. (2016, April 27). Call Me MISTER goes to WashinGreenvilleNews. http://www.
greenvilleonline.com/story/news/education/2016/04/27/cathe-mister-goeswashington/83591664/.
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Centerr are also working to provide support to teacher preparation candidates, including
academic coaching, mentoring and advising, and pe@port. Also building on the success of
the Call Me NISTERg®r sipport model The Fellowship: Blegk Male Educators for Social Justice

is a professional membership organization designed to build and strengthen networks of Black
male educators. Through &H-ellowship, which is based in Philadelphia, more &b curent

and prospetive Black male edutar members are expected to mentor at least one high schooler

or college student, or a man who is considering a-oaiteer switch to teaching. That mentoiph

might include tutoring, offering professional guidam orproviding technial assistance to thas
seeking help with entering the field. In addition, The Fellowship hosts an annual conference and
a career fair that offersgsumS feedback, mock interews, advice from career advisers, and
opportunities tomeet with potential empbyers.

TheBlack Teaher Project(BTP), a nonprofit based in San Francisco, Oakland, and New York

City, has a twgpronged approach to sustaining Black teaché?s:irst, the organization offers
opportunities for personal and professmal gowth, such as bok clubs, inquiry gnaps to work

through a problem of practice, a fellowship program, social activities, and wellness workshops.
Second, BTP is working with districts, such as Oakland Unified School District, to help shift the
envionment from one that teachers want to leaved one where teachers want to stay. For
SEFYLX Ss .¢t 2FFSNE al ANARYy3 . t1F01 ¢Sl OKSNA wmn
practices can be more inclusive of prospective Black teachers. The greajshaartnered with

the district to walk tachers through the teacher credentialing process and to offer tutoring for
teacher licensure exams. Micia Mosely, founder of the Black Teacher Project, says of the BTP

LI NG AOALN yiaz a. SA yniyatd reslvinglsup@rts has Ike&ally kpt themO 2 Y'Y
Ay GKS OflaaNeR2Y® ¢KSe& gl yidSR G2 tSH@S FyR (K
LINE AN} Yaz adzOK Fa .2ai2yQa alftS 9RdzOF2NBR 27
mentorship for nale teahersof color!4?

Teacher Preparationc&reditation and Licensure Policies
Tennessee

States can create incentives for increasing enrollments of candidates of color by implementing
data monitoring policiesfor TPPs. In Tennessee, for example, theéeSBoad of Elucation

redA & SR (i K ShePiepaiiato Repart Edrd in 206Each TPP (also known as educator
preparation programs, or EPPSs) receives an overall score and several subscores, including one for
candidate profile The candidate profilscore § basel, in part,on the percentage oprogram
completers who are noiwVhite. Title Il of the Higher Education Act requires that all states report

on the racial and ethnic diversity of teacher preparation enrollees; however, they are not

B9 nterview with Micia Mosely, founder of the Black Teacher Project, Mabdi8 2

01asevoli, B. (April 25, 2017). Boston laurecheogram to etain and groom minority teachers. Bethesda, MD:
Education Week. https://www.edweek.org/ew/articles/2017/04/26/bostgmogramsupportsmaleeducatorsof-
color.html.

141 State Collaborative oneforming Education. (2016). Prepared for day oneprisning the efectiveness of early
career teaching. Nashville, TN: State Collaborative on Reforming Education.

Pagel49of 206



required toreport on thediversityof program completersTennessee is unique in requiring and
monitoring that data point, which is a better indicator of the supply of teachers of color than is
enrollment data. TPPs may be more likely to actively recruit and sugamdiddes of color

because their performanc@ y GKIF G AYRAOFG2NJ AYLI OGa GKS LINE.
they are required to report this data to meet state accreditation requirements.

Oregon

Oregonhas sought to create partnerships across stajereciesand huilt a coaition focused on
increasing teacher diversity statewide. The initial focus of these efforts has centered around data
collection and the publication of annual Educator Equity Reports. By law, the Chief Education
Office, the Higher Edtation Coordnating Commission, the Oregon épartment of Education,

and the Teacher Standards and Practices Commission are required to jointly create an annual
report on the Educators Equity Act. In 2015, the Oregon Senate passed SB 3375 requiring all
teacher peparaion prograns to develop plans tpromote the recruitment and preparation of
diverse educator$??2 ¢ K S & Z0L90rép@ton the progress of these efforts highlights an
increase in teacher preparation enrollment for future teachers of colangifiom17.3% in 2016

2017 to 23.9% in 2012018143

California

In addition to collecting data on both the recruitment and retentidraadiverse candidate pool
through preparation, states can also work to collect survey data from candidates and from their
future employers in schos and districts onhte quality of candidate experience in preparation.
The specific survey questions cogleek to understand how prepared candidates feel to lead
culturally responsive and identity affirming classrooms and how sripg candidates of colp

felt throughout the teacher preparation experienceCalifornia currently usesurveys of all
program gradates about their opportunities to learn, their student teaching experience, and
how well their program prepared them in maayeasof teaching. Candates complete these
after they have finished their training, as they apply for their initial credentiab years later,
they complete another survey about both their preparation and their induction experience as
they apply for heir ckar credential. @lifornia also surveymentor teachers and employers about
the quality of candidates and programs, usingddllthese data in its program accreditation
process. It has ensured high survey response rates (more than 90%) by requoestingn
graduates to coplete the survey oithe as they submit their online application for their teaching
credential4

New York

142 https:/iIwww.oregon.gov/eac/Documents/2019%20Educator%20Equity%20Report.pdf
143 hitps://www.oregon.gov/eac/Documents/2019%20Educator%20Equity%20Report. pdf
144 Commission on Teacher Credentialing. (2017). Credential program completer surveys.
https://www.ctc.ca.gov/educatoprep/completersurveys
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While current Federal Title Il reporting requirements provide data on the race and ethnicity
across teacher preparation ennsient inNew York, the stte could take advaige of additional
indicators to support a more robust understanding of how teacher watds of color are
progressing through teacher preparation programs. Specifically, as suggested in a recent report
from EdwatorsFor Excellencehere is an opportunit for New York to expand the collection of
data on current teacher preparation programgnderstanding the demographics of teacher
preparation completers, along with collecting survey data from candidates aeid thture
employers, cald provide additionainsights into how best to support candidates of color into
and through preparation aoss the state:*®

Supports for Licensure Assessments

As previously highlighted, the cost of teacher preparation licensusesssnets can serve as a
barrier to future teachers of colot*® States seeking to address the impact of assessment fees are
considemg different ways to alleviate the financial burden that may come with several different
licensure exam requirements.

