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ABSTRACT

This study delves into the relationships between strategic recruitment and retention practices
implemented by rural Minnesota school districts and the recruitment and retention rates of
teachers of color within these districts. The research assesses whether districts implementing
strategic recruitment practices demonstrate a higher proportion of teacher candidates of color
and subsequent hiring rates compared to their peer districts. The study also investigates the
relationships between strategic retention practices and the actual retention data observed in
districts. Participants included administrators representing districts identified as rural that have a
significant percentage of students of color. were selected based on predetermined criteria
encompassing district demographics and rural status within Minnesota. A survey tool was used
to gather information on the use of strategic recruitment and retention practices, and the
relationships were analyzed between the implementation of these practices and the recruitment
and retention data in the district. The analysis did not demonstrate strong relationships between
the strategic practice implementation and the recruitment and retention data in districts, thus not
supporting the study hypotheses. However, modest relationships were observed in some cases,
suggesting nuanced correlations between certain strategic practices and recruitment and
retention data. Given the limited resources available to rural Minnesota school districts for
recruiting and retaining teachers of color, it becomes imperative to allocate these resources
thoughtfully. This study emphasizes the need for districts to regularly assess the impact of their
recruitment and retention practices based on district results, and not solely rely on the district’s
perception of his impact. Ultimately, this study aims to assist districts in optimizing resource
allocation toward achieving successful recruitment and retention outcomes for teachers of color.
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CHAPTER 1
INTRODUCTION
Background of the Problem

The mission of many school districts is to provide quality learning opportunities
for students and prepare them for life after graduation. This success can be maximized
by the recruitment, hiring and subsequent retention of quality teachers. Research has
discovered that the quality of a teacher has a direct influence on student achievement
(Stronge, 2013). Schools that are able to hire and provide long term employment to high
quality teachers have an advantage in meeting the mission of the district. However, this
can result in districts being in a position of direct competition with their peers for the
highest quality teachers.

When the supply of teachers exceeds job opportunities, districts do not find hiring
teachers to be a challenge and they can follow their established process without
concern. The process may involve screening and interviewing multiple candidates,
followed by selecting the best new employee for the district. However, in the event that
there are more openings than candidates available, a teacher shortage is created, and
districts are vulnerable to focusing primarily on filling positions rather than hiring the
strongest candidate. Martin and Mulvihill (2016) identified that a teacher shortage was
beginning to emerge at the time of their research. They also note that this teacher
shortage does not always impact all districts equally. Many districts are feeling the
pressure of the shortage. However, a middle class suburban school may be able to
recruit and retain teachers with little issue, whereas an urban school, or a school that
has a more diverse population may struggle more to obtain teachers (Martin & Mulvihill,
2016).

Due to the challenge of hiring and retaining teachers, schools that may be

labeled as being hard to staff, which may contain more students of color or students



RECRUIT AND RETAIN TEACHERS OF COLOR 2

living in poor socioeconomic conditions, often produce lower student achievement
scores per the standardized testing measures that many districts use. And although
schools in urban or otherwise hard to staff areas may make gains in hiring quality
professional teaching staff, the staff retention rates in these districts can minimize or
negate any gains that are being made through the hiring process (Achinstein et al.,
2010), particularly for new teachers.
Shortage of Teachers of Color in the United States

Adding to the challenge of the broader teacher shortage is the limited number of
teachers of color entering and being retained in the education profession. This
disproportionate shortage of teachers of color is negatively impacting students of color
around the country. Goldhaber et al. (2019) found that having a teacher of color
improves the educational experiences for students of color. When districts are able to
increase the diversity in the teaching force, particularly when working with a diverse
student body, it benefits students as they see themselves in their teachers (Goldhaber et
al., 2019). With this in mind, districts are working to maintain and improve the quality of
their teaching staff while simultaneously attempting to diversify the staff at the same
time. In order to accomplish this, districts often look to one of their closest partners,
teacher preparation programs.

In order to understand the shortage of teachers of color in the workforce, we can
start by looking at teacher preparation programs. Teacher candidates who attend a
Minority Serving Institution (MSI) often have a different experience than those who
attend a predominately White institution. MSls include Historically Black College and
Universities (HBCU), Tribal Colleges and Universities (TCU), Hispanic Serving
Institutions (HSI), and Asian American and Native American Pacific Islander Serving
Institutions (AANAPISI). In these programs, teacher candidates are primarily placed with

colleagues and student teaching situations with schools and students that create a
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match with the racial identity of the teacher candidate (Gasman et al., 2017). Although
these MSI teacher preparation programs prepare teachers of color to serve students of
color, and the experiences of these teacher candidates is more positive than not, they
represent a relatively small number of the teacher candidates in preparation programs
and may not support diversifying the teaching staff in communities that do not closely
match the demographics of the partner P-12 schools with whom these MSIs are working.

Teacher preparation programs not offered at MSls are finding that they may need
to explore similar strategies when recruiting students as the school districts that aim to
hire the teachers after graduation. Grow Your Own (GYO) programs have shown to not
only increase the number of candidates of color in teacher preparation programs, but
that these candidates have a higher retention rate in their preparation program and in
the teaching field (Gist & Lynn, 2019). GYO programs are also effective in supporting
Latinx teacher candidates, discussing that the community environment that is the most
comfortable for a teacher candidate has the greatest chance of retaining the teacher
(Morales, 2018).

