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POSITIVE IMPACTS
OF TEACHER DIVERSITY




POSITIVE STUDENT IMPACTS OF TEACHER DIVERSITY

e Boosts to academic performance of students of color;
e | owers high school dropout rates & increases in students of color aspiring to attend college;

e | owers rates of expulsion and suspension among Black students with Black teachers;

e Teachers of color perceived more favorably by students, regardless of the students’ racial identity.

Source: Carver-Thomas, D. (2018). Diversifying the teaching profession: How to recruit and retain teachers of color. Palo Alto, CA: Learning
Policy Institute. https://learningpolicyinstitute.org/product/ diversifying-teaching-profession
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BARRIERS TO
TEACHER DIVERSITY




GENERAL ISSUES WITH RECRUITMENT

e L ow regard for the teaching profession - stressful working conditions as a barrier.

e College students of color have considered education - but are content in their decision to not pursue it.
o Teaching not seen as a desirable profession.

e | egacy of exclusion and push-out of Black educators from teaching profession.

e | ack of connection between universities and local communities.

e Market-driven systems blame and punishment individuals (students & teachers) rather than change
inequitable and inadequate school systems.

Sources: Ahmad & Boser, 2014; Carver-Thomas, 2017; Chapman, 2021; Horsford et al.,, 2019; Picower, 2011; Ramirez, 2010; Sleeter, 2008. DIVERSIFYING THE EDUCATOR TRAINING PIPELINE | TE RECRUITMENT ISSUES



EARLY TEACHER EDUCATION PROGRAM BARRIERS

Wisconsin Department of Instruction (WDPI) lacks clarity in the pathway toward licensure. Specifically, we
note three areas that are unclear via the WDPI website and other resources:

e Status of the Educator Rising Chapter

e Few resources to understand benefits of teaching
e | ack of clarity on the connections between WDPS and teaching programs in Wisconsin
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FINANCIAL & TESTING BARRIERS IN TEACHER EDUCATION

Wisconsin Minority Teacher Loan Program (loan forgiveness to students in Wisconsin pursuing
teaching shortage areas) declined from 68 awardees to 1 in the span of four years (2014-2018).

The cost of the Praxis Il test, a requirement for teacher licensure in Wisconsin: each test
(depending on subject matter) ranges from $60 to $17/0.

Pass rates based on any number of attempts on Praxis Il boasted even larger disparities with

White students passing at 88%, Asian students at 50%, Black students at 20.9%, and Hispanic
students at 25.0%.

DIVERSIFYING THE EDUCATOR TRAINING PIPELINE | FINANCIAL & TESTING BARRIERS



Wisconsin Praxis Il Pass Rates - Female Candidates
by Ethnicity and Attempts (2017-2018)
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Wisconsin Praxis Il Pass Rates - Candidates by
Ethnicity and Attempts (2017-2018)
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CURRENT WISCONSIN
CONTEXT
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Wisconsin Students, Teachers, and General

Students POPUIation by Race Teachers
(2019-2020) (2019-2020)
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Hispanic/Latinx participants and races other than White
(about 1%) falling across the other categories.
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Percent of All Teachers/Students of Color
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UW SYSTEM'S ANSWERS

e /2.9% of its members identify that
their school uses a top-down
leadership hierarchy instead of
shared leadership practices.

e “[Tleachers feel more supported,
report higher job satistaction, and
are less likely to turn over when
their principal shares their same
racial or ethnic background”

(Champman, 2021, p. 22).
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Black high school graduates in WI
who enrolled in a 2- or 4-year post-
secondary program dropped by

41.3%

m

Between 2010 and 2018.

Champman, 2021, p. 15
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REPRESENTATION IN WISCONSIN'S UNIVERSITY FACULTY

e P| 34 mandates that universities “recruit,
hire, and retain a diverse educator
preparation faculty” and provide “sufficient
resources to recruit, admit, and retain a
diverse student body.”

e Among the 34 of 65 Association of
American Universities (AAU) who
published diversity statistics, Wisconsin-
Madison ranked 29th in percentage of
faculty who identified as a minority

(“Trends,” 2020, p. 11).
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“Many teacher preparation
program instructors have never
taught in urban contexts where

students of color and low-income
students make up sizeable
shares of classrooms.”

