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NEW JERSEY DEPARTMENT OF EDUCATION
TESTIMONY OF TANISHA DAVIS, DIRECTOR OF THE OFFICE OF RECRUITMENT,
PREPARATION AND RECOGNITION
Joint Committee on the Public Schools
Hearing on Teacher Diversity
Tuesday, April 9, 2019
New Jersey State House Annex
4th Floor, Committee Room 16
9:30 AM

Introduétion
Good morning Chairman Rice, Chairwoman Jasey and members of the Joint
Committee on the Public Schools. Thank you for the opportunity to participate in

today’s hearing on increasing teacher diversity in New Jersey.

Before I begin, it is important to note that diversifying the educator workforce
is one of the Department’s priorities and as such, Commissioner Repollet is currently
on Capitol Hill speaking on a panel and presenting to representatives from state
agencies across the country concerning this matter. I am Tanisha Davis, Director of
the Office of Recruitment, Preparation, and Recognition. Accompanying me today

is Colleen Schulz-Eskow, Deputy Chief of Staff at the Department of Education.

The Center for American Progress.confirms that “Racial diversity benefits

every workforce, and teaching is no exception.” The U.S. Department of

Al



Education’s 2016 State of Educator Workforce Diversity Report also describes how
_ all students benefit from racially diverse teachers as we work to prepare all students
for a diverse society, build cultural sensitivity, counteract stereotypes, and most

importantly, close the achievement gap.

As we strive to close the achievement gap and prbvide equity and access to
all students, it is important to note research findings cited in the Learning Policy
Institute’s 2018 report on educator diversity, that students of color, who were taught
by at least one teacher of color in elementary school, were less likely to drop out of
high school, and more likely to pursue college. Despite this compelling information,
our educator workforce remains predominantly white. The urgency grows as our
nation’s population, and most relevantly, our student population, becomes more

racially and ethnically diverse.
The Department of Education’s mission is to support schools and districts to

ensure all of New Jersey’s 1.4 million students have equitable access to high

quality education and achieve academic excellence. We believe a racially and
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ethnically diverse teacher workforce is critical to meeting the diverse needs of all

students in all districts, from various backgrounds.

In the 2017-2018 school year, teachers of color represented 16 percent of the
teacher workforce, while 56 percent of the 1.4 million New Jersey students we serve
were students of color. It is important to note that New Jersey’s teacher workforce
is gradually becoming more diverse. The new and novice teacher workforce (those
in their first four years of teaching) is about 22 percent teachers of color, compared
to 16 percent of the overall teacher workforce. While the new teacher trend is

positive, student diversity is increasing more quickly and so the gap continues to

grow.

The Department is dedicated to ensuring that the ethnic and racial diversity
of the State’s educator workforce reflects New Jersey’s unique diversity. The
Department has expanded our definition of a high-quality educator workforce to
include diversity and cultural competence. Aligned to our mission and the
Governor’s call for a stronger, fairer New Jersey, the Department has set a goal that

by 2025, all New Jersey students will have access to a high-quality novice teacher
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pool that reflects the racial and ethnic diversity of New Jersey’s public-school
students. Approximately 4,000 new teachers enter the profession in New Jersey each
year; achieving our goal will significantly impact the diversity of the overall teacher

workforce.

Educators come into the workforce through what can be described as a talent
pipeline. The U.S. Department of Education’s report identifies key places in this
pipeline where diversity decreases. The following are critical transition points in
this pipeline where we risk losing potential teacher candidates of color: from high
school to college; from the time they enter college and select a major; throughout
the duration of the educator preparation program to completion; transitioning into
the teaching profession; and finally, retaining novice teachers of color beyond the

first four years of work.

Each of the places that we lose candidates of color along the pipeline,
represents an opportunity for us to collaborate and work towards a better outcome.

We cannot regulate our way to a diverse teacher workforce and the Department



cannot accomplish this goal alone. We are committed to working with stakeholders,
including, but not limited to, schools and districts, students, parents, educator
preparation programs (EPPs), nonprofit organizations, professional associations,
county colleges, policy makers and community-rooted organizations to develop a
shared vision and commitment to this work and to collectively implement nationally
promising recruitment, preparation and retention strategies. Our current efforts have

focused on best practices in recruitment.

We have demonstrated our commitment to diversifying the teacher workforce
by partnering with Rutgers University, William Paterson University, Montclair State
University and Rowan University to hold the ﬁrst New Jersey Diversifying the
Teacher Workforce Convening, More recently, we participated in New Jersey’s
Association of Colleges of Teacher Education’s annual conference titled “Leading
for Diversity”. The purpose of these convenings have been to provide a national and
state perspective on teacher diversity, raise awareness, and highlight implementation

of best practices throughout the state.



Along with 10 other states, New Jersey is involved in the Council of Chief
State School Officers’ (CCSSO) Diverse and Learner-Ready Teachers Initiative,
which aims to diversify the education workforce and to support future and current
educators in implementing culturally relevant practices. Our New Jersey team
includes representation from the Department, educational organizations, school and
district level administration, and educator preparation providers. With support from
CCSSO0 and national collaborators, the team has developed goals, a theory of action
and a strategic plan for accomplishing these goals and monitoring progress along the

way.

The state budget for fiscal year 2019 committed $750,000 to the Department’s
development of a one-time grant opportunity for two projects designed to increase
teacher diversity. The “Diversifying the Teacher Pipeline” grants were awarded to
Montclair State University, which partnered with Newark Public Schools, and
Rutgers University’s Center for Effective School Practices, which partnered with a
consortium of Passaié County charter schools. Grantees have begun to engage in

various strategies rooted in promising research for increasing educator diversity. We

v



plan to learn from this work and determine how we support and scale successful

strategies.

In alignment with CCSSO and The Learning Policy Institutes’
recommendations to states, we are assessing New Jersey’s existing “Grow Your
Own” programs that provide opportunities for diverse students in middle and high
school to experience the teaching profession, increasing their interest in pursuing
teaching as a career. We are learning from partnerships that develop pathways for
students to go from high school to educator preparation and upon completion, return
to their local districts as teachers. We plan to support an increase in the number of
teacher academies operating in the state’s comprehensive and vocational schools and

encourage partnerships and articulation agreements between districts and colleges.

The Department provides ongoing support to educator preparation programs
seeking to increase programl diversity. Our office shares data on the racial
composition of individuals completing each program. By hosting data meetings, we
encourage programs to set goals and benchmarks to monitor their progress. As

additional program diversity data becomes available, the Department will highlight

SAX



best practices of preparation programs experiencing success. We recently released
our annual Educator Preparation Program Performance Reports. While the reports
have historically included completer diversity, for the first time, these reports also

include current teacher workforce and student diversity as well.

In closing, the Department values the impact a diverse teacher workforce will
have on eliminating our achievement gaps and creating equity for all students. I
hope this testimony provided insight into the work currently underway at the
Department and our efforts as we work towards diversifying the educator workforce

of New Jersey.

Thank you, for the invitation and for the opportunity to appear before you.

We are available to address your questions.
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Studies Show:

* The percentage of students of color is growing exponentially faster than the
number of teachers of color”

* Racially/ethnically diverse teachers with strong academic skills improve
outcomes for all students™

* Students of color taught by at least one teacher of color in grades K-5 have
increased graduation rates and standardized test scores™

*
U.S Department of Education (2016) The State of Racial Diversity in the Educator Worlforce

** Carver-Thomas, D. (2018). Daversifving the Teaching Profession: How to Recruit and Retain Teachers of Color




urpdid so1op(Iom Ioyoea) a3 ut syutod adnnuu e
so1a1eays Jo Kyourea e Kopdwo pue £3ISI9ATP [10BI U0 sNd0j A[[eoyads [[1m FOALN Ul e

£9SI9[ MIN] UT 20JOPI0M I2UOE3} 33 SUIKJISIIAIP UO $1I0Jd SUISNOO] ST PUB 0I0PI0M
1940a) a3 SUIAJISIDATP punode anGoerp [euoneu ayy ul pasedud st JOAIN Y.L e

yordwi orwsKs 1oy L3runjroddo apraoad wonualal pue ‘uonededard Jusunmioal

%n(

Ul 311010 SunaGae) (Ieak yors uolssajotd a) 191ua S19YORa) PIIIId0 K[Mau 000% J19A() o

A31SIDAIP TRIORI SSBAWOOUD 03 IDIOJHIOM
Jayoeay Aypenb ySiy jo uonuyep oy papuedxa A[euoniuaiul sey JOAN Y.L e

$AUIO0INO JUIPNIS UO AYISIIAIP
[eoed jo joedwi oy3 soziseydwo uoneonpi Jo juswntedsa( ‘S 9103 Y3 WOI) YOIeosdy

SI91IRIA] AJISIDAI(T QDIOPIOAN 19YOBI T,




NJ Teacher Diversity at a Glance

Student Population Teacher Workforce
2% 2%

REs

aWhite  ®Black ®Hispanic  #Asian  WNatwveAmerican  #Pacific [slander B9+ Races
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The Pipeline — Impact Points

* In order to make a lasting impact, it is important to target each
point in the pipeline from different vantage points. These points
are:

o Postsecondary Enrollment
o Enrollment in Education Programs
o Postsecondary Completion

)‘b&: '

o Entering the Workforce
o Retention

® The Department recognizes its key levers and will focus initial
efforts on recruitment.

It will take all of us, working together to achieve a diverse teacher
workforce.
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Slide 7

Cc4 Can we specifically say colleges and universities?here?
Cusido, Carmen, 4/7/2019
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Workforce Diversity

Race of New Jersey Teachers by Years of Experience

5+ Years 85.50%

P

0-4 Years Exp. 78.60%

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

®m White  ®Black = Hispanic  »Asian  ®Native American  ®Paafic Islander ~ w2 + Races
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NJDOE'’s Diversity Initiative

Governor’s Priorities

* Governor Murphy is committed to a fairer, stronger New Jersey

e A diverse workforce is a strong workforce

* Intentionality in modelling diversity

* Expanding CTE, STEM and early childhood provides opportunity to also increase diversity of educator
pipeline

Department’s Mission, Vision and Responsibilities
* Aligned to equity and excellence for all students
e Ensuring the educator workforce pipeline meets the diverse needs ot NJ's students and communities

CCSSO Diverse and Learner-Ready Teachers Initiative

New Jersey has joined a coalition of states committed to:

* Increasing the ethno-racial diversity of the educator workforce

* Ensuring that all educators engage in culturally relevant practices
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Thank You

New Jersey Department of Education Website:
http://www.state.nj.us/education

X%@

Office of Recruitment, Preparation and Recognition: rpr@doe.nj.gov

Facebook — New Jersey Department of Education (@njdeptofed
Twitter — @NewlJerseyDOE
Instagram — (@NewlJerseyDoe
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Raising Diversity in the Educator Pipeline

As our nation has grown more diverse, the demographics of the teacher workforce have not kept pace with the changes in student
demographics. Today, teachers of color make up 17.5 percent of the workforce, while students of color constitute about 45 percent of
the public school population. While actual percentages differ from state to state, and district to district, one fact remains the same — the
nation has a significant diversity gap between the teacher workforce and the PK-12 student body.