However, not all teacher candidate experiences, particularly in predominantly
White institutions (PWI), can be considered positive. Similar barriers exist for teacher
candidates of color in their preparation programs as do in school districts, which can
introduce or continue a series of experiences for teacher candidates of color that are
negative and may be ongoing. Walker (2020) studied the barriers that Black male
teacher candidates face as they attempt to navigate their teacher preparation program.
These barriers include the shortage of Black mentors for new teachers, the fact that
Black male teachers face stereotypes as they enter a school, and that these new teacher
candidates, even before being an actual employee, feel the pressure to save every
Black student they work with (Walker, 2020). These barriers, along with the other factors

such as a feeling of isolation, a lack of confidence being communicated by cooperating
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teachers, and a lack of trust being offered by their teacher preparation faculty, all
contribute to a lower retention rate for teacher candidates of color as they attempt to
complete their degree and enter the workforce (Green & Martin, 2018).

Finally, when examining the lack of teachers in general, and specifically teachers
of color, findings suggest that this challenge exists across all types of school districts.
Urban, suburban, and rural schools all face a shortage of quality teachers to support
their students (Achenstein et al., 2010; Burns, 2020; Miller et al., 2019). Since the
number of teacher candidates of color graduating from teacher preparation programs
can be fewer, districts of all types take part in the competition to recruit, hire, and retain
as many quality candidates as possible. Knowing that the effectiveness of a teacher
matters a great deal (Stronge, 2013) and that having a teacher of color can improve the
experience of students of color (Goldhaber et al., 2019), these are the teacher
candidates that districts are hoping to attract and retain.

Barriers to Recruiting and Hiring Teachers of Color

In order to best work towards the mission of providing a high quality education to
every student, districts can find themselves competing with each other for the limited
supply of teachers available, specifically teachers of color. However, despite this
shortage and the understanding that having a teacher of color is a benefit to students of
color, many barriers continue to exist that limit the number of teachers of color hired
each year. In discussing the barriers that Black male teacher candidates experience,
Green and Martin (2018) found that these candidates relayed experiences where they
felt that they were being considered for a position because they were a role model for
their race, or that they specifically would fill a need the district had to support students of
color due to their race. This predetermined burden that these teacher candidates
experienced during the recruitment process drove some candidates away from

considering a district for employment (Green & Martin, 2018).
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Additional barriers that exist in the recruitment process for teachers of color
include a lack of minority peers, a lack of synchronicity between teachers and students in
these districts, and insufficient role models and available mentors of color to help support
the recruitment of new hires (Ingersoll et al., 2019). These barriers will be important for
districts to attempt to address, as Ingersoll et al. (2019) also provide evidence that the
turnover rate for minority teachers exceeds that of White teachers. Although attempting
to hire teachers of color at a higher rate is a positive goal for districts, as long as a
disparity in turnover exists the need will continue to be present without much
improvement being made. Carter et al. (2019) also point out that legislative licensure
procedures and the whitestreaming, an approach that places Eurocentric norms as the
primary form of acceptable practices, of pedagogical strategies can provide additional
barriers for districts and candidates to navigate in the recruitment process (Burciaga &
Kohli, 2018; Carter Andrews et al., 2019).

Human resource staff in districts also have a significant impact on the recruitment
process. They must balance what can be considered an intuition about hiring quality
candidates and the processes that need to be in place to deliver a quality hiring process
(Goings et al., 2021). When human resources staff rely solely on intuition in the
screening and recruitment process, their personal and professional biases become a
significant and often limiting factor in the selection of teachers. However, if the process is
operated with only a checklist style screening, or another seemingly objective strategy
that is biased towards a certain factor such as experience, this also can be a detriment
to finding some of the most qualified candidates. Goings et al. (2021) write that human
resources leaders who are able to design a recruitment process that effectively balances
these factors have a greater chance of recruiting strong candidates, with specific

mention of attracting candidates of color.
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Once a teacher candidate has engaged in the recruitment process and has made
a decision to enter into the hiring process of a district, additional challenges exist that
place teachers of color at a disadvantage. Noonan and Bristol (2020) found that in an
attempt to keep the hiring process formal and predictable, districts may tailor their
processes to be an advantage to those candidates who are already in the community or
are considered to fit the expectations of the community that currently are the norm. This
parochialistic approach gives an advantage to teacher candidates that do not push the
district outside of its comfort zone and thus a disadvantage exists for teacher candidates
of color (Noonan & Bristol, 2020).

Licensure expectations and other screening criteria also reduce the number of
teacher candidates of color that districts hire (Carter Andrews et al., 2019). Districts may
be able to recruit and get qualified teacher candidates of color into their process, but
criteria such as grade point average, license requirements, or preferred experience may
give an advantage to a candidate with experiences versus a candidate that is looking for
their first opportunity. Districts often use these screening criteria under the premise of the
process being objective. However, this criteria can provide an advantage for candidates
that have worked in multiple districts or moved from job to job in a district score, resulting
in the process being skewed in their favor. When applying these seemingly objective
criteria, it would be possible in a hiring process for no entry level teachers to move past
this step. In the event that a candidate does not have the ability or interest in relocating
to a new community, such as a new teacher graduate needing to stay local to their
preparation program, it is possible these candidates are overlooked in these checklist
style hiring steps.