Champman, 2021, p. 12
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UW SYSTEM'S ANSWERS

e \Wisconsin Minority Teacher Loan
Program

e UW-System’s Institute for Urban
Education (IUE)

e UW-Madison’s “Wisconsin Teacher
Pledge"

o UW-Lacrosse'’s “Grow Your Own-
Teacher Diversity Program"

e UW-Whitewater's “Future Teacher
Program”

e PRAXIS Il Waivers
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SUGGESTIONS &
RECOMMENDATIONS




RECRUITMENT POSSIBILITIES (Financial)

e Eliminate tuition/debt.

e Provide stipends or pay students as a teacher’s assistants during student teaching semester(s).
e Create financial incentives for strong candidates of color.

e Fund and/or create pathways based in community-centered frameworks.

e Support & fund collaboration between communities, PK-12 schools, and teacher education spaces.
e Fund test preparation & fees.
e Discuss and evaluate tests for biases.

e Develop waivers for majors/approved programs of study in place of the test(s).

Sources: Ahmad & Boser, 2014; Carver-Thomas, 2017; Chapman, 2021; Curammeng & Tintiangco-Cubales, 2017; Ellis & Epstein, 2015; Ramirez, 2010.
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RECRUITMENT POSSIBILITIES (Programatic)

e (Create specialized cohorts that recruit students of color in high school, and continue support through the
duration of their licensure (i.e. through pipeline, mentorship, and grow-your-own programs).

o Connect to communities & mobilize personal, professional, and alumni networks.
o Hold informational sessions, career/graduate school fairs and hiring events.

o Connect with high school career centers & counselors.
e Build teacher education programs specifically for the growth and development of teachers of color,
knowing that this must look different from educating white teachers.

Sources: Ahmad & Boser, 2014; Carver-Thomas, 2017; Ellis & Epstein, 2015; Kohli, 2009; Nufiez & Fernandez, 2006; Ramirez, 2010.
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RETENTION & LONG-TERM CHANGE

e |NnCrease teachers' salaries.

e |[ncrease pay for teachers working in underserved schools.

e Provide financial incentives for pursuing & completing master’s degrees.
e Develop specialized low interest home buying programs for teachers.

e (Craft sustained professional development spaces and teacher education programs that support teachers of
color.

Sources: Carver-Thomas, 2017; Ellis & Epstein, 2015; Kohli, 2009; Pizarro, 2017; Ramirez, 2010.
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PROMISING PRACTICES

e Grow Your Own programs:

o Grow Your Own - lllinais.

o Recruiting Washington Teachers (Washington state).

o Oklahoma City's Bilingual Teacher Pipeline Project.

o Pathways2Teaching (Colorado).

o Emerging Educators Program (Milwaukee).
e Mentorship/community programs:

o Pin@y Educational Partnership (San Francisco/Bay area).

o California Mini-Corps.

o Black Teacher Project (Oakland, San Francisco, NYQ).

o Fellowship: Black Male Educators for Social Justice (Philadelphia).
e [nCrease recruitment and partnering with community:

o Minneapolis Public School's high-touch recruitment methods.
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THANK YOU!

Barry Holloway, Margaret Straughan, Josh Wallace, Emily Wight




REFERENCES

Ahmad, F. Z., & Boser, U. (2014). America’s Leaky Pipeline for Teachers of Color: Getting More Teachers of Color into the Classroom. (May), 1-23. Retrieved from https://www.americanprogress.org/wp-
content/uploads/2014/05/TeachersOfColor-report.pdf

Carver-Thomas, D. (2018). Diversifying the teaching profession: How to recruit and retain teachers of color. Palo Alto, CA: Learning Policy Institute. https://learningpolicyinstitute.org/product/ diversifying-teaching-
profession

Chapman, A. (2021). Opening doors: Strategies for advancing racial diversity in Wisconsin's teacher workforce. Wisconsin Policy Forum. https://wispolicyforum.org/wp-

content/uploads/2021/03/0OpeningDoors_FullReport.pdf

Cochran-Smith, M. (2004). Walking the road: Race, diversity, and social justice in teacher education. Teachers College Press.