Washirgton

In addition to receit changes inthestaS Q& ol aA O aiAftta NBIdzZANBYSyi
program, Washington providggograms with an allocation of vouchers for covering the costs of

GKS aidl dsSqa NEIjdzA NER (S| QKE M edTPO DyrdraddS | &4 & S
assessment. Eaclrggram is allocated a certain number of vouchers for the WESWEST

E/NES, and edTRést takers.Programs may purchase additional vouchers to provide candidates

with full or partial credit toward fees for tésegidration and prepaation resources*’
New York

bSg ,2N)] KFa GF1Sy aidsSLla Ay NBOSYyY @nt @dsheNE (2
preparation assessment policies that hinder the growth of a diverse teacher workforce. This has
included statewidle impkementation of a €acher preparation pdormance assessment (the

edTPA), the inclusion of a safety net route to provide fléiggbduring early implementation of

GKS LISNF2NXIYOS aaSaayYSyidz YR GUKS Sebt¥YAyl GA
As part of edTPAmplementation, thestate has provided a limited number of vouchers to

15 Educators For Excellence New York.(2019). Ready for day one and beyond. New York, NY: Educators for
Excellence New York. https://ede.org/whate-do/policy-solutions/readyday-one-and-beyond

146Kolman J. S., Gelite L. M., & McLurkin, D. L. (2017). Lifting gates and building skills: Preparing diverse
candidates to pass new certification exams. In E. Petchauer & L. MawhinneyT&asher educatioacross
minority serving institutions: Programs, fmdés, and saal justice New Brunswick, NJ: Rutgers University Press.
147 http://lawfilesext.leg.wa.gov/biennium/20120/Pdf/Bills/House%20Pasd %20L egislature/1621
S.PL.pdf#pageshttps://www.pesb.wa.gov/preparatiofprograms/assessments/

148 hitp://www.highered.nysed.gov/tcert/certificate/certexamsafetynetedtpa.html, and basidlskemoval exam;
https://www.chalkbeat.org/posts/ny2017/03/13/new-york-officialsvote-to-eliminate-controversialliteracy
examfor-prospectiveteachers/
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programs to help offset the costs d¢iie exam!4® There remain additional opportunities to
leverage efforts that exist in more limited programs like NYC Men Tegdonbining both
financial support and targted certification exam preparation for teacher candidates of color.
Further, there remin opportunities to explore the ways vouchers are awarded within programs
to ensure they are reaching candidates with theagestneed?>°

ImproveSchool Teaching Cotidns Through Improved School Leadership

Teaching conditions, and administrative suppor LJ- NJi A Odzf | NI € = LJ | &
retention decisions. Recent evidence shows that administrative support is iafipemtical in
improving the retention ofteachers of color. An analysis of national data from select years
between 1999 and 201fbund that teachers of color in schools in which 90% of the teaching staff
or more were White were far more likely to switcschods than their Whte peers if they
perceived a lack of administrative support. However, their retention decisions were sitmilar
White teachers when they felt strong administrative support in their schB8dIStrong school
leaders may be addressingmae ofthe challenges tachers of color reparexperiencing when
they are among few teachers of color on staff. Districts can provide training for school
administrators so they can create work environments that emege teachers of color to stay.

Even iteaches are prepareddr the challenges deaching, undesirable teaching conditions can
drive them to other schools or out of the profession entirely. School administrators are
responsible for making hiring demss, being instructional leaders, setgimormsfor students

and staff, nurturing a psitive and encouraging culture, keeping schoolwide systems running
smoothly, and moré>2When they are not able to do those things well, the consequences are
teaching andearning environments that make it ditfilt for teachers of calr to stay. Poor scha
leadership more than doubles the likelihood that teachers, in general, will move or leave their
classrooms and schoo'%

Some universitydistrict partnerships have nike progress in training effective schqmwincipals
by actively ecruiting talented fture administrators, and especially those who have
demonstrated a commitment to working in hatd-staff schools. A review of the nationally
recognized educational leadeohort program aDelta State Universitf{DSU)n the Mississipp

149 hitp://www.highered.nysed.gov/pdf/edtpamythsvsfactsfinal. pdf

150 hitp://www.nea.org/home/63423.htm
https://www.warner.rochester.edu/files/research/files/2016edTPAreport.pdf

151 Bednar, S., &iGheva, D. (207). Workplace support and diversity in the market for public school teachers.
Education Finance and Policy. (Forthcoming).

2 parlingHammond, L., LaPointe, M., Meyens®., Orr, M. T., & Cohen, C. (2007). Preparing school leaders for a
charging world: Lesons from exemplary leadership development programs. Stanford, CA: Stanford University,
Stanford Educational Leadership Institute; National Policy Board for Edudatidmanistration. (2015).

Professional standards for educational leadeb4 2 Reston, X: National Policy Board for Educational
Administration.

153 CarverThomas, D., & Darlilgammond, L. (2017). Teacher turnover: Why it matters and what we can do about
it. Palo Alto, CA: Learning Policy Institute.
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Delta, for examplefound that the program partnered with local school districts to recruit
excellent teachers with strong school leadership potential into a-stgdported principal traimg
program, and that half of their recisi eachyear were Black®* Most of the teaches had been
working in the Delta a mostly rural region plagued by poverty and racial segregatenmd they
had undergone a demanding selection process to be nominatedhéptogram by their district.
With state,federd, district, anduniversity funding, BU funds its fullime paid internships at
school sites. This joint investment of funds allows geklified candidates to participate
regardless of their financial meanAccording to DSU, 85% of all gradudielsl administrative
postions in Delta schde and districtg>®