Hiring processes also have difficulty demonstrating that the district values
teachers of color. Gist (2018) uses the people as technology (PT) conceptual model and

the diversity intelligence (DQ) conceptual model to gather information on how much
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districts may value teachers of color and how this value is being indicated in their hiring
processes. The hope is that if a district is able to understand the message it is sending to
potential candidates of color, it will be able to evaluate its processes and promote
change that will better communicate the desire to increase the number of teachers of
color in the district (Gist, 2018). Goings et al. (2021) also discusses the balance of
utilizing a process that appears to be objective and uses the PT model to create an
efficient system with the understanding that some intuition and DQ is necessary to build
a strong team that includes teachers of color (Goings et al., 2021).

The challenge of hiring faculty of color can be found in higher education as well.
Hiring committees at higher education institutions can also exhibit similar biases to the
pre kindergarten through twelfth grade (P-12) system. Committees attempt to create
screening and hiring processes that focus on false precision and requirements that give
advantages to candidates that most match those on the committee (Moody, 2012). As
teacher preparation programs attempt to recruit candidates of color, their faculty also
benefits from being representative of a diverse student body. Therefore, addressing
these barriers in higher education processes not only benefits the institution, but also the
P-12 programs that potentially would see an increase in teacher candidates of color.
Barriers to the Retention of Teachers of Color

After a school district has hired a teacher of color, the next step is to attempt to
overcome the barriers that are in place which negatively impact the retention of these
teachers so that they can retain them for a long period of time and create consistency
and continuity for students and staff alike. A number of the barriers that districts and
teachers face can be described as operational barriers, which can be defined as barriers
that exist within the employment structure of a district. The teacher evaluation process is
an example of this type of barrier. As principals evaluate and give feedback to new

teachers, Burciaga and Kohli (2018) found that many of the measures used to assess
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teacher effectiveness are based on a whitestream model of pedagogy, emphasizing
Eurocentric practices as being a higher priority. Within the teacher evaluation system
provided by the school district, the principals observed in this study did not have
sufficient latitude to give appropriate feedback to their teachers of color (Burciaga &
Kohli, 2018). Principals become used to the process used in their district, and beginning
at the time of hire of a teacher of color can associate this diversity with poorer
instructional skills (Burns 2020). Since the teacher evaluation process is specifically
designed by each district, it is necessary for school districts to be intentional about
incorporating enough flexibility so that school leaders can give all of their teachers,
particularly teachers of color, feedback that can help them grow. Evidence collected by
Solis (2015) further clarifies this point, demonstrating that evaluation results have a
negative correlation when analyzed with the variable of being a teacher of color.

An additional operational barrier that can exist in districts is in the area of
professional development. Districts do not often provide professional development that
increases cultural competency and awareness for its staff (Kohli, 2018). Omitting this
intentional professional development topic not only limits the knowledge and skills of
White teachers, but it can also leave teachers of color feeling left out or disengaged from
the learning activities. However, doing the opposite, and providing this intentional
professional development can support retention of teachers of color. Teachers of color
have stated that when their district includes effective cultural competence and
professional development, they are more likely to remain in the district (Kohli, 2019).
Since there are many variations of this type of staff development, further research is
needed to determine a more clear determination of what can be defined as effective.

Contractual issues can also contribute to a lower retention rate for teachers of
color. Districts are required by state statute to negotiate with teachers to determine the

processes that they use when carrying out reduction in teaching staff. This collaborative
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process could allow districts and their staff to create a structure that supports staff that
has been able to demonstrate effectiveness in their practice. However, teacher unions
and districts still tend to negotiate a structure that allows the most recently hired teachers
to be let go first, regardless of their performance record. Once again, the perceived
objectiveness of this layoff process does remove consideration of other factors such as
performance that could help strengthen a district’s teaching staff as a whole. Along with
this point, Farinde et al. (2016) finds that contract requirements often can hinder
advancement opportunities for teachers as well. To become a mentor, teachers may
need to have a certain number of years of experience or time in the district, regardless of
the skills they possess. These contract structures can negatively impact the retention
rate of teachers of color in schools (Farinde et at., 2016).

Without the opportunities to advance, but continuing to have a desire to support
their school however possible, teachers of color may then find themselves in positions
that require additional work, but without extra compensation. Cormier et al. (2021),
Gewertz (2019) and Madsen (2019) discuss the various forms this could take, ranging
from being asked to specifically support students or families of color to interpreting if
language skills are an asset the teacher possesses. These additional duties can become
cumbersome for teachers of color, and without any compensation to support the time
they require, these teachers are at risk of leaving the profession or that school sooner
than they would have otherwise planned (Cormier et al., 2021; Gewertz, 2019, Madsen,
2019).

Numerous studies also have found that cultural barriers exist as well that can
lead to lower retention rates for teachers of color. A lack of administrative support, or
understanding of what is needed by teachers of color, especially early in their careers, is
a contributing factor to teachers leaving districts. Farinde et al. (2016) and Bristol (2020)

emphasize that leaders who are not willing or able to provide support for teachers of
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color can correlate with a higher attrition rate at those schools. In fact,
Hernandez-Johnson et al. (2021) provides narrative experiences from participants that
not only felt unsupported, but actually felt pushed out of the profession by administrators.
This issue is not only observed once a teacher is employed, as Black teacher candidates
have also reported that the administrators at their field placement sites are less likely to
support them than other teacher candidates (Green & Martin, 2018). As a result, some of
these teacher candidates choose to explore other degree opportunities that may feel
more inclusive (Bristol, 2020; Farinde et al., 2016; Hernandez-Johnson et al., 2021).