Curammeng, E. R. & Tintiangco-Cubales, A. (2017). Growing our own hope: The development of a Pin@y teacher pipeline. In B. Picower & R. Kohli (Eds.), Confronting racism in teacher education:
Counternarratives of critical practice (1st ed., pp. 157-163). Routledge.

Diem, S. & Welton, A. D. (2021). Anti-racist educational leadership and policy: Addressing racism in public education. Routledge.

Dumas, M. J. (2016). Against the dark: Antiblackness in education policy and discourse. Theory into Practice, 55(1), 11-19. https://doi.org/10.1080/00405841.2016.1116852

Ellis, W., & Epstein, K. K. (2015). Tactics and strategies for breaking the barriers to a diverse teaching force. In C. E. Sleeter, L. V. I. Neal, & K. K. Kumashiro (Eds.), Diversifying the teacher workforce: Preparing
and retaining highly effective teachers (pp. 139-149). Routledge.

ETS. (2021). The Praxis Tests. https:.//www.ets.org/praxis/about/fees/

Guinier, L. (2015). The Tyranny of the Meritocracy: Democratizing Higher Education in America. Beacon Press Books.

Horsford, S. D., Scott, J. T. & Anderson, G. L. (2019). The politics of education policy in an era of inequality: Possibilities for democratic schooling. Routledge.

Ingersoll, R. M., & May, H. (2011). The minority teacher shortage: Fact or fable? Phi Delta Kappan, 93(1), 62-65. https://doi.org/10.1177/003172171109300111

Kohli, R. (2009). Critical race reflections: Valuing the experiences of teachers of color in teacher education. Race Ethnicity and Education, 12(2), 235-251. https://doi.org/10.1080/13613320902995491

Nufiez, M., & Fernandez, M. R. (2006). Collaborative recruitment of diverse teachers for the long haul - TEAMS: Teacher education for the advancement of a multicultural society. Multicultural Education,
14(2), 50-56.

Phillip, T. M., & Brown, A. L. (2020). We all want more teachers of color, right?: concerns about the emergent consensus. In National Education Policy Center, 1-19. Boulder.

Picower, B. (2011). Resisting compliance: Learning to teach for social justice in a neoliberal context. Teachers College Record, 113(5), 1105-1134.

Pizarro, M. (2017). The institute for teachers of color committed to racial justice: Cultivating community, healing, and transformative praxis. In B. Picower & R. Kohli (Eds.), Confronting racism in teacher
education: Counternarratives of critical practice (1st ed., pp. 151-156). Routledge.

Ramirez, A. Y. (2010). Why teach?: Ethnic minority college students’ views on teaching. Multicultural Education, 17(3), 29-35.

US Census Bureau. (2019). Quick Facts - Wisconsin. https://www.census.gov/quickfacts/WI

Sleeter, C. (2008). Equity, democracy, and neoliberal assaults on teacher education. Teaching and Teacher Education, 24(8), 1947-1957. https://doi.org/10.1016/j.tate.2008.04.003

Wisconsin Department of Public Instruction. (2019). 2019 Educator Preparation Programs Annual Report.

Wisconsin Department of Public Instruction. (2020). Public All Staff Report. https://publicstaffreports.dpi.wi.gov/PubStaffReport/Public/PublicReport/AllStaffReport

Wisconsin Department of Public Instruction. (2021). Pathways to Licensure. Retrieved from https://dpi.wi.gov/licensing/pathways-licensure

Wisconsin Department of Public Instruction. (2020). WISEdash.



https://www.ets.org/praxis/about/fees/
https://dpi.wi.gov/licensing/pathways-licensure