Why is being committed to teacher diversity important? According to a report by the US. Department of Education, The State of Racial
Diversity, diversity in schools, including diversity among teachers, provides a significant benefit for students. The report states in part that;

“Improving teacher diversity can help all students. Teachers of color are positive role models for all students in
breaking down negative stereotypes and preparing students to live and work in a multiracial society. A more
diverse teacher workforce can also supplement training in the culturally sensitive teaching practices most
effective with today’s student populations!

Many states have adopted programs to bring mare teachers of color into the profession through early identification of prospective
teacher candidates in middle and high school, alternate route preparation and certifications, scholarships and other financial incentives,
and professional support systems for beginning teachers. For its part, ETS directly supports these types of initiatives and others to raise
diversity in the educator pipeline.

State Agency Initiatives

Connecticut: Connecticut’s district leaders and educator preparation programs (EPPs) have identified ways to bolster diversity in their
teacher pipeline. ETS's role is to engage with policymakers, stakeholders, EPPs, community members and alternate route programs to
support key strategies to inform actions to address the diversity gap. These activities include disseminating research and information to
the Minority Recruitment Task Force, providing guidance on test development and test resources, helping EPPs with test review sessions
and supporting an alternate certification program that focuses on candidates of color to assist these candidates in test preparation.

Virginia: ETS worked with the Virginia Secretary of Education, the Governor’s Task Force on Diversifying the Teacher Pipeline and the
Virginia Association of Colleges for Teacher Education to strengthen diversity in the state's teacher pipeline. ETS accomplished this goal
by sharing knowledge, providing research findings, and making presentations on key topics and successful strategies in this area.

Developing Unbiased Teacher Licensure Tests

ETS is the developer of the Praxis® tests for teacher licensure. A widely adopted national program, the Praxis tests are administered to
pre-service teachers at various stages in their licensing process. ETS works with EPPs and the state agencies that oversee the preparation
and licensure of new teachers to ensure that such tests provide an equal opportunity for every test taker to demonstrate their readiness
to teach, regardless of race and background.

We work closely with all stakeholders to include the voices of teacher candidates of color and minority-serving EPPs in every stage of the
development process to verify that tests are free of cultural bias.

Research Initiatives

ETS researchers are investigating and documenting what EPPs are doing to meet the challenge of the diversity gap. ETS is also planning
research on intercultural competence to help a largely White teacher workforce teach multicultural students in a culturally sensitive way.

Current initiatives include:

« EPP Diversity Survey: In spring 2016, ETS distributed a survey to EPPs across the country seeking to understand how
programs attract, admit, support and graduate teaching candidates from underrepresented groups. Insights from the survey
were used to plan more in-depth research through interviews and case studies.

{9y



s EPP Interviews and Site Visits: As a follow-up, ETS conducted interviews with EPP faculty and administrators who
completed its diversity survey, identifying strategies that support candidate success and explaining the challenges
experienced by these programs. Seven site visits were conducted with EPPs that have been successful in raising diversity
and the strategies they have used are being reported in a paper that will be available soon.

» Literature Review: ETS is conducting a review of the research literature seeking to identify underlying causes that have
contributed to the diversity gap in the teacher workforce. We presented preliminary results at the NASDTEC 2017 Ted
Andrews Winter Symposium, as well as the NASDTEC 2017 National Conference, and have conducted workshops for EPPs
at two Quality Workshops (in Fort Worth, Texas, and Minneapolis, Minn.) sponsored by AACTE. ETS researchers also reported
findings from site visits at the NASDTEC 2018 National Conference, describing challenges and discussing strategies with
conference attendees.

» Minority Performance on the Praxis Test: A related ETS research study focuses on understanding the differences among
passing rates for the Praxis® Core Academic Skills for Educators assessment (or Praxis® Core), a program entry test. The study
examines students with different backgrounds and their course-taking histories. It also compares students'initial results
and retake patterns. The goal of this work is to develop a better understanding of test takers'behavior before taking Praxis
Core, and persistence if they fail to achieve a passing score, which may contribute to the development of strategies and
supports for underrepresented students applying to an EPP.

» ETS/National Education Association Study on Increasing Teacher Diversity: ETS and the National Education
Association have co-published the report, Toward Increasing Teacher Diversity: Targeting Support and Intervention for Teacher
Licensure Candidates. It focuses on the performance gap in demographic subgroups of teacher candidates on The Praxis
Series® assessments. This report also offers insight into strategies and interventions that can be employed to better support
minarity candidates in meeting full licensure requirements.

Other Projects

« Strengthening Instruction in Tennessee Elementary Schools: Focus on Mathematics (SITES-M): Between 2008-2015
ETS supported and improved teacher quality in hard-to-serve areas by joining Tennessee State University and launching
the SITES-M project. This math instruction program was developed at the request of the Tennessee Black Caucus of
State Legislators. SITES-M provided support to five universities, four of which are Historically Black Colleges and Universities
(HBCUs), to create a Summer Math Institute and Saturday Math workshops. These initiatives provided innovative
mathematics-centered learning communities for K-8 teachers serving in low-income urban schools.

T

« Algebra Project, the Southern Initiative of the Algebra Project and the Young People’s Project: Since 2011, ETS
has been collaborating with these three organizations that are dedicated to strengthening the teaching and learning of
mathematics for students in the bottom quartile of socioeconomic status and in math achievement. ETS has developed
assessments designed for their curricula and collaborates with them on research.

» Young Scholars Program: ETS and the University of Texas at San Antonio (UTSA) formed a partnership to create the Young
Scholars Program. It is designed to attract minority undergraduate students who are interested in research, assessment,
statistics and education. In their first and second year, students participate in a seminar series where they engage in
learning activities with UTSA faculty and receive mentoring sessions from ETS staff members.

« HBCU-ETS Steering Committee: Founded in 1983, this committee is comprised of seven HBCU presidents who meet
regularly to provide guidance to ETS, bringing to light the issues that directly affect their student and teacher populations.
Recently, the committee has focused on investigating the role of noncognitive assessments in student retention.

Copyright © 2018 by Educational Testing Service. All rights reserved. ETS, the ETS logo, MEASURING THE POWER OF LEARNING, PRAXIS and THE PRAXIS SERIES are registered trademarks of Educational Testing Service
(ETS). 39827
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This brief is part of a series of publications on diversifying the teacher workforce that report what we
have learned from both published research and engagement with Educator Preparation Programs
(EPPs). ETS has undertaken this initiative to better understand what steps EPPs are taking to improve
their ability to attract, admit, support and graduate students from underrepresented groups.

The need for institutional support for diversity in EPPs. Institutional support for diversifying educator preparation programs is critical.
Price & Valli (1998) stated it well: “These prablems — lack of clarity about multiculturalism and lack of diversity among faculty — certainly
hinder attempts to change teacher preparation programs. It is thus essential that institutions as a whole become involved in the process
of transforming curriculum and the lived experiences of the various actors connected to the preparation of teachers. Without such an
institutional commitment, the obstacles are insurmountable” (p. 115). ETS's engagement with EPPs, through a survey, phone interviews
and site visits, identifiad several EPPs that have diversified their leadership, staff and faculty as part of a larger concerted effort to create a
welcoming, supportive environment for students from underrepresented groups.

How EPP leadership, faculty and staff can promote diversity. Part of the recruitment challenge is ensuring a welcoming
environment for diverse students. EPPs may want to examine their programs and the supports that are provided to students from
underrepresented groups. Green & Martin (2018) reported on the barriers encountered by four Black men seeking to become teachers
and identified several themes: 1) faculty and teachers bias about students of color, 2) feelings of isolation, and 3) limited culturally
responsive teaching practices in teacher preparation programs (p. 6). EPPs may want to consider ways to proactively identify and address
their own barriers in order to provide more supportive, inclusive environments for students from underrepresented groups, which may
make those EPPs more attractive to students interested in teaching careers. EPPs might also examine their hiring practices in relation to
increasing faculty diversity.

The role of the Chief Diversity Officer. Another institutional support for increasing diversity in the university is the position of Chief
Diversity Officer (CDQ). The Standards for Chief Diversity Officers in Higher Education describes the knowledge needed by CDOs,
including Standard 6:“Has an understanding of how institutional programming can be used to enhance the diversity missicn of higher
education institutions for faculty, students, staff, and administrators’ (Worthington, Stanley, & Lewis Sr, 2014, p. 231). While the position
seems to hold promise for supporting diversity efforts for EPP students, faculty and staff, little research exists on how CDOs prioritize
their responsibilities and on what metrics are used to determine their success. Institutions may find it useful to document how CDOs
prioritize their responsibilities and clearly define the metrics used to determine their success so that the impact of CDOs'efforts can be
documented, particularly for programs (such as EPPs) that seek greater diversity.

From our engagement with EPPs, a standout example of an EPP’s effort to support diversity is an all-male
support group for Black teacher candidates in a predominantly White EPP. The EPP recruits African-American
men who teach in nearby school districts to serve as mentors for the students in the support group.