In-service leadership training can also make a difference in teacher retention. An analysis of the
McREL Balanced Leadership Development Prog(&toRE BLDP), a program that focuses on
principals developing 21 leadeship responsibilitie over 10 tweday cohortbased sessions,
found that it resulted in a-point reduction in teacher turnover in schools that fully participated

in the intervention (and a&point reduction in principal turnover?®

North Carolina

TheNorth CarolinaPrincipd Fellows Progranoffers $20,000 annually in scholarship loans to
attract outstanding aspiring principals to the field, providing two years of preparation that
encompasse both coursework and a yearlong, ftithe internship under thementorship of an

expet principal*®’In exchange, principal candidates commit to four years of service as a principal
2NJ Ly FaaAradlyd LINRYOALIN f18Ehg prégghSha2trlined mdde & G I G
than 1,200 Principdfellowssince its incegon in 1993; asof 20T = Y2 NB (KIy wmMu: 2
principals and assistant principals were graduates of the progf&niResearch on the
effectiveness of graduates who go on to serve in sthéound that Fellows have more positive

impacts on student abseces, teacher retentin, and school working conditions than other
University of North Carolina Master of School Administration graduates and all other North
Carolina principal&® Nearly 90% bPrincipal Fellows graduated and comgletther four-year

7 ¢
~

54 aPointe, M., Davis, S., &H@n, C. (2007 School leadership study: Developing successful principals (Case study
series: Principal preparation at Delta State Universitybold strategy to improve practicetagford, CA: Stanford
University, Stanford Educational Leadership Insgitut

155 Delta Stée University. (2018). Master of education in educational administration and supervision.
http://www.deltastate.edu/educatiorand-humansciences/teacheeducationreseach-leadership/ master
educationeducationaladministrationsupervision/.

156 Jacob, R., @ldard, R., Kim, M., Miller, R., & Goddard, Y. (2015). Exploring the causal impact of the McREL
Balanced Leadership Program on leadership, principal efficacy, instractlimate, educator turnover, and

student achievement. Educational Bvation and Paty Analysis, 37(3), 3¢332.

157 DarlingHammond,The flat world and educatiorfror additional information about the North Carolina Principal
Fellows Program, sddtp:/ /www.ncpfp.org/.

158 DarlingHammond,The flat world and education

159 Darlng-Hammond, LRointe, Meyerson, Orr, & Cohereparing school leaders for a changing wprld

The North Carolina Principal Fellows Progratip://www.ncpfp.org/. Accessed on August 10, 2016.

160 Bastian, K. C. & Full&, C. (2015 he North Carolina Principal Fellows program: A comprehensive evaluation
Chapé Hill, NC: University of North Carolina at Chapel Hill Education Policy Initiative at Carolina; University of
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service commitment:®! Currently, the state plans to invest $3.2 million a year over the next two
years in the prograni??

Tennessee

¢SyySaasSsSqQa 9ajs{out a doinpréhénsivielivisioyi for dieaship preparation and
support across ta stateandcontains mag promising leadershiinvestments®3 Among other

things, the state will utilize the Title Il leadership-sside to support leader residency programs

in highneed districts through competitive grant opportunities. The state wi#bgbursie and
support dstricts with an inteest in applyingfF 2 NJ F RRAGA 2y € 3INI yaG R2f€ €D
Part B Teacher and School Leader Incentive Fund Grant to establish residency programs for both
teachers and leaders in higleed schools. Adtionally, Tennessee Wilise setaside fundgor

leader deelopment to create fouyear statewide and regional leadership pipeline programs
aligned with effective researebased program components that produce transformational
school leaders. These pips progams will be pamershipled, innovatve, and high irpact, and

will serve to increase the supply of highality school leaders across the staté.

North Dakota

North Dakotais using ESSA as an opportunity to create nrtigited leadership supporta
devebp principals aseffective leaders. Om tier involves implementation of laeadership
Academyto ensure that North Dakota principals have the resources and support theytodsd
effective leaders. The Leadership Academy will provide professiomdodt professional
devdopment, career laddeopportunities, assistance with administrator shortages, and support

to address administrator retention in an effort to ultimatelysaistudent achievement. Training

will be unique to the principal and focusemh higher-level perspetives of leadershipThe
academy will also serve as a resource for comprehensive and targeted support schools (i.e.,

North Carolina Academic and University ProgramssDiv. (2015)Great teachers and school leaders matter.
Chapel Hill, NC: University of Nofarolinahttp://ncpfp.northcarolina.edu/wpcontent/uploads/2016/09/UNE
Academieand-UniversityProgramsAnnuatReport2015.pdf (accessed 4/28/18).

161 Bastian, K. C. & Fuller, S. C. (201B& North Carolina Principal Fellows program: A comprehensive evaluation
Chapel Hill, NC: Urgksity of Norh Carolina at Chapel Hill Education Policy Initiative at Carolina.

162 Data fromcurrent operations appropriations: Fiscal Years 22019, North Carolina Office of State Budget and
Management. Retrieved fromttps:/files.nc.gov/incosbm/documersffiles/201719 Certified U10_UNCGA.pdf
(accessed 4/27/18).

183 Tennessee Department of Education. (March 21, 2018). Tennessee consolidated state plan underythe Ev
Student Saceeds Act (ESSA). Nashville, TN: Tennessee Department of Educati@ii2268
https://www.tn.gov/content/dam/tn/education/documents/TN_ESSAtaf Plan Appoved.pdf(accessed
05/18/18).

184 Tennessee Department of Education. (March 21, 20I&)nessee consolidated state plan under the Every
Student Succeeds Act (ESSNpashville, TN: Tennessee Department of Educatiorn; 268
https://www.tn.gov/content/dam/tn/education/documents/TN_ESSA_State Plapproved.pdfaccessed
05/18/18).
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schools designated as in need of impgoment pursuant to ESSA) in an effort to promote and
build capacity in spedif aspe&ts of leadership®®

b 2 NIl K 5 lajnédiidademhip Lslipport also includes implementing and expanding a first
year principal mentorship program with the goal of providengentor to all new administrators.
This program has two main objectives:iterease the effectiverss of new administtars and

to decrease principal turnover in rural and struggling sch&8lMentors are trained and
assigned to new principals and contliat a minimum, two site visits during the school year along
with weekly metings.Mentorship willnot be a stanealoneeffort; instead, it is tied to ongoing
professional development directly related to the knowledge necessary to be an effective leader.
This layering of support aligns with research highlighting the importantieldfbased coaching

and learningthatconn®@ i & RANB OGf & 4 A ( K Delivefed to providle RGN & LINI
skill development for principals, the professional developmeiit include a series of modules
delivered at the regional level.