Feelings of isolation can be experienced by teachers of color, particularly in
schools and districts where the presence of staff diversity is not significant. Although at
least one study finds that a higher satisfaction rate can be observed when the teacher of
color is the only staff member of color (Bristol, 2020), the feeling of isolation remains for
that teacher, and additional studies indicate that feeling isolated increases attrition rate
(Ingersoll et al, 2019). Again, this is not only a barrier that exists upon employment, as
Green and Martin (2018) also report that feelings of isolation can contribute to teachers
candidates withdrawing from studying to become teachers.

A lack of support by colleagues can also be felt by teachers of color. When a
culture exists that includes the belief that teachers of color are less likely to be effective
than their White peers, the result is that the teachers of color do not feel respected in
their buildings (Ingersoll et al., 2019; Kohli, 2018). Examples of this disrespect include
being left out of collaborative work on team projects, making assumptions that a teacher
of color does not want to take on additional duties, or requesting that a teacher of color
work through a behavior incident with a student of color solely based on race and the
predetermined belief that this strategy would be more effective (Hernandez-Johnson et

al., 2021; Madsen, 2019). These studies also observe that in multiple instances White
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colleagues mistakenly believe that these trends are positive in that they allow teachers of
color to engage and contribute to a school.

Along with the disrespect that they may experience subtly or behind closed
doors, teachers of color also endure more directly racist actions by colleagues,
administrators, and the community. These can take the shape of microaggressions by
colleagues, or these colleagues taking the stance of color blindedness (Kohli, 2018).
Although both examples allow the colleagues to claim that they are not intentionally
acting in a racist manner, these actions demonstrate a lack of understanding of how to
engage in an antiracist manner as well. As Benson et al. (2020) observes, this racist
behavior is not isolated to new teachers, as their study found that veteran teachers, or
those that enter the teaching profession as a second career also experience racist
actions. Community members also contribute to the racist interactions teachers face,
ranging from questioning a teacher’s decision to making false claims
(Hernandez-Johnson, 2021; Kohli, 2018). The interactions and experiences of racism
among the culture of schools are a factor in teachers of color choosing to leave the
profession (Cormier et al., 2021) and districts will need to determine the most effective
way to improve this culture and make their schools into welcoming environments for all
teachers and students.

Problem Statement

There have been numerous studies regarding the challenges that districts face in
recruiting and retaining teachers of color. These studies explore various barriers that
exist for teachers of color as they enter and attempt to remain in profession, and
although some strategies are presented to support the recruitment and retention of
teachers of color, these strategies for improvement are often very specific to a certain
district or group of districts, and may not be able to be widely generalized. One such

strategy, creating Grow Your Own (GYO) pathways for encouraging students to enter the
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teacher profession, requires several key variables to be in place for the process to be
successful, and not all districts have the ability to control these variables (Morales,
2018). Another limitation of existing research is the emphasis on the experiences of the
teacher of color or teacher candidate of color, and pathways that higher education
institutions can implement to promote teacher development. There is not as large of a
body of research focused on strategies that districts can employ, that are directly in their
circle of control, in the recruitment and retention process. In addition, many of the studies
that do currently exist apply to urban and suburban schools as opposed to rural
environments. An opportunity to fill a research gap exists, as it is becoming important
that rural districts are able to identify effective strategies that will positively impact their
recruitment efforts and retention rates for teachers of color.
Purpose of the Research

The purpose of this quantitative study is to analyze the correlation of strategic
practices being implemented by rural school districts and the recruitment and retention
rates of teachers of color in these districts. While a significant amount of the research to
date is focused on teacher preparation programs and teacher candidate experiences,
there are also several identified practices that districts can participate in that can also
impact teacher recruitment and retention. The proposed outcome of the research will be
to provide analysis of the effectiveness of each practice so that districts can make
appropriate decisions when reviewing their processes.
Hypotheses

School districts in Minnesota are actively seeking to increase the rate at which
they can hire and retain teachers of color. However, they are doing so with limited
resources and amid a larger shortage of teachers in the United States. Due to this, it is
necessary for districts to be strategic when selecting which practices they choose to

allocate time and energy to in their recruitment and retention processes. Some of the
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more effective strategic practices that urban and suburban school districts have utilized
to recruit and retain teachers of color have been reviewed, and this proposed study will
seek to advance the research and determine if these identified practices correlate to
more teachers of color in rural districts, as measured by the number of candidates of
color a district is able to recruit, how many actual hires are teachers of color, the overall
number of teachers of color in a district, and the rates of retention for teachers of color in
a district. It is understood that rural districts may have some unique limitations when
creating a recruitment and retention plan, and this research is intended to provide insight
so that districts can best utilize their resources. This research will seek to learn which
practices correlate with effectiveness in recruiting and retaining staff of color in rural
Minnesota school districts.