The importance of mentoring and support for students from underrepresented groups. Research is beginning to show us that
academic advisors can play a key role in attracting and supporting students of color. A study consisting of interviews with advisors
(including both male and female White advisors and advisors of color) and the students of color they served in predominantly White
universities found that particular characteristics of advisors may be contributors to students’ success, as measured by retention in the
university and graduation rates (Museus & Ravello, 2010). Analyses of the data revealed that students of color appreciated advisors
who *humanized”academic advising by "being human” with them and also by being caring and committed to their students’success.
Students also favored advisors who employed a multifaceted approach to advising. Finally, interview participants underscored the
importance of proactive academic advisors.
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Approaches used by three EPPs. We reached out to numerous EPPs and asked them to share with us what actions they were taking
to increase teacher diversity at their institutions, including three programs that were situated in predominantly White institutions, but
reported that they were making efforts to increase diversity among their EPP students, We interviewed program representatives and
conducted site visits at the three institutions. The programs had the following characteristics: institutional commitment to diversity,
Black leaders and/or recruiters in the EPP, well-resourced recruitment efforts to attract students of color, programs and organizations for
supporting/mentering students of coler, caring advisors and strong mentor relationships.

Title Il data {https://title2.ed.gov/Public/Home.aspx) for the three EPPs showed that the enrollment of students identified as Hispanic/
Latino, Black/African American, and two or more races increased from the 2013-14 to the 2015-16 academic year, which aligns with
the time frame the diversity efforts were put into place or expanded (although it cannot be assumed that the diversity efforts alone

led to the observed increases). In cne EPF, the percentage of students of color enrolled more than doubled: from 10 percent in the
2013-14 academic year to 21 percent in 2015-16. Another EPP increased enroliment of students of color from 9 percent to 15 percent
in that same pericd, and a third university increased from 8 percent to 11 percent. In all three EPPs, the leaders we spoke with noted the
importance of their university’s and their EPP's commitment to hiring leadership of color for the EPP and providing adequate funding
for the EPP as they focused on increasing diversity through targeted recruitment efforts. Within the three EPPs, leaders communicated
with students proactively to determine needed support and ensure that it was available to them, and multiple cpportunities were
provided for students of color to meet and be mentored by faculty of color.

In conversations with EPPs, we learned that underrepresented students benefitted from the university's
spending on institutional supports such as additional recruiters and positions focused on attracting and
admitting students of color, including traveling outside the predominantly White environs of the university
when needed.

Overcoming EPP location as a barrier to attracting students of color. Across the EPPs with which ETS engaged to better
understand the challenges that they are facing, a key challenge they reported in efforts to attract or recruit underrepresented
candidates was quite simply the lack of diversity in their immediate geographical location. However, some EPPs, such as those
described above in the three site visits, are focusing on diversifying their leadership, staff and faculty in the EPP. They develop
intentional, planned recruitment and support efforts, including reaching out to high schools or community colleges serving diverse
student populations, even when this means traveling to where students from underrepresented groups are and bringing them to
the campus for visits.

Among the three EPPs we highlighted above, all of which are located in predominantly White geographical locations, hiring
leadership and staff of color and giving them opportunities to develop targeted recruitment efforts may have played a role in
diversifying their EPPs.

Green, S. L, & Martin, D. (2018). Playing the Game: Recruiting Black Males in Teaching. Multicultural Learning and Teaching, 13(1).

Museus, S. D, & Ravello, J. N. (2010). Characteristics of academic advising that contribute to racial and ethnic minority student success at predominantly white
institutions. NACADA Journal, 30(1), 47-58.

Price, J, &Valli, L. (1998). Institutional support for diversity in preservice teacher education. Theory into Practice, 37(2), 114-120.
Worthington, R. L, Stanley, C. A, & Lewis Sr, W.T. (2014). National Association of Diversity Officers in Higher Education standards of professional practice for chief

diversity officers. Journal of Diversity in Higher Education, 7(4), 227.

Copyright © 2018 by Educational Testing Service. All rights reserved. ETS, the ETS logo and MEASURING THE POWER OF LEARNING are registered trademarks of Educational Testing Service (ETS). 40812
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This brief is part of a series of publications on diversifying the teacher workforce that report what we
have learned from both published research and engagement with Educator Preparation Programs
(EPPs). ETS has undertaken this initiative to better understand what steps EPPs are taking to improve
their ability to attract, admit, support and graduate students from underrepresented groups.

Financial challenges confronting EPPs. Though our research focused on challenges and solutions for increasing the diversity of the
teacher workforce, ETS researchers identified three main areas in which financial issues can impact EPPs’success or failure in attracting,
admitting, supporting and graduating students from underrepresented groups (students of color, language minority students and
first-generation students). In this brief, we will discuss these three areas: 1) prospective or admitted students'financial insecurity; 2)
scholarships or other funding at the EPP to attract and/or support students; and 3) recruitment resources and institutional commitment.

Addressing financial insecurity of students. Financial insecurity has been identified by underrepresented students as making it
difficult to go to and/cr continue in college (Zerquera & Smith, 2015). Zerquera and Smith found that even students receiving state
scholarships to attend college still had difficulties with the cost of textbooks, housing and living expenses. They also noted that some
students provided financial support for family members, and thus had to find additional sources of support (loans, work study, part-
time jobs). Furthermore, in Zerguera and Smith's study, program administrators expressed concern about students' financial literacy and
inability to appropriately budget their financial aid.

However, there are opportunities for underrepresented students to receive supplemental funding. Eagan et al. (2014, p. 10) noted that
“Black and Latino students (54.19 and 55.7%, respectively) are more than three times as likely to receive a Pell grant as their White peers
(17.1%). One-quarter of Asian American/Pacific Islander freshmen (25%), just less than one-third (29.4%) of multiracial freshmen, and
nearly half (48.29%) of Native American freshmen report having received a Pell grant for the 2015-2016 academic yzar”

While these grants can be very helpful, not all students who qualify are aware of them or apply for them. In fact, communicating with
students has been shown to be challenging — staff reported that students did not regularly check their email accounts (Zerquera &
Smith, 2015),

Zerquera and Smith also found that the supports (financial as well as mentoring, work study, etc.) varied considerably from campus to
campus. Students complained that support services were too general and did not give them “personal attention” or tell them what they
really needed to know about campus life. But campus staff reported being prevented from providing more extensive support by their
own budget constraints.

Scott-Clayton (2015) summarized research on the role of financial aid in promoting college access
and success:

Net prices matter for college access and college choice.

Program complexity undermines aid effectiveness.

Students need proactive help to navigate the aid system, not just more information.
Every program has incentives and these incentives affect outcomes.

While loans are unpopular, they may still be an important tool for access.

Scholarships or other funding at the EPP to attract and/or support students. Sleeter and Milner (2011) addressed the question

of how to attract and support students of color in the EPP, noting that”... programs aimed toward college students offer scholarships
as well as other support that will enable them to successfully enter and succeed within the teacher education program’ (p. 88). To
further investigate how EPPs attract, admit, support and successfully graduate teachers from underrepresented groups, ETS researchers
collected surveys from 2016 to 2017 from 139 EPP representatives in 29 states.
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When asked "What factors do you believe have contributed to any difficulties your college or university has had in attracting or
recruiting underrepresented candidates?," eight respondents indicated that no or limited scholarships for students made it difficult to
recruit students from underrepresented groups, while 25 respondents noted that the high cost of tuition at their institutions made it
difficult to attract diverse students.

When asked "When you have had success in recruiting students from underrepresented groups to your EPP and supporting them
through graduation and initial licensure, what factors appear to have made the most difference?;’ 20 respondents indicated that
financial support and/or scholarships were most important to their success, but few had sufficient funds for all of the students who had
financial needs. One survey respondent indicated that their partnership with a local community college allowed students to complete
basic requirements at a lower cost, then complete their teaching courses at the university.

Federally funded TEACH grants provide up to $4,000 a year for students in eligible EPPs who are willing
to commit to teach in a high-need assignment — such as special education, bilingual education, foreign
language, math, science or reading specialist — for at least four years in a school serving low-income students.

Recruitment resources and institutional commitment. In our survey, a respondent commented that one reason they had difficulty
in attracting students from underrepresented groups to the EPP was because of a cut in recruitment resources. Recruitment resources
may be used in a variety of ways that have the capacity to improve diversity. One example from site visits conducted by our research
team was an EPP that sought to hire a recruiter of color, but when two outstanding candidates applied, they hired both. As a result,
diversity within the program, within a predeminantly White institution, has impraved. It is notable that the institutional commitment
was present in this case, since a significant increase in funds was needed to support this decision. In addition, a commitment to
diversity is likely to require more funds for recruitment efforts in geographical locations that lack diversity or in areas where most
students from underrepresented groups have significant financial needs.

Finally, many of the institutions ETS researchers interviewed or visited as part of our research had been very successful in diversifying
their programs and most had found external funding to support their efforts at diversifying their programs from a variety of public and
private sources. Using funds for strategic hiring decisions that drove targeted efforts to attract underrepresented students appears to
have contributed to successful outcomes.

In summary, EPPs may find that a substantial financial commitrment — to students, recruiters, EPP leadership and support staff — will
be needed to ensure successful outcomes in efforts to diversify their programs. Ensuring successful recruitment, providing students
with support packages sufficient for their needs, conducting workshops for students on acquiring and managing funding from
multiple sources, and providing individual financial counseling as needed are all part of a complete package.

Eagan, K, Stolzenberg, E. B, Ramirez, J. J, Aragon, M. C, Suchard, M. R, & Hurtado, S. (2014). The American freshman: National norms fall 2014. Retrieved from
https://assets.documentcloud.org/documents/2710405/The-American-Freshman-National-Norms-Fall-2015.pdf

Scott-Clayton, J. (2015). The role of financial aid in promaoting college access and success: Research evidence and proposals for reform. Journal of Student Financial Aid,
45(3), 7-23.

Sleeter, C_E, & Milner IV, H. R. (2011). Researching successful efforts in teacher education to diversify students. In A. F. Ball & C. A. Tyson (Eds)), Studying Teacher Diversity
(pp. 81-103). New York: Rowman & Littlefield Publishers, Inc.

Zerquera, D. D, & Smith, J. S. (2015). More than access: the role of support services in the transitional experiences of underrepresented students in a statewide access
program. Journal of Student Financial Aid, 45(1), 27-44.

Copyright © 2018 by Educational Testing Service. All rights reserved. ETS, the ETS logo and MEASURING THE POWER OF LEARNING are registered trademarks of Educational Testing Service (ETS). 40815
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This brief is part of a series of publications on diversifying the teacher workforce that report what we
have learned from both published research and engagement with Educator Preparation Programs
(EPPs). ETS has undertaken this initiative to better understand what steps EPPs are taking to improve
their ability to attract, admit, support and graduate students from underrepresented groups.