New York

New YONJ Qa S mpr@véljpridcipal @repration through the Principal Preparation Project
indicate a need to build robust clinical opportunities for leaders and to ensurettheg quality
mentoring experiences both within and beyond preparatiéhit may bethat efforts to expand
teacher residenies could compliment or inform how principal residencies might be scaled and
seeded across the state. In addition, the focus on teactiaical training in recent revisions to
state regulations could be cardentothe leader prepaation space as well.

Financial Incentives for Teacher Expertise and Leadership

Some states have boosted teacher compensation while raising teacher duaptpviding state

stipends for teachers earning National Board CertificatiBC) The welresped¢ed National

Board Cdification process allows applicants to demonstrate teaching expertise through a
rigorous, standarddased performance assessment réipg submission of a teaching portfolio,

videos of teaching, reflections omeaching, lesson plansand evidence of stueht learning.

Numerous research studies have found that teachers who earn National Board Certification
(NBCTs) are, on average, more &§OG A @S GSIF OKSNAR o6l a YSI &dzNSR o8

165 North Dakota Department of Public Instruction. (April 30, 20M8)rth Dakotaconsolidated state plan under

the Every Student Succeeds Act (ESSA). Bismarck, ND: North Dakota Department of Public Instruction, 96.
https://www.nd.gov/dpi/uploads/184/ND_ConsolidatedStatePlan_4302018.(atfcessed 05/18/18).

166 North Dakota Department of Public Instruction. (April 30, 2018). North Dalmtsolidated state plan under

the Every Student Succeeds Act (ESSA). Bismarck, ND: North Daketen®wpaf Pubic Instruction, 97.
https://www.nd.gov/dpi/uploads/184/ND_ConsolidatedStatePlan_4302018.(atfcessed 05/18/18).

167 Sutcher, L., Podolsky, A., & Espind2a(2017)SdzLILI2 NIIAy 3 LINAYOA LI f 4Q € SFENYyAy3aY Y
programs Palo Alto, CA: Learning Policy Institute.

168 http://iwww.nysed.gov/common/rysed/files/principalprojectphase2-final-report-with-appendices.pdf
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than nonNBCTs ith similar expeiencel®® Beyond suppding individual teacher expertise,
promoting NBC among teachers of color offers an opportunity to grow the pool of quality
mentors podioned to support future teachers of color across the state. Joined witlparip to
improve schooleadership, this focsion teacher leadership can help create supportive working
environments and build highetention career pathways for teachers of colorall schools.

Over half of states offer stipends to teachers who havenedrNatonal Board Cerfication as a
strategy to retain effective teachers and reward them for their expertise, inclu#iegtucky
Maine, andWyoming?!/°

In an effort to increaséhe number of NBCTs working in the highased schools, a number of
states provide additional incetives to NBCTs worlgnin these schools, which are typically
schools with the fewest resources and lease desirable working conditions and often are
experiercing teacher shortages. It is in these schools where additional teachertsepend
leadership isnost needed:

1 In 2017,ArkansaspassedAct 937which significantly increases the stipend amount for
teachers holding National Board Certification ihigh-poverty school in digh-poverty
distriat (defined as 70% or more of students eligible for free or reduced price Idfch).
For teachers currentlydiding National Board Certification, stipend amounts remain the
sama $5,000 a year for 10 yearsut the terms have changed. Foretachers receiving
their National Board Certification after January 1, 2018, the amount now varies
depending on the type of sclob where they teach. $2,500 will be awarded to NBC
teachers in norhigh-poverty schools (for 5 years), $90 fa teachers in a igh-poverty
school that is not in a higfpoverty district (5 years), and $10,000 for teachers in a-high
poverty school in a higpoverty district (10 years). Given that the average salary for an
Arkansas teacher with 15 years of exienceis $38,150,2 this stipend is a sizah|
carefullycrafted incentive to boost the number of expert teachers in the higinesid
schools.

169 Cowan, J., & Goldhaber, R0(6). NationaBoard Certification and teacher effectiveness: Evidence from
Washington StateJournal of Research on Educational Effective®gys 233,258; Goldhaber, D., & Anthony, E.
(2007). Can teacher quality be effectively assessed? National Beatificationas a signal of effective teaching.
The Review of Economics and Statisti¢4)8934150; Chingos, M. M., & Peterson, P. E. (2011).Q& S| aA SNJ G 2
a good teacher than to train one: Familiar and new results on the correlates of teadbetivefnessEconomics of
Education Review 88), 442,465; Clotfelter, C. T., Ladd, H. F., & Vigdor, J. L. (2010). Teacher credentials and
studert achievement in high school: A cremsbject analysis with student fixed effeciaurnal of Human
Resources3(3), 655,681.

170 National Board for Professional Teaching Standards. (2017). State incentiventtpaltvww.nbpts.org/wp-
content/uploads/state incentive chart.pdhccessd 1/24/18).

1713, B. 555, FllLeg., Reg. Sess.(Ar. 2017).

172 aArkansas Department of Education. (2017). Teacher salary schedule analys)2817ttle Rock, AR:
Arkansas Department of Educatidritp://www.arkansased.gov/divisions/fiscaind-administrative-
services/publicatiorand-reports/report_categories/salaryeports (accessed 4/27/18).
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1 In 2018, Alabamadoubled its stipend from $5,000 to $10,000 for NBCTs teaching in
high-need, lowperforming, orlow graduation rate schols!”?

1 The state ofWashingtonoffers a similar incentive. For the 2018 school year, NBC
teachers were eligible for a $5,8%onus. In addition, NBC teachers in undesourced
schools such as elementary schools with 70 perceftstudents from lowincome
backgrounds are digible for an additional bonus of $5,000 a yé&Washington funded
these bonuses at $62.6 million for Z§1817°

New York

While New York does not currently offer compensation for teachers who earnRB@, state
does provide supporfor certification fees through the Albert Shanker grant program which
provides reimbursement to firsime candidates who ackve NBC’’ Future efforts to support
high-quality clinical experiences during preparation and increasesscto robust induction
supports for new tedeers of color could be bolstered by building instructional expertise and
teacher leadership through partjation in the NBC process.

13HB 175, 2018 Leg.e® Sess. (A2018).