Urban and suburban school districts that implement strategic recruitment
practices have seen an increase in the number of candidates of color applying for open
positions, along with a higher number of candidates of color being hired (Carter Andrews
et al., 2019; Morales, 2018). The proposed study will seek to determine if rural school
districts also see similar successes when implementing these practices.

1. Itis hypothesized that rural Minnesota school districts that implement
strategic recruitment practices will attract proportionally more teacher
candidates of color than their peer districts.

2. ltis hypothesized that rural Minnesota school districts that implement
strategic recruitment practices will hire proportionally more teachers of
color than their peer districts.

Districts can implement strategic retention practices that have correlated with
more teachers of color on staff, as well as higher retention rates for teachers of color
(Gewertz, 2019; Kohli, 2019). Studies have primarily focused on urban and suburban

school districts when discussing retention, and this study will analyze the number of
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teachers of color and the retention rates for teachers of color in rural districts and their
correlation to strategic retention practices.

3. Itis hypothesized that rural Minnesota school districts that implement
strategic retention practices will have a proportionally higher percentage
of teachers of color on staff than their peer districts.

4. ltis hypothesized that rural Minnesota school districts that implement
strategic retention practices will have a proportionally higher rate of
retention of teachers of color than their peer districts.

Significance of the Research

Research has identified for districts a list of the barriers they face when it comes
to increasing the diversity of the teaching staff. However, since a great deal of the
current literature speaks primarily to teacher preparation programs, and the experiences
of teachers and teacher candidates, it can be difficult for districts to identify which district
practices are most effective in breaking down some of the barriers of recruitment and
retention. Further, this study will seek to identify strategic practices that are directly able
to be controlled by a school district, thus giving school districts an opportunity to learn
which practices are most effective as they pursue their hiring goals. Using the data
gathered and the analysis of the correlation between strategic practices and positive
hiring and retention rates, districts will be able to implement the strategies with the
highest likelihood of success, and perhaps discontinue practices that have not been
deemed to have a significant impact to their process.
Limitations

The participants of this study will be limited to rural districts in Minnesota with a
student population of greater than 25% students of color. This sampling intends to study
districts where the population of students of color is high enough that having a diverse

teaching staff would positively impact students' experiences. Therefore the findings may
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not be generalizable to all districts across the country, or even across Minnesota, due to
unique student and staff demographics.

An additional limitation to consider is that external variables may have an impact
on the recruitment and retention of teachers of color. Life events such as marriage or
divorce, a necessary relocation, changes in family dynamic, and career advancement
could play a factor in whether a teacher stays in their current position and district. In an
effort to reduce this limitation, all turnover of positions will be included, without regard for
the reason for leaving. By including all turnover for all districts, and studying the retention
rate over a period of five years, each district will have a relatively similar opportunity to
demonstrate which practices correlate to higher recruitment and retention rates.
Definition of Key Terms
Cultural Recruitment and Retention Strategic Practices

Recruitment and retention practices that are driven by the culture of the
workplace, such as developing a feeling of autonomy or belonging amongst staff. The
practices intend to include all in the positive work culture, and are often subconscious to
many staff members and leadership. Failure to develop positive cultural practices within
the recruitment and retention process can result in fewer applications for open positions,
a higher turnover rate for all or for specific employee groups, and open the door for
discriminatory or racist acts.

Operational Recruitment and Retention Strategic Practices

Recruitment and retention practices that are guided by structured contractual or
human resources related restrictions. These practices include a rubric for hiring
screening, teacher evaluation systems, and negotiated processes for seniority and lay
off practices. Although in most cases these practices are developed with a surface level

image of being fair to all concerned, these practices may place teachers of color at a
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disadvantage if they are hired more recently, or have not had previous teaching
experience.
Recruitment

The actions and behaviors school districts participate in to create a larger
candidate pool for open positions. The practices are primarily intentional as districts
review their hiring practices, but districts also can unintentionally develop practices that
impact their ability to recruit teachers of color. The comprehensive process of recruitment
includes but is not limited to marketing of the district, networking with teacher preparation
programs, promoting the district as a positive place to work, and encouraging current
staff to consider advancement opportunities.
Retention Rate

In any workplace, staff turnover is an expected part of the operations of the
organization. Retention is the inverse of turnover, represented by the rate that staff stay
at a particular district or workplace from year to year. Higher retention rates lead to less
transitions for students, and this continuity to staff contributes to a positive workplace
culture and learning environment for students.
Rural School District

The United State Census Bureau (2020) defines a rural community to be any
communited not located within an urban or suburban setting. Further clarification
identifies an urbanized area as a population of 50,000 or more people. For the purposes
of this study, rural districts will be defined as being located outside of the major
metropolitan areas in Minnesota. These areas include the seven county greater
Minneapolis-Paul metropolitan area, Duluth, St. Cloud, Rochester, and Mankato.
Districts participating in the study are located no less than 25 miles from any of these

metropolitan areas.
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Strategic Recruitment Practices

Strategic Recruitment Practices (SRPs) are specific practices districts use to
recruit teachers of color. Activities that Green and Martin (2018) found to be successful
for urban and suburban districts include training cooperating teachers to work with
teacher candidates of color and emphasizing cultural competency as a preferred skill of
new hires. Additionally, working with Minority Serving Institutions (MSls) to establish
relationships with candidates early is an effective strategy (Gasman et al., 2017). Walker
(2020) and Noonan & Bristol (2020) also indicate that Grow Your Own (GYO) programs
and recruiting new candidates from within the community as practices urban and
suburban districts utilize.
Strategic Retention Practices