Attracting youth from diverse backgrounds to the teaching profession. As EPPs seek a more diverse cohort of future teachers, the
problem of how to attract youth from diverse backgrounds to pursue a career in teaching remains difficult to solve. However, some EPPs
have responded to the challenge by establishing school-university partnerships with local school districts — especially schools with

a diverse student body — to establish teacher academies. Partnering with schools is intended to help provide students of color, first-
generation students and English learners with help along the pathway to pursuing teaching as a career.

ETS's engagement with EPPs, through an online survey and phone interviews, has identified several EPPs that are in varying stages
of conceptualizing and enacting teacher academies. The following brief reports on recent studies in this area, as well as some of the
learning ETS researchers have recently documented.

What we know from past research. Creating innovative programs aimed at various stages in the teacher pipeline is a crucial step to
bolstering the diversity of enrolled teacher candidates, and teacher academies for high school students can play a big role in a solution,
as suggested by Sleeter and Milner (2011). But while such programs have been implemented since the 1980s, research on their impact
and best practices of these programs remains sparse. Further, studies tend to be narrative in nature, often do not track a program
longitudinally to show its long-term impacts and are not often conducted by external evaluators (Fletcher & Dicicco, 2017). However,
studies documenting characteristics that may lead to success are worth considering when creating a program, such as mentorship

by pre-service teachers from the EPP, early earning of college credit and exposure to the university through on-site visits, as well as the

inclusion of culturally relevant curriculum (Hunter-Boykin, 1992; Fletcher, 2013; Yopp, Yopp, & Taylor, 1992).

In an online survey conducted by ETS from 2016 to 2017 of 139 EPP representatives from 29 states, 26
percent said that they “work with or sponsor teacher academies at local high schools for students interested
in teaching careers"as part of an effort to recruit teacher candidates from underrepresented groups.

An example of a teacher academy showing emerging success. During in-depth interviews with EPP leaders from across the country,
one emerging success story of a teacher academy partnership stood out. An EPP representative from a large public research university
in an urban setting told of their school-university partnership and teacher academy program, which was implemented to address the
state’s teacher shortage crisis. The program recruits eighth graders into a teacher academy cohort as they prepare to enter high school.
At the high school, dedicated partnership teachers engage students with a rich curriculum that is written by an EPP faculty member
and supplements the students'general high school courses. The teacher academy classes, which take the place of other electives,
include curriculum on critical thinking, writing and teaching-related topics. Courses are intended to provide a “solid knowledge base
and foundation;"help “enrich [students] interest in education and teaching,'and help prepare students for success in college and

the workforce.

The goal is that once these students graduate high school, they will be prepared to meet entrance requirements (e.g., minimum

GPA, entrance examinations) in order to enroll in the supporting university’s EPP. Additionally, admissions officers provide early
information sessions at the high school for students to learn about the college process, instead of waiting for students to approach the
university in their junior year. This proactive measure is meant to expose students and parents as early as ninth grade to the process in
order to demystify it.

The program recruits students into the cohort while they are in eighth grade through information sessions on the range of education
careers. While the program currently has only two cohorts, EPP leaders are noticing an increased interest from students and parents, as
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well as increased enrollment of both non-White and male students in the cohorts. For example, in the current ninth- and tenth-grade
cohorts, nine out of 10 students are non-White, and the percentage of bays is 70 percent in ninth grade and 42 percent in tenth grade.
Further, enrollment more than doubled in the second year.

"... [Aln effective school-university partnership must be symbiotic, embodying three basic characteristics:
(1) the partners need to be dissimilar (e.g., having different missions), (2) the goal of the partnership should
address the self-interest of each institution, and (3) each member should sacrifice sufficiently so as to fulfill
the needs of other participants” (Ayalon, 2004).

Considerations for EPPs when envisioning teacher academy partnerships. Other EPP leaders discussed some pitfalls and concerns
from partnerships that did not work out. To mitigate these troubles, leaders suggested careful planning to maintain a consistent
leadership and funding source, as well as dedicated time to aversee the success of the program, being mindful that it could take at
least five years from program implementation until the first cohort arrives on the university campus. It was recommended by one EPP
dean not to consolidate leadership with only one individual on campus; a diversified leadership team both at the EPP and the school
would ensure that one person leaving his or her position would not significantly jeopardize the program. The leaders viewed careful
planning and detailed agreements as integral to assuring the program is beneficial to the EPP, the local school and the students.

Others suggested that when approaching a local school district, consider what the EPP has to offer in addition to what it has to gain.
Some examples include EPP faculty leading on-site teacher professional development sessions, placing pre-service teachers in the
school's classrooms, funding the development of curriculum for the teacher academy cohorts and providing funding to cover the
teaching academy teacher’s time.

If a teacher academy program is not possible, some EPP leaders suggested considering smaller-scale projects in partnership with the
local schools, such as implementing a faculty-in-residence program. One EPP representative we interviewed discussed such a program
in which a professor spends half of his or her time at the high school working with teachers and conducting research.

Through teacher academies, collaboration with local school districts is one approach for EPPs to consider to help foster and support the
interest of future teacher candidates from diverse backgrounds.

Ayalon, A. (2004). A model for recruitment and retention of minority students to teaching: Lessons from a school-university partnership. Teacher Education Quarterly,
31(3), 7-23.

Fletcher, E. C. (2013). High school students’ exposure to diversity in an urban teaching academy and their conceptions of its place in future practice. Urban Review, 46,
597-619.

Fletcher, E. C,, & Dicicco, M. (2017). Exploring teacher concerns of pre-collegiate urban teaching academy students. The Teacher Educator, 53(2), 114-137.

Sleeter, C. E, & Milner IV, H. R. (2011). Researching successful efforts in teacher education to diversify students. In A. . Ball & C. A. Tyson (Eds.), Studying Teacher Diversity
(pp. 81-103). New York: Rowman & Littlefield Publishers, Inc.

Valenzuela, A. (2017). Grow your own educator programs. Retrieved from: www.idraeacsouth.org/wp-content/uploads/2017/12/Grow-Your-Own-Educator-
Programs-Lit-Review-IDRA-EAC-South-2017.pdf
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The Praxis® Core Academic Skills for Educators Tests for Educators is Changing

The Praxis® Core Academic Skills for Educators Tests for Educators measures academic skills that are important to
success in preparation to be an educator. As of September 2019, the content of the test—specifically the 5732:
Mathematics—will change. This update tells why the test is changing, gives a picture of how the new test will be
different and provides a preview copy of the Mathematics Study Companion, showing, in detail, what the new test
measures.

Why is the Praxis® Core Academic Skills for Educators Tests for Educators Changing?

The changes resulted from a systematic re-examination of the skills
that Praxis® Core Academic Skills for Educators Tests measures. Each AboutPraxis® CotelAcadamiciSkills
skill in each subarea was examined by an expert panel of educator for Educators- Reading and Writing:
preparation faculty. The panel considered each skill based on to how These tests (5712 & 5722) are not

critical it is to success in preparation.

changing. The skills assessed in

The process of re-examination was designed to ensure that all the Reading and Writing were
skills the Praxis® Core Academic Skills for Educators Test is measuring | reconfirmed as important in the re-
are confirmed as critical skills that are important for success examination.

regardless of which path a candidate takes through the program and
regardless of which grades or subjects the candidate will teach.

e Over 200 educator preparation faculty contributed their judgment to the redesign, either through detailed
surveys calling for evaluation of every skill measured, or through work as part of the expert panel.

e All faculty involved in redesign taught courses that are common across all certification areas.
e All skills kept on the test were clearly confirmed as important by the teacher educators engaged in redesign.

How is the New Core Mathematics Test Different?

The new Core Mathematics test has a change in overall focus, with
e increased emphasis on Data Interpretation, Statistics and Probability as critical for teacher preparation, and

» reduced weight on Algebra and Geometry

For Geometry, the test also now includes a reference sheet that eliminates the need to measure recall of geometric
formulas, which was judged less than critical for preparation. A number of mathematical topics identified as less
important for preparation were removed, such as:

e solving problems involving three-dimensional figures

¢ |[dentifying rational vs. irrational numbers (such as volume and surface area of a cone)

e solving problems with radicals e working with functions
Current Subareas Approx. % New Subareas Approx. %
I. Number and Quantity 30% === |. Number and Quantity 36% (+6%)
. Il. Data Interpretation,

L Vi o o 329 %
Il. Algebra and Functions 30% Statistics:and Probability % (+12%)
I1l. Geometry 20% llI-A. Algebra 20% (-10%)
IV. Statistics and Probability 20% | IlI-B. Geometry 12% (-8%)
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About the Assessment

Assessment Name Mathematics

Grade Level P-12

Test Code 5733

Testing Time 90 minutes

Test Duration 2 hours

Test Format Computer delivered

Number of Selected- 56

response Questions

Question Format The test consist of selected-response questions—select one answer choice;
selected-response questions—select one or more answer choices; and
numeric-entry questions.
An onscreen calculator is available
You can review the possible question types in the 5733 Study Companion

Content Specifications

The Program Admission Mathematics test assesses academic skills that have been identified as necessary for college
and career readiness. The test will cover these major subareas:

* Number and quantity

» Data Interpretation, Statistics and Probability
e Algebra

* Geometry

The focus is on key concepts of mathematics and the ability to solve problems and to reason in a quantitative
context. Many of the problems require the integration of multiple skills to achieve a solution.