174 Office of Superintendent of Public Instruction. (December, 2016). National Board Certified Teachers.
http://www.k12.wa.us/certification/nbpts/TeacherBonus.ps For the elevant statute, see Wa. Co@e8892-140-
973 athttp://apps.leg.wa.gov/wac/default.aspx?cite=39210-973 (accessed 4/27/18)

5Sub. S. B. 5883, Bheg., 3 Spec. SesgWa. 2017)218.

176 National Board for Professional Teaching Standards. (2017). State incentiventtpaltvww.nbpts.org/wp-
content/uploads/state_incentive chart.pdacessed 7/30/19)

YT http://lwww.nysed.gov/postsecondargervices/alberishankergrant-program
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Appendi x D: NedsB OO X RS pitéeke g ean d
Di stricts

For more mformation on New York8| UB®QES regiongiease visithttps://www.boces.org/

BOCES Region Component Districts
Long Island
Nassau Baldwin, Bellmore, Bellmos®lerrick CHSD, Bethpage, Carle Plag

East MeadowEast Rokaway, East Wigiton, ElImont, Farmudale,
Floral PariBellerose, Franklin Square, Freeport, Garden City, G
Cove, Great Né¢ Hempstead, Herricks, Hewletfoodmere,
Hicksville, Island Park, Island Trees, Jericho, Lawrence, Levitto
Locust Vaey, Laxg Beach, Lynbrdg Malverne, Manhasse
Massapequa, Merrick, Mineola, New Hyde P@drden City Park,
North Bellmore, North Meick, North Shore, Oceanside, Oyster
BayEast Norwich, Plainedge, Plainvi@id Bethpage, Port
Washington, Rockville Cert Rosevelt, Roslyn,eaford,
Sewanhaka, ®gset, Uniondale, Valley Stream #13, Valley Strea
#24, Valley Stream #30, Valley StreadB0, Wantagh, West
Hempstead, Westbury

Suffolk County One | Amagansett, Bay Shore, Bayp8ite Pait, Brentwood,
(Eastern Suffolk) Bridgehanpton, BrookhaverCom&wogue Center Moriches,
Central Islip, Connetquot, East Hampton, East Islip, East Moricl
East Quogue, EastpeBouth Manor, Fire Island, Fishers Island,
Greenport, Hampton Bays, Hauppauge, Islip, Little &tpw
Lomgwood, MattituckCutchogue, Middle Caury, Miller Place,
Montauk, Mount Sinai, New Suffolk Common, Oysterponds,
PatchogueMedford, Port Jefferson, Quogue, Remsenb8pmeonk,
Riverhead, Rocky Point, Sachem, Sag Harbor, Sagaponack Co
Sayville, Belter Island, Shoreharwading River, SouthoGntry,
Southhampton, Southold, Springs, Three Village, Tuckahoe
Common, Wainscott Common, West Islip, Westhampton Beach
William Floyd

Suffolk County Two | Amityville, Babylon, Cold Spriftarbor, Commack, Copiag, Deer
(Western Suffolk) Park, ElwoodHalfHollow Hills, Harborfields, Huntington, Kings
Park, Lindenhurst, North Babylon, Northp&ast Northport,
Smithtown, South Huntington, West Babylon, Wyandanch

Lower Hudson Valley
PutnamNorthern Bedford, Brewsdr, Briarcliff ManorCarmel, Chappaqua, Croton
Westdhester Harmon, Garrison, Haldane, Hendrick Hudson, Katdreatisboro,
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Lakeland, Mahopac, North Salem, Ossining, Peekskill, Putnam
Valley, Somers, Yorktown

Rockland

Clarkstown, East Ramea, Haerstraw-Stony Pait, Nanuet, Nyack,
Pearl River, South Orangetown, Suffern

Westchester
(Southern
Westchester)

Ardsley, Blind BroeRye, Bronxville, Byram Hills, Dobbs Ferry,
Eastchester, Edgemont, EImsford, Greenburgh, Harrison, Hasti
on-Hudson, Ivington, Mount Rtasant, Mount Vernonyew
Rochelle, Pelham, Pleasantville, Pocantico Hills, Port CHegeer
Rye,Rye Neck, Scarsdale, Tarrytown, Tuckahoe, Valhalla, Whit
Plains

Special Act Districts:

Abbott, Greenburgh Eleven, Greenburgh Grah&reerurgh
North Cas#, HawthorneCedar Kalls, Mount PleasarBlythedale,
Mount PleasanCottage

Non-Component Distcts:
Mamaroneck, Yonkers

Mid-Hudson

Dutchess

Arlington, Beacon, Dover, Hyde Park, Millorook, Pawling, Pine
Plains, PoughkeepsieeRHook Rhinebeck, Spkenkill,
WappingersWebutuck Central

OrangeUlster

Chester, Cornwall, Florida, Goshen, Greenwood Lake, Highlang
Falls/Fort Montgomery, Kiryakel, Marlboro, Middletown,
Minisink Valley, Monro&Voodbury, Newburgh, Pine Bush,rPo
Jenvs, Tuxedo, ValieCentral, Warwick \lay, Washingtonville

Sullivan Eldred, Fallsburg, Liberty, Livingston Manor, Monticello, Roscoe
Sullivan West, Talley
Ulster Ellenville, Highland, Kingston City, New Paltz, Onteora, Rondoy
Valley,Saugeries, WallkillWest Park
Capital Digrict / North Country
AlbanySchoharie Albany City, Bern&KnoxWesterlg Bethlehem, Burnt HillBallston
Schenectady Lake, CobleskiRichmondville, Cohoes City, Duanesburg, Green
Saratoga Island, Guiderland, Menand, Middleburgh, Niskaina, North

(Capital Region)

Colonie, Raven@oeymansSelkirk, RotterdanrMohonasen
Schalmont, Schenectady City, Schoharie, S€igaville, Sharon
Springs, Shenendehowa, South Colonie, Voorheesville, Waterv
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ClintonEssex

WarrenWashington

(Chanplain Valley)

AuSale Valley, Beekmantown, Chazy, Crown Pd&htzabethtown
Lewis, Keene, Moriah, Northeastern Clinton, Northern Adironda
Peru, Plattsburgh City, Putnam, Saranac, Schroon Lake,
Ticonderoga, Westport, Willsboro