Strategic Retention Practices (SRTPs) are specific practices districts use to
retain teachers of color in their district. One such practice is to assign a mentor to new
teachers of color in order to help foster relationships and belongingness with staff
(Bristol, 2020). Cormier et al. (2021) also find that when districts formalize additional
duties that may be assigned to teachers of color, and therefore compensate them for the
extra work, that this practice also contributes to staff retention. Creating appropriate
teacher evaluation processes that minimize whitestreaming is another strategic practice
(Burciaga & Kohli, 2018). Gewertz (2018) adds that creating opportunities for staff to
share their experiences, such as affinity groups, can be a positive culture builder. The
fifth strategic practice that we will use in this study is providing specific equity and
microaggression professional development for staff (Kohli, 2018). These SRPs have
been found to be successful in urban and suburban districts, and this study will be

seeking to determine if the same successes can be observed in rural districts.
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Teachers of Color

Licensed teachers who identify as non-White per Minnesota state race and
ethnicity identifiers. The state identifier will be used for this study as it will be the same
measurement tool as the student demographic information used to determine
participating districts for the study. It is relevant to note that although using this definition
does allow the study to capture all non-White teachers in the data, it may also be
necessary to analyze the impacts of strategic practices for teachers and teacher
candidates per their specific racial identity in order to determine whether a particular

strategic practice shows more or less correlation to teachers of a particular race.
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CHAPTER 2
REVIEW OF THE LITERATURE

The shortage of teachers of color in the United States is well documented
(Achinstein et al., 2010), and one of the first questions asked when considering this
shortage is “Why are teacher candidates of color so challenging to identify and recruit?”
It begins with the pathway that students experience as they enter into their professional
career, and the many common barriers experienced by teacher candidates of color in the
recruitment and hiring processes. These barriers exist despite the efforts districts may be
making to remove them. Once hired, retention is also a challenge for districts as their
teachers of color face additional obstacles to retention that have yet to be remedied on a
large scale. These challenges include both operational and cultural barriers that
teachers of color experience in school districts, all playing a part in contributing to a
lower rate of retention than their White peers. Although multiple ideas exist to eliminate
these barriers, certain strategic practices have been found to be more successful than
others in the recruitment and retention of teachers of color in urban and suburban
districts. However, a gap in the literature remains when considering whether these same
strategies would be as effective when implemented in rural schools. This research being
proposed in this study is intended to address this gap so that rural school districts can
also operate intentionally in their recruitment and retention processes.
Shortage of Teachers of Color in the United States

Achinstein et al (2010) performed a meta-analysis of 70 studies and found that
the labor shortage in education is not a new phenomenon. Particularly, in certain high
demand license areas, such as special education, science, and math, school districts
have been experiencing a shortage of teachers for over two decades (Achinstein, et al,

2010). This presents its own set of challenges for districts, but districts can design
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staffing patterns to account for a lack of teachers in a specific discipline. Unfortunately
the result could be a reduction in specific services or courses being offered for students,
but the number of students impacted can remain limited. More recently, Wiggan et al
(2021) found that as of 2018, there were approximately 51.7 million students attending
public schools nationally. To keep up with this student population, nearly 1.5 million new
teachers will be needed in the next decade to serve these students. However, teacher
preparation programs are not graduating teacher candidates at this rate. In general, the
United States is facing a shortage of licensed teachers (Wiggan et al., 2021).

While an overall shortage of teachers in certain areas and in general presents a
challenge, Achenstein et al (2010) reported that a shortage of teachers of color is being
identified in all licensure areas and throughout the country. This is much more difficult for
school districts to work through, since it impacts an entire district and the number of
students that do not have access to diverse teachers is much larger than in the case of
one discipline that is more difficult to fill. Another factor is the demographic makeup of a
district. There is a much higher degree of urgency if the percentage of students of color
in a district is already significant or is growing. However, it is critical that the teachers
being hired are skilled and able to support students effectively. The quality of a teacher
can greatly influence student achievement (Stronge, 2013), meaning that while districts
are looking to diversify their staff, they cannot do so at the expense of candidate quality.

In order to increase the number of teachers of color in the workforce, the first
order of business is to recruit students of color to explore the teaching profession. This
begins with identifying students and encouraging them to go into this degree program.
What is critical to understand is that the effort of diversifying the teacher workforce goes
beyond a simple recruitment issue and actually begins much earlier for students.
Plachowski (2019) examined interviews from pre-service teacher candidates of color and

discussed their experiences leading up to their teacher preparation programs. One of the
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most significant findings stemming from this research was that a student’s positive or
negative K-12 experience impacts their decision to explore teaching as a career even
before any recruitment efforts begin. Specifically, Plachowski finds “The theme of how
teachers cared were usually narratives of positive experience in K12” (p.10). Therefore,
school districts would be wise to recognize that the experience their younger students
are having in their classroom could be encouraging or discouraging a future teacher. Of
course when a student’s high school experience begins, pathway programs that allow
them to have the opportunity to explore a career in teaching may also increase the
probability of students choosing to go into this field (Plachowski, 2019).