Subarea | - Number and Quantity
— Solve problems involving integers, decimals, and fractions
— Solve problems involving ratios and proportions
— Solve problems involving percent
— Solve problems involving constant rates (e.g., miles per hour, gallons per mile, cubic feet per minute)
— Demonstrate an understanding of place value, naming of decimal numbers, and ordering of numbers

— Demonstrate an understanding of the properties of whole numbers (e.g., factors, multiples, even and odd
numbers, prime numbers, divisibility)

— Identify counterexamples to statements using basic arithmetic
— Solve real-life problems by identifying relevant numbers, information, or operations (including rounding)
— Solve problems involving units, including unit conversion and measurements

Subarea Il — Data Interpretation and Representation, Statistics, and Probability
— Work with data and data representations to solve problems

— Solve problems involving measures of central tendency (e.g., mean, median) and spread (e.g., range,
standard deviation)
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— Use data from a random sample to draw inferences about characteristics of a population
- ldentify positive and negative linear relationships in scatterplots
— Use a linear model for a data set to make predictions
— Differentiate between correlation and causation

— Compute simple probabilities, and use probabilities to solve problems

Subarea Ill - Algebra (continued)

— Use properties of operations to identify or generate equivalent algebraic expressions (e.g., multiplication
of whole numbers gives the same result as repeated addition, multiplication by 0.1 gives the same result as

division by 10)

— Write an equation or expression that models a real-life or mathematical problem

— Solve word problems, including problems involving linear relationships and problems that can be
represented by Venn diagrams
— Solve linear equations in one variable algebraically
— Solve simple quadratic equations (e.g., x2 = 49)

Subarea IV — Geometry

— Utilize basic properties of common two-dimensional shapes to solve problems

— Utilize facts about angles to solve problems
— Utilize facts about congruency and similarity of geometric figures to solve problems

— Use the formulas for the area and circumference of a circle to solve problems

— Use the formulas for the perimeter and area of a triangle and a rectangle and the formula for the volume
of a rectangular prism (box) to solve problems

Timeline for Implementation

VoM (4

: Natl-onal Standard Administration
Code Test Name Advisory %
: Setting Date
Committee
Academic Skills for
5713 Edlviatars: Reading July 2018 n/a September 2019
Academic Skills for
5723 Educators: July 2018 n/a September 2019
Writing
Academic Skills for
5733 Educators: luly 2018 February 2019 September 2019
Mathematics
ETS"
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® Khan Academy

ETS, in partnership with Khan Academy, is proud to announce a new type of test preparation for the
regenerated PRAXIS® Core tests. Starting in July 2019, candidates will be able to utilize a sophisticated test
preparation program through Khan Academy for the regenerated Core series that will officially launch in
September 2019.

Students utilizing this program will receive a personalized practice plan that is based on what their score
goal is for the tests, how much time they have before the test, and how much they plan to devote to test
prep. Additionally, for each component of the test (reading, writing, math), students are able to target
their practice with diagnostics to identify strengths and weaknesses, receive personalized
recommendations on which skills to practice, have access to timed and untimed practice (including two
full-length exams with scaled scores), review lessons and questions for every skill and sub-topic on the
exam, and have the ability to track progress along the way. A draft example may be seen below.

Subjects v ] ® Khan Academy Jessica Appleseed

Overview  Practice Lessons Settings A collaboration with the makers of the Praxis Core @

Practice plan set-up

Start with a diagnostic to
unlock your practice plans

Step 1 The Praxis Core tests measure academic skills in reading, writing and
Intro / Diagnostics mathematics. To kick off your personalized plans and reach your goals,
take a diagnostic for each test so we can get a sense of your starting _»
point! You can pause and resume your diagnostics at any time. % W

@ Time estimate: 22 - 55 mins per diagnostic test?™ )

Ctam ) Take diagnostics q SN
JLIEP £

Plan and Goal Settings

General Test Information

If you're here, therel a ppdd dhince you're considering the Intro to Praxis Core

teaching profession, [lste’s a few things you need to know about
Praxis Core and why it matters, Intro to Official Praxis Core Practice on Khan Academy

Overall time management
Stress management

Study schedule recommendations
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Teacher Diversity Testimony to the Joint Committee on Public Schools
Monika Williams Shealey, Ph.D.
Dean

Thank you Senator Ron Rice and Assemblywoman Mila Jasey for this opportunity to
share with you the work we are engaged in at Rowan University to address a
persistent national problem, the lack of teachers of color.

This year we are celebrating 95 years of excellence in educator preparation at
Rowan University. Yet, there remains a great deal of work, particularly for those
working with underrepresented groups in education. 1 understand the significance
of the limited presence of teachers of color in public schools across the state. For
those of us in traditional teacher education programs, we have a great deal of work
to do university-wide. Qur teacher candidates spend their first 2 years in college
taking courses outside of the College of Education and we lose a number of
interested diverse students before they take one class in education.

For this reason, I reached out to Tanisha Davis at the NJDOE last year with the vision
of bringing the state together to bring awareness and share promising practices in
diversifying the teacher workforce.

In October of last year, Rowan co-sponsored the first Diversifying the Teacher
Workforce Convening with the Nj Department of Education. The convening
committee including partners from Montclair State University, William Paterson
University, and Rutgers Graduate School of Education. This convening brought
together over 100 P-12 educators, county colleges and educator preparation
programs as well as other individuals who are invested in ensuring every child in N]
has an opportunity to experience a teacher from a diverse background. In January, 1
was honored to share information about the work Rowan is doing in this important
area with the Senate Education and Higher Education committees.

Promising Practices

Residency Program and Alternate Route

Participants spend a year working as apprentices with highly effective mentor
teachers, while completing related coursework at partnering universities. During
this time, residents receive financial support, often in the form of a stipend and
tuition assistance. They commit to teaching an additional 3 to 4 years in their
district, with ongoing mentoring support.

We have had successful residency programs funded through the Woodrow Wilson
Foundation and the USDOE Teacher Quality Partnership Grant. Now all of our math
and science educators are prepared through the residency model. Camden
Residency Project provides financial assistance for the year for Elementary
Education and math and science majors seeking the MA in STEM Education. ASPIRE
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isa two-year online CE educator preparation program which offers a 50 Hour Pre-
Professional Experience Component, a Two-Year Component, and monthly PLC
meetings.

« The curriculum centers on Universal Design for Learning, CREDE’s Standards for
Effective Pedagogy, High-Leverage Practices, and Relationship Driven Instruction.

» ASPIRE Lead Instructors (ALI's) work to help each teacher develop proficiency
across the New Jersey Professional Standards for Teachers through online learning
modules, video coaching, Professional Learning Community meetings (PLC’s) and
individualized support.

Grow Your Own Programs
We offer two types of high school programs. The Teacher Academy offered within
high schools during the academic year and the Rowan Urban Teacher Academy
(RUTA) offered during the summer. The academy offered during the academic year
includes dual enrollment credit. We are now offering the RUTA program with
district support in Camden, Pleasantville, and Bridgeton.

Project Increasing Male Practitioners and Classroom Teachers (IMPACT) is a
unique recruitment and retention program for diverse males in education. We have
30 students in all programs except art education; including 4 plus 1 leading to MA in
STEM Education or MST in a subject matter area. Students receive financial
assistance. Our IMPACT students live on campus together in a learning and living
community. The Men of Color Network is a central component of the program by
addressing socio-emotional development and problems of practice through a formal
mentoring program

Other Supports and Resources
Loan forgiveness programs (ex. TEACH grants for teachers in critical shortage
areas-funding is on the chopping block each year)

We have hired a Teacher Recruiter who targets students from underrepresented
backgrounds.

Praxis Core-represents a major hurdle for many of our Black and Latinx students.
Rowan’s Response-

1. We are adding Praxis Core as a requirement in our teacher academies,

2. We work closely with county colleges so that transfer students complete
prior to transferring

3. We offer a Praxis Bootcamp with face-to-face and online modules

4. The Praxis Lab is available on campus with a full-time coordinator.

Thank you again for this opportunity. [ would love to host you at Rowan if you'd like
to meet our students and staff and learn more about our work.
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ABOUT AACTE: The American Association of Teacher Education

AACTE is a national alliance of educator preparation programs dedicated to high-quality, evidence-based
preparation that assures educators are profession-ready as they enter the classroom. Nearly 800 member
institutions include: puiblic and private colleges and universities in every state, the District of Columbia, the
Virgin | Istands; ‘and Guam..Through advocacy and capacity building, AACTE promotes innovative and effective
prac’aces that. strengthen educator preparation.

AACTE mem e commltted to mcreasmg the diversity of their faculty and the educators they prepare so
that they miore: accurately Tefléct the'diversity within PK-12 schools. As AACTE looks ahead to the future, this
report documerits promising practices and signifi cant challénges that all schools, colleges, and departments
of education around the country will face as they prepare professionals for increasingly diverse and complex
educational ervironments, AACTE’s goal as an association is to build a portfolio of programs, products,

and services to help eéducator preparation leaders thrive in this dynamic environment, and this report is an
instaliment in that growing portfolio. Learn more at www.aacte.org
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INTRODUCTION

Why is Workforce Diversity Important?

Research scholars (Gay, 2010; Gorski, 2013;
Howard, 2014; Irvine, 2003; Ladson-Billings, 1995;
Noguera, 2008) assert that traditionally marginalized
children suffer academically within educational
systemns that (a) refuse to acknowledge culturally-
based epistemologies of students of color and (b)
fail to create educational curricula and pedagogies
responsive to students’ experiences and cultural
knowledge. The cultural dissonance that exists
between educators and students of color impacts
(1) achievement rates (Burchinat et al., 2011); (2}
representation in gifted and talented programs
(Peters & Engerrand, 20186); (3) access to college
preparatory programs (Farmer-Hinton, 2011); (4)
access fo advanced placement coursework (McBride
Davis, Slate, Moare, & Barnes, 2015); (5) discipline
rates including suspensions and expulsions {Skiba &
Losen, 2015); and (6) the school-te-prison pipeline
(Allen & White-Smith, 2014). On far too many
occasions, students from culturally and lingulstically
diverse backgrounds feel isolated, misunderstood, or
treated as “other,” leading to lower graduation rates
{Au, 2001; Gorski, 2013), and higher dropout rates
(Fine, 1991).

While it is important to advocate for all teachers to
engage in creating equitable and culturally-inciusive
classrooms {(Ladson-Billings, 1924}, recent research
revealed that when teachers who are not familiar or ;
do not have experience with people who are different g
from thernselves, they may perceive difference as '
less valuable or deficient (Egalite, Kisida, & Winters,
2015). Teachers who identify with their students may
therefore see certain characteristics as atiributes

to embrace rather than as deficits. For example,
findings from an impact study in North Carolina

and Tennessee conducted by Gershenson, Hart,
Lindsay, and Papageorge (2017) indicate that Black
primary school students demonstrated lower high
school dropout rates when matched with a same-
race teacher. Additionally, when measured over time,
Black students in Norih Carolina have increased
self-reported college aspirations, and Black students
in Tennessee were more likely to complete & college
entrance exam. Ultimately, increasing the number

of teachers of color in schools provides students

of color with role models, offers opportunities to
culturally connect, sets high expectations, and
reduces implicit bias {Givens, Nasir, Ross, & de
Royston, 2016; Villegas & irvine, 2010).