Frankin-Essex
Hamilton

BrushtonrMoira, hateaugay, Lake Placid, Long Lake, Malone,
Raquette Lake, St. Regis Falls, Salmon River, Saranac Lake, T
Lake

HamiltonFulton

Greater Amsterdam, Broadalbferth, Canajoharie, Edinburg

Montgomery Common FondaFultonville, FarPlain, GloversvilleGreater
Johnstown, Lake Pleasant, Mayfigbrthville,Oppenheim
EphratahSt. JohnsvillePiseco Common, Wells, Wheelerville
Rensselaer Averill Park, Berkshire, Berlin, Brunsk (Bittonkill), Caio-
ColumbiaGreene Durham, Catskill,i@&tham, CoxsackiAthens, East Greenbush,
(Questar 1) Germantown, Greenville, Hoosic Valley, Hoosick Falls, Hudson

Kinderhooklchabod Cranglansingburgh, New Lebanon, North
Greenbush Common, Rensselaer City, Schodaatorc Hills, Troy
Cty, Wynantskill

St.LawrencelLewis

Brasher Falls, Canton, Cliftéine, ColtorPierrepont, Edwards
Knox, Gouverneur, Hammond, Harrisville, HerAbmKalb,

Heuvelton, Lisbon, MadritVaddington, Massena, Morristown,
NorwoodNorfolk, Ogdesburg, Pashvilke-Hopkinton, Potsdam

Washington
SaratogaWarren
HamiltonEssex

Argyle, Ballston Spa, Bolton, Cambridge, Corinth, Fort Ann, For
Edward, Galway, Glens Falls City ,Glens Falls Common, Grany|
Greenwich, Hadlel.uzerne, HartfordHudsm Falls,ndian lake,
Johnsburg, Lakéeorge, Mechanicville, Minerva, Newcomb, Nor{
Warren, Queensbury, Salem, Saratoga Springs City, Schuylerv
South Glens Falls, Stillwater, Warrensburg, Waterdatfmoon,
Whitehall

CentralRegion

Herkime-Fulton-
Hamilton-Otsego

Central Valley, Ogeville, FrankforSchuyler, Herkimer, Little Falls
City, Mount Markham, Poland, Richfield Springs,-Mamesville
Owen D. Young, West Canada Valley

JeffersonLewis

Adirondack, Alexandria, Beaver&i, Béleville Henderson,
Carhage, Copenhagen, Geral Brown, Indian River, Inlet
Common, LaFargeville, Lowville Academy & Central, Lyme, Sa
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Harbor, South Jefferson, South Lewis, Thousand Islands, Town
Webb, Watertown City

MadisonrOneida

Camden, Caxstota,Hamilton, Madisa, MorrisvilleEaton,Oneida,
Rome, Stockbridge ValleyernonVeronaSherrill

Non-Component Districts:
New York State School for the Deaf (NYSSD)

OneidaHerkimek
Madison

Brookfield, Clinton, HollanBatent, New Hartford, New YloMills,
Oriskany, Rengs, Sauquoit Valleyjtica City, Waterville,
Westmoreland, Whitesboro

Mid-State

CayugeOnondaga

Auburn, CateMeridian, JordarElbridge, Moravia, Port Byron,
Skaneateles, Southern Cayuga, Urigmings, Weedsport

OnondagaCortand
Madison

Baldwinsille, Cazenovia, Clénango, Cincinnatus, Cortland,
DeRuyter, East Syracuse Minoa, FaBlampey, Fayetteville
Manlius, Homer, Jamesvil@eWitt, LaFayette, Liverpool, Lyncout
Marathon, MarcellusMcGraw, North Syracuse, Ononddgentrd,
Solvay, TullywVest Genesee, Westhi

Oswego

Altmar-ParishWilliamstown, Central Square Central, Fulton City
Hannibal, Mexico Academy & Central, Oswego City, Phoenix,
Pulaski Academy & Central, Sai@hgek Central

TompkinsSeneca
Tioga

Candor,Dryden, George diior Republic, Grotorithaca, Lansing,
Newfield, South Seneca, Trumansburg

Mid-Southern Tier

BroomeDelaware
Tioga

Binghamton, Chenango Forks, Chenango Valley, Deposit,

Harpursville, Johnson City, Matemdwell, Newark Vallepwege
Apalachin, SoutMountain-Hickory Comman, Susquehanna Valley
Tioga, UniorEndicott, Vestal, Whitney Point, Windsor

DelawareChenange
MadisonrOtsego

Afton, BainbridgeGuilford, Delaware Aceemy, Downsville,

Franklin, GilbertsvillMount Upton, Geene, Fincock, Norwich
aty, Otselic ValleyOxford Academy, Sherburne Earlville, Sidney
Unadilla Valleynategq Walton

OtsegeDelaware
SchoharieGreene

Andes, Charlotte Valley, Cherry Valley Springfield, Cooperstow
Edneston,GilboaConesville HunterTannersville Jefferson,
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(OtsegeNorthern Laurens, Margaretville, Milford, Morris, Oneonta City, Roxbury,

Catskills) Schenevus, South Kortright, Stamford, WindhashlandJewett,
Worcester

SchuyletSteuben Addison, AlfreeAlimond, Arkport, AvocaBath, Bradford, Campbel

ChemungTioga Savona, Canaseraga, Canist&@enwood, CorningPainted Post

Allegany Area, Elmira City, EImira Heightammondsport, Hornell City,

(Greater Southern
Tier)

Horseheads, Jaspdiroupsburg, Odesdslontour, Prattsburgh,
SpenceiVan Etten, Watkis Glen, Waverly

Mid-West

Genesed.ivingston
SteubenWyoming
(Genesee Valley)

Alexander, Attica, Avon, Batavia City, ByRergen, Caledoria
Mumford, Dansville, Elba, Genesé&®gshequa CentralLeRoy,

Letchworth, Livonia, Mourn¥orris, OakfieldAlabana, Pavilion,
Pembroke Perry, Warsaw, Waylardohocton, Wyoming, York

Monroe One

Brighton, East Irondequoit, East Rochester, Fairport, Honeoye |
Lima, Penfield, Pittsford, Rustenrietta, Webster, West
Irondequoit