School districts can also create specific programs to increase student interest in
the teacher field, such as the Grow Your Own (GYQO) pathway. These pathways, which
often consist of courses, field trips, and field experiences, can positively impact students’
views of the teaching profession. Gist and Lynn (2019) reviewed literature to assess the
body of research available to studies (GYO) programs and their effectiveness in relation
to increasing the number of teachers of color in education. Their review found that
research currently existing does indicate that GYO programs assist in demonstrating the
value of the teaching profession and encouraging students to enter the field, and can be
effective particularly in encouraging students of color to consider teaching. Although the
body of evidence is continuing to be built, Gist and Lynn (2019) also found that teachers
of color that enter the profession by way of a GYO program tend to stay working in
education. However, this study focuses primarily on traditional students of color and their
participation in GYO programs, and does not consider nontraditional students that may
be considering a second career.

In 2018, Morales explored a slightly different approach to GYO programs,
studying nontraditional students and their path towards teaching. A particular

characteristic of participants in this study is that they were already connected to their
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community, which potentially supported them as they navigated their GYO program. This
longitudinal study of seven culturally and linguistically diverse (CLD) Latina teachers
documented their experiences as they worked through a GYO program and then began
teaching in their rural midwest community that was minority-majority Latinx students.
These teacher candidates received continued support from their community to complete
their program and enter the teaching field, which allowed them to maintain their identity
and still feel connected to the school community they were working in. This was linked to
their local preparation and community engagement, and the fact that they were able to
remain removed from the whiteness or other influences that could come from teaching
elsewhere. The teacher candidates were able to use their experience as CLD individuals
to support students, which increases their feeling of value as a teaching professional
(Morales, 2018).

As students begin to explore the career, teacher preparation programs and
recruitment efforts in high school and higher education spend a significant amount of
time and energy to ensure that teacher candidates understand lesson plans, interview
questions, and how to manage student behavior and build relationships. However, these
programs tend to be an isolated opportunity, disconnected from the rest of a student’s
school experience, particularly in high school. Davis (2021) finds that students of color
learn a lot about the profession of teaching through their own experiences, and teacher
recruitment programs would be well served to capitalize on students’ positive
experiences to recruit them into education. Specifically, when students are able to re-visit
their classroom experiences and apply those strategies to themselves as the teacher,
they may find they enjoy teaching more (Davis, 2021).

In order to best serve traditional and nontraditional students, teacher preparation
programs are getting creative in their efforts to remove as many barriers as possible for

teacher candidates of color. In one example, Miller et al (2019) reviewed work at the
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Mississippi State University College of Education. This university implemented a fully
online, alternate route, teacher preparation program to recruit, prepare, and retain
teachers for rural middle level (i.e., middle school) classrooms in the state. The rural
location of the districts involved in the study meant extensive recruiting efforts were
required in order to reach qualified participants. Three categories of efforts were deemed
to be the most successful, including fostering and maintaining relationships with teacher
candidates, targeting an appropriate audience that would be interested in middle level
work, and using various communication methods to reach candidates. Each strategic
effort contributed to the overall success in implementing the program (Miller et al., 2019).

When a student of color makes the decision to enter a teacher preparation
program, the support they receive in the program, particularly as it relates to their
preparation to join the field, will impact their retention and the likelihood of completing
their selected program. In studying the strategies used at Minority Serving Institutions
(MSls) to provide support for teachers of color entering the workforce, Gasman et al.
(2017) found that these institutions immersed teacher candidates in programs that
include colleagues of the same race, as well as student teaching assignments that
included the ability to serve students of color. The study used interviews to analyze the
programs of four MSls that were selected through an application process. One
Historically Black College and University (HBCU), one Tribal College and University
(TCU), one Hispanic Serving Institution (HSI), and one Asian American and Native
American Pacific Islander Serving Institution (AANAPISI) were studied, representing the
major section of MSls. Although no two MSIs are identical and these experiences do not
necessarily transfer to the experiences that teacher candidates of color have in non-MSI
institutions, the strategies identified in this study can provide insight regarding the most
effective strategies that could be implemented to increase retention of teacher

candidates of color in preparation programs.
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Walker further explored this idea in his 2020 study, which focused on specific
barriers and challenges that Black male teachers face as they attempt to complete
teacher preparation programs and enter the workforce in rural areas. During their
teacher preparation programs the teacher candidates in this study found that there was
a shortage of Black mentors for new teachers of color, that they often faced stereotypes
as they entered a school to begin their field work, and that there was pressure being
placed on them, intentionally or unintentionally, to make significant progress or “save”
every Black student they worked with. Several of the teacher candidates in this study
found that their expectations of the teaching profession did not match their experience
during their preparation field placements, which contributed to a lower completion rate of
the candidates and fewer new teachers entering the profession (Walker, 2020). Their
programs did not consistently allow them to use their personal experiences to provide
value to students, something that Gist and Lynn (2019) and Morales (2018) had
identified as contributing factors to increasing the retention rate of teacher candidates
through their programs.