How Close Are We Toward Realizing A Diversified Teacher Workforce?

Although research and experienice substantiate
the need for a more diverse teacher workforce,
educator preparation programs (EPPSs), along with
other alternate route programs, are not producing
male teachers in proportion to the number of
males in public schools (Ingersoll & May, 2011).
According to data from the Integrated Postsecondary
Education Systemn (IPEDS), women earned 81% of
undergraduate degrees and certifications awarded
by colleges of education in 2015-2018, and the
deficiency of racial/ethnic diversity is even greater
{(AACTE, 2018).

Current research on teachers of color indicate that
the teacher workforce does not mirror that of the
students they teach. The Shanker Report (2015)
reviewed data on feacher diversity from 1887 to 2012
in nine U.S. cities and found that the representation
of teachers of color in public schools grew from
12% to 17%. The findings, however, also indicated
that the progress toward reducing the substantial
representation gaps between teachers of color and
students has been very limited; teachers of color
remain significantly underrepresented relative to
the students they serve. According to the authors,
while teachers of color are being hired at higher

[ 12
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propartional rates than other teachers, teachers

af color are leaving the profession at a higher rate
than their counterparts and this is especially evident
in urban districts (Albert Shanker Report, 2015),
This accounts for the continued disparity between
students of color and teachers of color.

Additional research from The National Center for
Education Statistics (2014} found that less than
2% of public school teachers are Black males
and fewer are Hispanic/Lating males. Over the

course of their public school experiences, White
female teachers will teach the majority of Black and
Latino/Hispanic male students. This disparity has
significantly impacted our public school system and
the education of Black and Hispanic/Latino male
students. The education community is cormnpelled to
seek meaningful methods to increase the recruitment
and retention of Black and Hispanic/Latino male
candidates of color into preparation programs in
order to realize a diversified teacher workforce.

Addressing a Diversified Teacher Workforce through a Networked Improvement

Community

AACTE identified a Networked improvement
Community (NIC) as a pathway to examine and act
upon the overwhelming absence of teachers of color
in our public schools. In spring 2013, AACTE issued
a request for proposals from member institutions to
join its first NIC with the specified aim of increasing
the diversity of our nation’s teacher candidate

poot by focusing on the recruitment of Black and
Hispanic/Latino men into EPPs. It was the hope

that by preparing diverse learner-ready teachers,

a secondary outcome to increasing the number of
Black and Hispanic/Latino male teacher candidates
would be an increase in the success of all students in
their classrooms. Increasing the racial diversity of the
teacher workforce is a major step toward ensuring

all students have a diverse learner-ready teacher
{CCSS0, 2019).

The AACTE Committee on Professional Preparation
and Accountability completed a rigorous review of
over 50 applications and selected 10 universities
to join the new NIC. Numerous criteria guided their
decision-making process including evidence of
e Great diversity within the school districts and
community served;
» Alignment of NIC goals to existing strategic
initiatives and mission of the institution; and
e Strategic atiention {o enrollment trends and
retention of subgroups of male candidates by
race/ethnicity within their perspective EPPs.

Building the AACTE Networked
Aimprovement Community

« Boston Urniversity

« California State University, Fullerton

« Florida Atlantic University

» Mid-America Nazarene University (KS)

» Northeastern lllincis University

- University of Arkansas at Little Rock
« University of Connecticut

« University of Saint Thomas (MN)

» Western Kentucky University

« Williarn Paterson University {NJ)

The universities selected by AACTE reflected EPPs
of various sizes, geographic locations, and program
types. The initial proposals toward increasing
recruitment and retention of male teachers of color
from each EPP varied. Through careful discussion,
the NIC member institutions agreed to move forward
with an overall aim of increasing the number of Black
and Hispanic/Latino males admitted as teacher
candidates into their EPPs by 25% per program by
September 2016. The goal is being measured in the
second phase of work.




METHODOLOGY

What is a NIC?

In the most comprehensive text to date on the NIC, Learning to Improve: How America’s Schools Can Get
Better at Getting Better, Bryk, Gomez, Grunow, and LeMahieu (2015} describe a NIC as combining the
analytical discipline of improvement science with the capability of networked communities to innovate and
learn together around a shared problem of practice. Today’s educational institutions are complex and nested
in larger interconnected systems, and thus result in natural variations in performance across institutions.
When introducing change to the daily practices of complex systems, it is imperative for stakeholders to
agree that resulting consequences cannot be identified prior to its implementation. Additionally, introducing
change that results in quality outcomes, at scale, requires attention to solving local issues. By centering the
focus on variations in performance within and across systems, Bryk et al. (2015) compel education leaders,
researchers, and policymakers to avoid soiutionitis—the tendency to solidify beliefs “based on an incomplete
analysis of the problem to be addressed and without full consideration of potential problem-solving
alternatives” (Bryk, 2015, p. 468).




METHODOLOGY

Through improvement science, which aims to
address specific {asks, processes, policies,
structures, and norms within the larger
interconnected system, a NIC can capitalize on

the value of social learning in a group context,
thereby increasing the capacity of the collective
group to improve. Accordingly, a NIC, through the
use of improvement science, reguires participating
members to shift away from implementing processes
and procedures for the sake of promised outcomes
o a more systernatic approach that improves
outcomes (Bryk st al,, 2015). While potential changes
introduced into a system should be grounded

in empirical evidence, NIC member institutions

must learn how to apply those changes to varicus
contexts in order to produce reliable results at scale.
To guide this work, Bryk et al. {2015) outlined six
principles of improvement, which are foundational
elements for how improvement science can be used
in networked communities as shown in Figure 1.

Throughout the NIC process, member institutions
continuously asked three core improvement
questions: (1} What is the specific problem | am

now trying to solve? {2) What change might |
introduce and why? and (3} How will [ know if that
change is an improvement? (Bryk et al., 2015). To
‘test potential changes to the system, NIC member
institutions used the Plan—»Do-»Study—Act (PDSA)
cycle, which is considered the engine of change in
improvement science.

What are PDSA Cycles?

Figure 1: The Improvement Principles
The Six Core Principles of Iimprovement

. Make the work problem-specific and

user-centered.

. Focus on variation in performance.

. See the system that produces the current

outcomes.

. Improve at scale what you can measure,

. Anchor practice improvement in

disciplined inquiry.

. Accelerate improvements through

networked communities.

PDSA cycles are methods of inquiry that foliow “the logic of systematic experimentation commeon to scientific
endeavors, now applied to everyday practices” (Bryk et al., 2015, p. 121) as illustrated in Figure 2. Each
PDSA cycle must contain a plan of action, implementation of that plan, a study of how that plan progressed
(including measurement data), and actions to be taken based on what was learned for the next cycle. The
cycles are continuous, one following the other, and build on one another to “answer new questions as the
scope on inquiry expands” (Bryk et al., 2015, p. 121). The intent behind PDSA cycles is to aid a network n
learning fast and moving from a small-scale test to a large-scale irnprovement.
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Figure 2: PDSA cycle

» Revise
« Refine
- Relate

« Analyze
« Assess

- Explicate hypotheses
+ Apply

« Measure
= Analyze

While Bryk, Gomez, & Grunow (201 1) established a networked improvement science around 90-day cycles
of Plan—»Do—Study—Act, developing a NIC for institutions of higher education {IHES) requires noting
challenges specific to the university setting. One of those challenges relate to faculty coniracts. Faculty
representatives are typically contracted around semester schedules, which exceed 80-days. As a result,
several cycles of our NIC had to be extended by a few weeks to allow for their continuous engagement.

In addition, faculty are often 9-month employees and NIC member institutions exceeded their contracted
time by engaging in the work outside of the semester schedule, often in the summers. The members of the
participating institutions, therefore, volunteered their time to engage fully with the problems of practice.

AACTE’s NIC: Process Description

As referenced above, the overall aim of the AACTE NIC was to increase the number of Black and Hispanic/
Latino males admitted as teacher candidates into participating member institutions’ EPPs by 25% per
program by September 20186. In keeping with Bryk and colleagues’ (2015} concept of the NIC, member
institutions studied the problem of practice through a collaborative process that looked collectively and
individually at four assigned focal points or drivers: initially, the four drivers were identified as: (1) recruitment
strategies; (2} incentives to pursue a carser in teaching; (3) equity-based admissions policies; and (4) support
for Black and Hispanic/Latino males. After a second stage of review, NIC member institutions determined
that all aspects of these drivers could be meaningfully consolidated into two primary drivers: (1) recruitment,
and (2) retention. Each member institution divided its represeniation into both drivers. The recruitment driver
addressed aspects of attracting more Black and Hispanic/Latino males into EPPs, while the retention driver
addressed programs and initiatives to retain teacher candidates through program completion and graduation.
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Promising Practices in the Areas of Recruitment and Retention of Male Teachers
of Color

The NIC process allowed each member institution to quickly assess the current nature of their EPP, their
institution, and the recruitment of males of color. The evaluations, along with the collaborative discussions
across the NIC membership, spurred new partnerships and the development of new strategies.

RECRUITMENT

Over the course aof the NIC, member institutions created and reviewed an inventory of individual recruitment
practices across the 10 participating member institutions. At the finale, the inventory included 126
partnerships or initiatives across graduate, undergraduate, and precollege (high school, middle school, and
elementary school) levels focused on the recruitment and retention of Black and Hispanic/Latino males in
EPPs. The inventory data demonstrated an overall increase in the number of partnerships and collaborations
addressing the recruitment and retention problems of the teaching practice. Fifty-one of these partnerships or
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initiatives existed prior to the start
of the NIC (September 1, 2013} with

Figure 3. Recruitment initiatives

75 being implemented after the
launch of the NIC (see Figure 3).
The collection of this data ensured
members would look at recruitment
initiatives created and enacted
within PDSA cycles and across

the 10 NIC EPPs and consider the
practices that would lead to long-
term outcomes at their institutions.