Monroe Wwo-Orleans

Brockport,ChurchvilleChili, Gges Chili, Greece, Hilton, Holley,
Kendall Spencerport, Wheatlan€hili

Ontario-Seneca
YatesCayugaWayne
(Wayne Finger Lakeg

Bloomfield, Canandaigua City, Ch@avannah, Dundee, Ganandg
Geneva City, GhamMiddlesex, Honeoyd,yons, Manchester
Shatsville, Marion, Naples, Newark, North Réa®Icott, Palmyra
Macedon, Penn Yan, Phel@$ifton Springs, Red Creek, Romulus
Seneca Falls, Sodus, Victor, Waterloo, Wayne, Williamson

Western Region

Cattaraugus AlleganyLimestone Andover, BelfastBolivarRichburg,

Allegany-Erie Cattaraugud.ittle Valley, Cub&ushford, Ellicottville, Fillmore,

Wyoming Franklinville, Friendship, Genesee Valley, Hinsdale, Olean Sch¢
Portville, Randolph Academy, RandolBlaJamaca, Scio,
Wellsvlle, West Valley, Witesville, Yorksine-Pioneer

Erie One Akron, Alden, Amherst, Cheektowaga, Cheektowaga Sloan,

Clarence, Cleveland Hill, Depew, Frontier, Grand Island, Hamb
Hopevale, Kenmor@onawanda, Lackawanna, LaneasMaryvale
Sweet HomeTonawanda, West Seoca, Williamsville
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Erie Twe
Chautauqua
Cattaraugus

Bemus Point, Brocton, Cassadaga Valley, Chautauqua Lake, C
Dunkirk Public Schools, East Aurora, Eden, Falconer, Forestvill
Fredonia, Frewsburg, Gowda, Hdland, Iroquois,Jamestown
Public Schals,Lake ShoreNorth Collins, Orchard Park, Panama,
Fine Valley, Ripley, Sherman, Silver Creek, Southwestern,
SpringvilleGriffith Institute, Westfield

OrleansNiag

ara Albion, Barker, LewisteRorter, Locgort, Lyndonville, Medim,
Newfane, Niagaradfs, NiagaraVheatfield, North Tonawanda,
RoyaltorHattland, Starpoint, Wilson

C2NJ AYF2NNIGA2Y | 02dzi bSg 2N] {dGFrdisSqQa w

5

https://www.regentsnysed.gov/imembers/findrefist

Regent :
Dis?rict Counties
ond Kings
3rd Albany, Columbia, Greene, Rensselaer, Schoharie, Sullivan, Ulster
Clinton, Essex, Franklin, Fulton, Hamilton, Montgnm8&aatoga, Schenectad
4t St. Lawrence, Waen, Washington
5th Herkimer,Jefferson, Lewis, Oneida, Onondaga, Oswego
Broome, Chemung, Chenango, Cortland, Delaware, Madison, Otsego, Sc
6 Tioga, Tompkins
7th Cayuga, Livingston, Monroe, Ontarien8ca,Steuben, Wayne,ates
gth Allegany, @ttaraugus,Chautauqua, Erie, Genesee, Niagara, Orleans, Wyon
gth Dutchess, Orange, Putnam, Rockland, Westchester
10h Nassau, Suffolk
11th Queens
12th Bronx
13h Richmond
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Appendi x E: NY S BEvDe yEsdbuticr avteoyr D

Recruithg and Retainingduators of Color in New York State

Survey Introduction

New York strives to provide equitable access to excellent teachers who reflect the diversity of our students.

The goal of this survey is to collect inforraat onthe programs an@pportunities availake to support the

recruitment and retention of teachemsnd leaders of color in New York State. In analyzing your responses, we

hope to build an understanding of the system of supports as well as gaps thatxisayur participation
will also inform theTeacher Diversity Report that the State Education Bepent will deliver to the
legislature, as mandated in the 2018 Enacted Budget.

We will not attribute responses to any individual, district, or inst@atwithout express permsgsion.

The survey h&11520 questions, with an estimated response time 0fr@linutes. Thank you in advance for
@2dzNJ LI NIAOALN GA2y® LF e2dz KI @S Fye ljdzSadAazyas

Key definitions:

I edéctorsté = R12 teachers ad school district/bilding leaders and other schebhsedprofessionals
(school psychologists, counselors, and social workers)

1 of aoloré = for the purposes of this survey, this term refers to individuals who identify as Améniian/
Alaska NativesAsian, Black/AfriceAmerican, Hispanic/Latino/a, and/blative Hawaiian / Other Pacific
Islander.

R2 Y

A note on terminologyWe recognize that diversity can be defined in many ways. We arrived at the decision

G2 dza S (K@ Nidstiayishing @iersd diicators fortie purposes of this survey following

c2yadzZ GFiA2y S6AGK | NIy3aS 2F adGl{1SK2f RSNAO® 5S&aLIAGS

specifically account for the racial and ethnic diversity of Nerk a6 Q& S R dzGorcé t8 bkt infdrin]
the development of the Teacher DivaysReport, as mandated by the 2018 Enacted Budget. You will

have the opportunity at the end of the survey to provide additional descriptive information about yourself to

better capture the expase of teacher and &ler diversity across New York Stae will not attribute these
responses to any individual without express permission.
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* 1. We are asking that you provide this information to assist us in ensuring theaggad the survey dataollected
for the development of the Teacher Diversity Refy as mandated by the 20189 Enacted Budget. We will not
attribute responses to any individual or institution without express permission.

Name

Organization

Title/ Role

EmailAddress

Phone Number

* 2. Which of thefollowing best describes your current role?
You will be directed to survey questions based on the role you choose.

O P-12: School district/BOCES administrator or designee
O Higher eduction: Educator Prepaation administrator or ésignee
O Alternative edeator preparation program administrator or designee

O None of the above

Recruiting and Retaining Educators of Color in New York State

Alternative Educator Preparation Programs

Reminderof keydefinitions:

i SBRdzOl (i 2 N& éGandlschdoBistriothSldiidg leaders and other schodbased professionals

(school psychologists, counselors, and social workers)

i a2F O2t2NE II' F2NJ GKS LzNLI2 & Sa Bofderifkasa & dzNBSeés GKA& GSN
Americanindian / Alaska Naties, Asian, Bick/African American, Hispanic/Latino/a, and/or Native Hawaiian / Pacific

Islander as well as individuals who identify as multiracial

* 3. Which of the following statements best describes the workafr organization to prpare and/a recruit educators
of color?