Two areas proved essential to
improving the recruitment of
Black and Hispanic/Latino male
teacher candidates into EPPs:
(1) developing tools for collecting

B Faculty Recruitment
¥ Graduate Student Enrollment

8 Undergraduate Student
Enreliment

High School Students
B Middle School Students

B Elementary School Students

data on recruitment efforts and ‘

{2) identifying teacher candidates as resources

1o better understand their experiences. For the

NIC member institutions, tools for gathering data
included surveys, questionnaires, interviews, and
focus groups with prospective, current, and alumni
studentis. Although general data collection tools
existed within the university offices, NIC member
institutions engaged the stakeholders in these offices
to request the topics, questions, and sessions that
specifically addressed male teachers of color. NIC
member institutions also developed focus groups
for the teacher candidates, providing them with the
opportunity to discuss their experiences as male
teachers of color in EPPs.

NIC member institutions learned that recruiting
males of color to their EPP was a goal shared by
their universities. However, the EPPs at the NIC
member institutions often reported feeling isolated
fromn the general university setting. It was also
reported that initiatives of the EPPs, although
similar to the entire university, could be scaled and
ampilified if communication and partnerships within
the university were increased. Ultimately, EPPs
that began communicating and collaborating with
different entities at their university increased their
teacher candidate pools.

RETENTION

The retention team identified three promising
practices to increase the retention of male
teacher candidates of color: {1} mentoring
programs; {2) coursework grounded in culturally
responsive pedagogy; and (3) financial assistance.
Research indicates that mentoring programs

are highly effective ways to meet the needs

of underrepresented student populations who
experience varied levels of marginalization on their
campuses (Phillips Joplin, Orman, & Evans, 2004).
Black and Hispanic/Latino male teacher candidates
at the participating NIC member institutions
indicated that mentoring was important to their
enroliment, entrance, retention, persistence, and
development as they navigated through EPPs.
They also emphasized the importance of having
opporiunities to see, witness, and fully engage
with education professionals who looked like them
and who may have encountered similar cultural
and gender challenges during their academic and
professional journeys. Mentors can consist of
Black and Hispanic/Latino male faculty and staff
members, K-12 teachers, members of fraternal/
civic organizations, local religious entities, and
other community-based professional groups.

g
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Therefore, NIC member institutions recruited mentors
from university and K-12 setiings and provided
comprehensive and culiurally-based mentor training
1o ail current and prospective mentors,

Culturally relevant pedagogy (CRP) played a
significant role in mentorship training and in the EPP
classrooms. Ladson-Billings (1994) defines culturally
relevant pedagogy as curriculum and instruction
that empowers “students intellectually, socially,
emotionally, and politically by using culiural referents
to impart knowledge, skills, and attitudes” {Ladson-
Billings, 1994, p. 17-18). Gay (2010) suggests

that practitioners practicing culturally responsive
pedagogy teach “to and through [students’] personal
and cultural strengths,” and reject the deficit
perspective; but instead they recognize that teacher
candidates of color “came to school having already
mastered many cuttural skills and ways of knowing”
{p. 213). This mindful practice requires educators

to engage in critical self-reflection through the
examination of one’s own biases and stereotypes;

Recommendations from NIC Members

In addition to the aforementioned promising
practices to address the recruitment and retention of
male teachers of color, the NIGC member institutions
identified emerging practices due to early stage
success. NIC member institutions recommend that
EPPs consider the emerging practices shown in
Figure 4.

Additionally, faculty in EPPs must evaluate their
curricula and course delivery in order to meet
the needs of our diverse teacher candidates. NIC

and to deepen one’s cultural competence in order

to validate and affirm teacher candidates and their
communities (Gay, 2010). As NiIC member institutions
focused on the tenets of CRP. many opportunities
arose to examine its integration within and across
EPPFs. Member institutions began to address the
general lack of CRP in numerous critical areas of
their programs, such as mentor and faculty training.

Qverall, the thoughtfu! integration of CRP practices
were both beginning and continuing steps toward
creating EPP environments capable of sustaining
Black and Hispanic/Latine males. Moreover, financial
resources were allocated systematically to support
men of color within EPPs-—such as facilitating new
workshops focused on passing program entrance
and exit exams. The NIC member institutions also
developed new student groups aimed at supporting
teachers of color. These student groups only
included Black and Hispanic/Latino males and
proved instrumental for the teacher candidates.

member institutions recommend that faculty and
staff receive formal professional development in CRP.
As faculty in EPPs evaluate their program curricula
and course delivery methods in order to meet

the needs of our diverse teacher candidates, NIC
member instituticns encourage faculty and staff to
follow steps shown in Figure 5. Through these and
other efforts, the authors contend that male teacher
candidates of color will increasingly come to the
profession and stay in the profession.
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Figure 4: Promising practices for recruitment

Five Recommendations from NIC Members

Host information sessiens at local, community colleges and within the community such as
cultural centers.

Recruit paraprofessionals.

Expand K-12 partnerships to attend schools, host information sessions, facilitate high
school future teacher programs, and foster relationships with K-12 students through
mentoring and advisement.

Continue to support the work of “Grow Your Own” teacher programs focusing on recruiting
men of color at the high school or freshmen levels from communities with large populations
of students of color who might be interested in teaching, and especially, returning to their
communities once they enter the profession.

Collaborate with university academic admissions and advising offices to make a concerted
effort to reach potential candidates.

Seven Recommendations from NIC Members

I

i

Give voice to each group separately (Black males and Hispanic/Latino males} and do not
converge them as one culture group.

Understand cultural background and identity of each individual as a Black and/or
Hispanic/Latino man.

Avoid projecting Eurocentric view on Black and Hispanic/Latine male teacher candidates.

Know the cultures of teacher candidates and create a bridging or early support program
that acknowledges issues of segregation and poverty that challenges the initial pipeline
into teaching.

Create historical narratives for each cuiture group that will connect with their cultural pride.
Practice intrusive advising,

Foster teacher candidate success through focused mentoring throughout their programs.

]OX
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Barriers and Challenges to Systemic Change

The NIC member institutions realized early on

that varied policies, definitions, and procedures in
practices presented challenges in creating common
goais for each driver that would be applicable across
institutions. For example, candidates at NIC member
institutions matriculate at varying points in their
degree programs. There also were differences in
strands of funding based on the size of the institution
and whether the university was a public or private
entity. Thus, throughout the four PDSA cycles,

NIC member institutions grappled with identifying
similarities and differences among EPPs, considering
university-specific characteristics, and developing
action plans that took into account their various
contexts.

In regards to recruitment and retention sirategies,
NIG institution members reported how Black and
Hispanic/l_atino males encountered numerous
entrance and program barriers o their respective
EPPs, A few of the recurring themes included state
testing requirements, a lack of Black and Hispanic/
Latino faculty and staff, and a lack of CRP in
educator preparation classrooms,

ASSESSMENT MANDATES

The majority of NIC member institutions’ EPPs
require prospective teacher candidates to pass

the Educational Testing Service's (ETS) PRAXIS
Core Academic Skills for Educators test or a state
equivalent, NIC member institutions referred to

the “cut scores” of these tests as ane of the major
impediments for Black and Hispanic/Latino males
entering EPPs. Bennett, McWhorter, and Kuykendall
(2006) found that a disproportionately higher
percentage of Black and Hispanic/Latino teachers
who applied to educator preparation programs

did not pass one or mare of their Praxis exams in
order to gain admission. This served as a barrier for
interested candidates who wanted to pursue the
teaching field.

To undertake the state-mandated testing, NIC
member institutions emphasized the need for
systernatic test preparation support. How schoals
might offer this service/support to Black and
Hispanic/Latine male teacher candidates varied
across different EPPs. Finding the resources 1o
provide and fund test preparation was a daunting
task for alt NIC member institutions. In addition to
funding test preparation, NIC member institutions
grappled with how to support and fund teacher
candidates if they did not pass the mandated test.
Identifying solutions to these challengss is crucial to
teacher candidate retention.

NIC member institutions continuously reinforced
how meeting other entrance requirements, e.9.
GPA, written and oral proficiency tests, and even
completing a dual major, demonstrated the strength
of these applicants, and negated the importance

of the state-mandated tests. Additionally, without
evidence of a clear connection between these
standardized test scores and future teacher
effectiveness, obstructing these teacher candidates
admission into EPPs, and therefore the teacher
workforce, was tantamount to failing to effectively
and equitably address the shortages felt across

all disciplines in the field of education. Such

a compeliing argument bolstered some of the
members to request, or revisit previcus reguests, to
their institutions for additionat test supporis {e.g.,
funding for test registration and test preparation
workshops) and to argue for legislative reforms
around state-mandated testing.

1

FINANCIAL OBSTACLES

The NIC member institutions learned that many
Black and Hispanic/Latino male teacher candidates
face a lack of financial support while pursuing

their academic degrees. Financial assistance
allows teacher candidates to concentrate fully on
their academic studies as opposed to working

full- or part-time to supplement family income.
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Scholarships, grants, and fellowships are excellent
ways to assist teacher candidates who are otherwise
struggling to maintain their level of focus on their
academic success. Navigating the complex network
of financial assistance offices at most colleges and
uhiversities often requires substantial teamwork
across faculty, staff, and prospective or admitted
teacher candidates.

DEARTH OF PROFESSIONAL DEVELOPMENT
FOR EPP FACULTY IN CULTURALLY
RESPONSIVE PEDAGOGY

At the onset of the NIC, it was assumed that Black
and/or Hispanic/Latino faculty would be able

to support and understand the experiences of
Black and/or Hispanic/Latino teacher candidates.
It became evident eatly in the NIC process that
this assumption was misguided. Many faculty
members at NIC member institutions have not

received professional development in the area of
culturally responsive pedagogy. Thus, faculty are
not grounding their teaching and assessments in
culturally responsive practices. Teacher candidates
who did not experience CRP during thelr programs
described feeling “woefully unprepared” to enter
the education profession. The lack of experience
with CRP also impacts the climate within EPP
classrooms. While some NIC institutions began
providing workshops and {raining for faculty to
implement CRF, members encountered resistance
from cther faculty. Since culturally responsive
teaching praciices were an outcome of the NIC
work and not the primary focus, institutions found
it difficult to receive financial support for these
trainings.

NEXT STEPS: DATA COLLECTION AND

EVIDENCE OF IMPACT

NIC institutions continue to deploy the recommended strategies from this report and coliect data on the
impact and effectiveness of these strategies in recruiting and retaining male teachers of color into EPPs. in the
next phase of this initiative, AACTE will collaborate with member institutions to measure the progress made
toward the NIC’s overall aim of increasing the number of Black and Hispanic/Latine males admitted as teacher
candidates into their EPPs by 25% per program. The recruitment and retention strategies identified above by
the NIC take time to test, adapt, and implement, While the formative data collected by the NIC was helpful in
determining the promising practices, examination of the data from a longer time frame is needed to deduce
effectiveness and sustainability. Therefore, in addition to measuring progress toward the overall aim, AACTE
and member institutions will also analyze which strategies have been the most impactful over time, based on
the longitudinal data collected. The findings from this analysis will be shared more broadly with the field in a

forthcoming report.
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J. Kenyon Kummings, Superintendent
Wildwood Public Schools

4300 Pacific Avenue

Wildwood, New Jersey 08260

Phone: 609-522-4157 Fax: 609-523-8161

Wildwood Public Schools

April 9,2019

RE: Equity Testimony Before the Joint Committee on Public Schools
Members of the Joint Committee on the Public Schools,

My name is Kenyon Kummings and I am currently the Superintendent for Wildwood Public
Schools (WPS). WPS has a high percentage of economically disadvantaged students and is racially
and ethnically diverse. Our district is unique in that we continuously have one of the highest
percentages of students living in poverty in New Jersey (50%). We have a high special education
population (24%), as well as a large number of English Language Learners (35% Pre-K to 8th
Grade).

Recruiting minority candidates that understand the experience of our students has been a
challenge for our district. Anecdotally, we can share that the pool to hire from is small. This
testimony contains more questions than answers, but emphasizes the need for this issue to remain
a priority of the New Jersey Department of Education (NJDOE) and legislature. It will also offer
examples of how we may improve the pipeline to allow more diversity within our public educator
population.

Do we have a pipeline issue, more so than a recruitment issue?

The NJDOE references the “Pipeline” in their presentation, “Diversifying the Teacher
Workforce” [mljs://www.state.ni.us/education/educators/rpr/Diversitv%ZOCommg%ZUPPT%ZOAccessible v2.pdf). Target
points identified for the “Pipeline” include Postsecondary Enrollment, Enrollment in Education
Programs, Postsecondary Completion, Entering the Workforce, and Retention. It is important to
focus on the entry point to the pipeline, and question if potential barriers exist for candidates to
qualify for Educator Preparation Programs (EPP).

The current president for New Jersey Association of Colleges for Teacher Education
(NJACTE) shared that the Title 2 data from traditional route programs show trends that New Jersey
overall saw a decline in the number of completers in EPP’s. This decline was observed in 2014
when the number declined from 5,027 in 2008-2009 to 3,819 in 2013-2014, and eventually fell to
3,281 in 2015-2016. It is worth noting that in 2012, the college GPA requirement was raised to 3.00
(N.J.A.C. 6A:9B-8.2). During that time period, students were also required to pass all sections of the
Praxis Core in addition to the Praxis II for their clinical internship. Further study is needed to
determine the patterns within demographic subgroups. Could one or a combination of these
changes have resulted in a barrier to certification for minority populations? Has this decrease been
sustained with the introduction of the EdTPA requirement in 2017?

Do barriers to the pipeline exist prior to exiting high school?

Working as a district in the New Jersey Network of Superintendents (NJNS), the approach to
creating equity is predominantly focused on opportunity and access for ALL students regarding Pre
K to 12 programs. We often hear about the outcomes of leveled coursework beginning in
elementary school. Finding solutions to remove barriers for minority populations is a focus of the
group, and we learn that these barriers exist throughout the state. Often times staff
recommendations are required for students to enter higher level course work, and this potentially
biased process often loses students who could handle and benefit from the increased challenge,
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because current systems do not always identify them due to the limitations of the entry measures
used.

Schools also tend to heavily weight standardized test scores in this identification process. A
great volume of research exists regarding the validity of these assessments, as well as the bias many
of their items contain. There is also plenty of data to show the difference in performance trends
when comparing demographic subgroups. These same trends can be witnessed when looking at
Praxis Core data for reading, writing and math, as well as when SAT scores are compared by
household income (scores increase with wealth). It should also be noted when discussing entry
into the pipeline, that New Jersey is one of 12 states in the country that still ties a passing score on a
standardized state assessment to graduation from high school.

What can we control?
Given the data we have, a deeper analysis of potential barriers for our students to enter an
EPP is warranted. However, we can take some initial steps toward developing an action plan.

e Determine if the outcomes of tracking and leveling prior to high school graduation prevent
students from attaining the education needed to gain entry into an EPP, and if so, address
them.

e Determine if the high school graduation assessment is an unnecessary barrier for students,
and analyze the demographic makeup of students utilizing the portfolio appeal.

e Determine if the change in college GPA and the associated assessments required to gain
certification (Praxis 1I, Praxis Core, and EdTPA) have negatively impacted completion of
EPP’s for minority students. '

e Determine if there are additional barriers brought about by the increased number of college
assessments, including the high cost of these assessments, and if there has been value added
by their adoption.

s Compare the college GPA requirements for EPP to those of other initial certification
programs.

e Scale the work of groups such as the NJNS to help districts give opportunity and access for
students who are able to receive more challenging coursework through the development of
unbiased, multi-faceted entry criteria and innovative, scaffolded, course delivery models.

e Allow the NJDOE and the NJ Legislature to improve the pipeline by creating Career and
Technical Education (CTE) opportunities (with funding} within comprehensive high schools
to identify and prepare students who have a passion for education in an effort to recruit
students into the profession at the secondary level.

e Encourage the development of partnerships between Comprehensive High Schools and
EPPs to allow for articulation of expectations for EPP entry to ensure that minority students
have access to these programs upon high school graduation.

Several data sources exist to begin to address the questions mentioned throughout this
document. Perhaps we need to create systems that will allow us to conduct a deeper analyses of
our practices in New Jersey. The need to increase the representation of minority educators in NJ is
well documented via data sources found within the NJDOE’s Educator Preparation Provider
Performance  Reports  (https://eppdata.doe.state.njus/}. In  addition to  teacher
preparation/certification, I would also emphasize the need to monitor the representation of
minorities within educational leadership positions as well. In addition to looking at the status of
our pipeline, we should also incorporate studies that exist regarding the experience of minority
teachers. This would inform our practice as we strengthen recruitment and retention.

Sihcerely, :

J. Kenyon Kummings, Superintendent
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TCNJ

THE COLLEGE OF NEW JERSEY School of Education

Dr. Suzanne McCotter is the Dean of the School of Education and
Professor of Educational Leadership at The College of New Jersey.
She holds a Ph.D. in Middle School Education from the University
of Georgia along with 2 B.A. and M.L.S. from Rutgers University.
Her areas of interest include curriculum development, grant
secking, and school-university collaboration.

Dean McCotter came to The College of New Jersey in 2017. As
dean, she leads the School’s four departments and numerous
centers and offices. Under her leadership, School initiatives include

diversifying the teacher workforce, environmental sustainability
education, and working with urban middle schools. During her

Dean Suzanne McCotter

time in the School of Education, she has brought a renewed focus
on data-driven decisions, assessment, and accreditation.

On the institutional level, Dr. McCotter leads the Social Justice Taskforce, is part of the team that created the
Center for Integrative Wellness, and chaired the search for a new Dean of the School of Business.

Before coming to TCNJ, Dr. McCotter served as the Associate Dean for Academic Affairs of the College of
Education and Human Services at Montclair State University. Previously, she was a faculty member in
Montclair’s Educational Leadership Program, chair of Montclair’s Counseling and Educational Leadership
Department, and chair of the Department of Educational Foundations at Millersville University in
Pennsylvania.

At Montclair, Dr. McCotter was the faculty lead on a team that grew the master’s in educational leadership
program, significantly increasing enrollment and accessibility without compromising quality. By thinking
creatively, she helped to expand the program to include a 15-month accelerated degree, off-site programs
delivered directly to current teachers in local school districts, and a fully online version.

As a faculty member at Montclair, she received a Spencer Foundation Grant to examine the ways that school
leaders learn to use data. Her other scholarly interests include instructional supervision, reflection in the
practice of teachers and leaders, and the work of middle school principals.

A New Jersey native, she began her career as a school media specialist in Rahway. As an active leader in
teacher education for the past 11 years, she holds a deep understanding of the policies and regulations
surrounding K12 education in our state and region.

PO Box 7718 Liwing, N 08628-0718 609.771.2100 fax: 609.637.5177 cducat(@rteni.cdu
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HOW TCNJ IMPROVED ITS
FOUR-YEAR GRADUATION RATES

The College of New Jersey has the sixth-highest four-year graduation rate in the nation among
public colleges and universities, according to current U.S. Department of Education data. This
eminence is rooted in an academic transformation that integrated high-impact learning pracrices
into the curriculum in 2004. As a result, TCNJ's four-year rate climbed from 64 percent for the
class graduating in May of that year to 71 percent for the class entering in fall 2004 and graduaring
in May 2008.

But not all students were succeeding at that rate. A 2010 report by the Education Trust ranked
TCNJ fifth on its list of public colleges and universities wich the largest gap between the graduation
rates of white and African-American students. The study, which examined six-year rates, showed a
difference of almost 30 percent between 2006 and 2008.

While the rates for both cohorts were above the national average, the college was not satisfied. In
early 2012, TCN]J created an integrated Division of Enrollment Management to provide students
with a seamless support network across the arc of their college experience. From admissions and the
transition to campus through to graduation, it focused on providing the kind of support that leads
to academic success and persistence through the program.

Through the new division, TCN]J invested in the Center for Student Success Services (CSSS), which
offered one-on-one academic coaching. An intrusive advising model was implemented, requiring
students to get approval from faculty advisors before registering for or withdrawing from classes.
New workshops taught skills to help with success outside the classroom, and students’ progress
through the program was monitored closely.

In 2013, the college revamped its Educational Opportunity Fund (EOF) program for educationally
and economically disadvantaged students. In addition to the initiatives piloted by CS88S, EOF
lengthened and strengthened its pre-college summer orientation program.

The results have been striking. The gap that was reflected in the Education Trust study has
narrowed significantly, with the six-year graduation rate for African Americans jumping from

57 percent in 2006 to 72 percent in 2018. The four-year graduation rate for EOF students jumped
from 54 percent for the cohort graduating in 2013 to 76 percent in 2018, which is even with the
rate for the class as a whole.
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