D We offer an alternative educator preparation pathway leading to certification
D We offer an alternative pathway to the classroom that does not lead to certification
D We actively conduct outreach / advertising to recruit candidates of color to careers in education

D None of the above

Other (please specify)
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Recruiting and Retaining Educators of Color in New York State

Alternative Educator Preparation Programs

* 4. Which of the following statements best describes the work of yoganizationto support pre- and inservice
educators of olor?

D We provide wrap-around supports (e.g., financial support, mentoring, peer networks) for teacher and leader candidates enrolled
in educator preparation programs

I:‘ We support candidates of color in successfully obtaining NYS educator certification
D We provide supports to educators of color currently working in schools

l:‘ None of the above

Other (please specify)

Recruiting and Retaining Educators of Color in New York State

Alternative Educator Preparation Programs
* 5. Which of the following statements best describes the work of your organization to advocakiedagty in the
educabr workforce?

D We provide resources / training on recruiting and retaining educators of color

We are an advocacy organization with an interest in educator diversity

We advocate for State funding to support the recruitment and retention of educators of color
We have an organizational commitment to diversity, equity, and inclusion in schools

We conduct research related to the educator workforce in NYS

OO OO

None of the above

Other (please specify)
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* 6. What strategies does your program use with the goakofuiting educator candidates of colo(®elect all that
apply)
D Targeted recruitment in high schools

Targeted recruitment in community colleges

Targeted recruitment with minority-serving undergraduate institutions (e.g., HBCU)
Targeted recruitment with community-based organizations

Partner with institutions of higher education

Host and/or offer space for informational sessions

We do not conduct specific activities to recruit educator candidates of color

| don’t know

OO0 0o

Other (please specify)

Recruiting and Retaining Educators of Color in New York State

Alternative Eductaor Preparation Programs
* 7. Which of the éllowing methods does your organization use with the goal of recruiting educator candidates of color?
(Select all that apply)

D Direct mail flyers / letters / posters Partnership with postsecondary institutions to offer services

D Representation of or invitation to educators of color on Invite candidates to visit program
website
College fairs (high school students)
Email Online promotion (e.g., social media)
Graduate school / career fairs (college students)
Local newspaper, TV and/or radio promotion
Career fairs (adults / career changers)

Program representatives visit schools (P-12)

O OOnndn

Program representatives visit campuses (postsecondary)

OO O OO

Other (please specify)
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*
(o]

OO nodddn

One-on-one counseling / advising
Career fairs

Career development staff

Field placements leading to employment

Connecting students with school district representatives

. What supports does your program offer to help secure job placemégts@call that apply)

Centralized job opportunity postings (e.g., shared on a website, through listservs)

| don’t know
We do not offer supports in securing job placements

Other (please specify)

Recruiting and Rebaing Educators of Color Mew York State

Alternative Educator Preparation Programs
* 9. Which of the following does your program use with the goaktdining candidates / educators of color through
educata preparation programcompletion and certifiation?(Select all that app)

[]

OO OO OO O

[]

Tuition scholarships / loan forgiveness

Cost of education assistance (e.g., textbooks, technology)
Cost of living assistance (e.g., transportation, housing)
Childcare assistance

Mentorship / coaching

Peer support network (i.e., affinity peer support groups,
cohorts)

Academic advising and support (e.g., tutoring)

Flexible course scheduling / delivery method (e.g., online)

Other (please specify)

[]

O O O Ooon

Program sponsors exam fee / fingerprinting cost waivers or
stipends

Certification preparation support (e.g., tutoring)
Job seeker support (e.g., resume help, interview practice)
Postsecondary faculty diversity

Culturally relevant / responsive services, content, and
pedagogy

Field placements within districts committed to diversifying
their workforce

Partnerships with school districts to provide direct
employment pipeline
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* 10. Which of the following does your program use with the goaétaining educators of color imistricts and
classroom8 (Select all that apply)

-,

Cost of living assistance (e.g., transportation, housing, childcare)
Mentorship / coaching

Peer support network (i.e., affinity peer support groups, cohorts)

Teacher leadership opportunities

Flexible teaching schedules

Communication network (e.g., Facebook group, LinkedIn, listserv)

Culturally relevant / responsive curricula and professional learning opportunities

| don’t know

O O0donoodond

Other (please specify)

Recruiting and RetaingnEductors of Color irNew York State

Altemnative Educator Preparation Programs
* 11. What types of resources / training do you offer to supportrderuitment and retentionof educators of color?
(Select all that apply)

D Professional learning for higher education faculty

Professional learning for school and district leaders (including HR directors)
Host job fairs / recruitment events

Sponsor professional networks / events

Policy / best practices research

Other publications / guides

We do not offer resources or training

I don’t know

OO0 oOnodn

Other (please specify)
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* 12. How do you make candies ofcolor and other ptential partners awee of your work?Select all that apply)

Mail / posters |:| Partnership with educator preparation programs

- |:| Partnership with P-12 schools

Social media I:' We do not advertise to candidates of color or other potential
partners

Partnership with unions

|

Partnership with community groups

OO0 Oa

Other (please specify)

® 126 FNB &2dzNJ LINESING F Qatapb @i A GAGASa Fdzy RSRK

State resources

*
=<
o

Federal resources

Private foundations

Local government (e.g., city, county, etc.)

| don’t know

Other (please specify)

00O 000

Recruiting and Retainirfgducators of Color in New York State

Higher Education / Preparatiorrdgrams- Recruiting Edcators of Color
Thefollowing questions ask you to think about the strategies and approaches that your institution / educator
preparation program uses toecruit educator candidates of color.

Reminder of key definitions:

i & S RN&@éadhersiand schddlistrict/building leaders and other schodbased professionals

(school psychologists, counselors, and social workers)

i a2F O2t2NE I' F2NJ GKS LIzN1}R&aSa 2F GKAA &dzNDSPARskil KA & G SN
Natives, AsianBlack/African Amerian, Hispanic/Latino/a, and/or Native Hawaiian / Other Pacific Islander.

Recruiting and Retainingl&cators of Color in New York State

Higher Education / Preparation PrograniRecruiting Educators of Color
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