Experiencing a shortage of teacher candidates of color is not unique to a
particular type of school district or region in the United States. Urban, suburban, and
rural schools alike are all finding that the challenge of recruiting candidates that share
racial demographics with a growingly diverse student population to be significant. As
Burns (2020) wrote, policies to increase the number of teachers of color sometimes
managed to accomplish the opposite, despite positive intentions. Participants in his
study were the hiring administrators who were responsible for implementing equitable
hiring practices, and in this study their biases became evident despite processes aimed
to reduce their impact. This demonstrates that biases have to be sufficiently interrogated
in order to actually change behavior in hiring practices. For example, biases were

identified through the responses of the participants in Burns’ study, such as a
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predetermined feeling that hiring a teacher of color will inherently diminish the quality of
instruction, or that hiring a person of color indicates they were only hired because of their
race. Although the hiring administrators knew what they were expected to accomplish,
their biases created a barrier in the implementation process (Burns, 2020).

Along with the overall shortage of teachers of color, there is also a higher
percentage of teachers of color working in schools where conditions may be considered
more challenging, or in communities that may not be as desirable for all candidates.
Unfortunately, this is often defined as a school with a significantly diverse student body
or a high degree of poverty in the community. Although each school may not fit the
general view of the community, perception serves to place these schools at a
disadvantage (Achinstein, 2010). These districts tend to be located in urban
communities, and although these districts have found some success by working on
cultural capital and the positive image of their schools, in addition to strategic practices
to recruit candidates, retention is a concern once new teachers begin working in the
district. Therefore, these “hard to staff’ districts experience very little progress in
diversifying their teaching staff right along with the districts who did not hire the teachers
of color at all (Achinstein, 2010).

Barriers to Recruiting and Hiring Teachers of Color

The barriers that exist for teachers of color as they enter the workforce begin in
the initial recruitment stage when districts are attempting to encourage students to
consider the teaching profession and then working to attract them to engage in the hiring
process in those districts. Once the recruitment process has been navigated and teacher
candidates of color enter the hiring process, a new series of barriers become evident
that candidates will need to overcome in order to successfully enter a district prepared
for success. In urban and suburban school districts, a number of strategic recruitment

practices are emerging that indicate a positive correlation between the district’s
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implementation of the strategic practice and a higher number of teacher candidates of
color being recruited and having success in the hiring process.
Recruitment Barriers

With the well documented evidence of the shortage of teachers of color in the
workforce, districts are attempting to do what they can to recruit and attempt to hire
diverse teaching candidates. However, despite these efforts barriers exist in the
recruitment process, leading to the as to whether districts should be doing more, or if
their efforts are simply focused on less than effective strategies. One barrier to begin this
discussion is the fact that the teacher preparation program that a teacher candidate
attends matters to the success of the teacher candidate, both in terms of completing the
program and in feeling prepared to enter the job market. Green and Martin (2018)
gathered insight from teacher candidates of color about their experiences in teacher
preparation programs. Four Black male teacher candidates were interviewed, three that
attended Predominantly White Institutions (PWI) and one that attended a Predominantly
Black Institution (PBI). The findings indicated that although some challenges existed that
impacted all four participants, there were some differences based on the institution
attended. All of the participants felt a sense of isolation as males in education, but those
attending a PWI also felt isolated due to their race. When interacting with university and
field placement staff, the participant who attended a PBI felt he did not have the
confidence of his cooperating teacher, whereas those that attended PWis felt this lack of
confidence from their faculty. In these cases, it may be difficult for these teacher
candidates to navigate the recruitment and hiring process when their support systems
through their preparation program did not convey confidence in their abilities.
Additionally, because the challenges may be different based on the institution attended,
attempts to support these teacher candidates may be more successful than others,

leaving certain candidates at a disadvantage (Green & Martin, 2018).
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Blum et al. (2021) studied experiences of teacher candidates of color as they
navigated their teacher preparation program in higher education. These candidates
shared that throughout their experiences, a theme was that the curriculum being offered
was not designed for a diverse student population. Due to this and the fact that
candidates of color were represented in far smaller numbers than White teacher
candidates, teachers candidates of color felt isolated, that their voices were not heard or
even silenced, and that authentic caring relationships with instructors did not exist. It
would take a teacher candidate of color to be very committed to the profession to work
through these barriers (Blum et al., 2021).

Another barrier that teacher candidates of color face in the recruitment process is
the lack of confidence that once hired, they will have a long term future in a district. In
their 2019 study, Ingersoll et al found that although minority teachers were being hired at
a strong rate in the early 2000’s, in the 2011-12 school year 44.4% of students were
considered non-White in the United States, while only 17.3% of teachers were. This
continued discrepancy can be partially explained by a higher turnover rate for teachers
of color. Since these teachers leave the profession at a higher rate than their White
peers, the gap between teacher and student demographics does not improve despite
hiring efforts (Ingersoll et al., 2019). The knowledge that the turnover rate is higher for
their colleagues already in the field damages the recruitment process for teacher
candidates of color. Although a candidate of color may see themselves a strong fit for a
particular position, they may not see themselves as likely to serve in a district for some
time, and may influence the candidate not to apply or respond to recruitment efforts. This
recruitment barrier was also reinforced by Walker (2020) from the perspective that if
teachers of color are experiencing a higher turnover rate than their White counterparts,

then is it likely that there are less teachers of color available to mentor new teachers into
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the field, which Walker identified as a reason teacher candidates of color may choose
one district over another.

While the aforementioned challenges speak heavily to the support and
preparation of teachers of color, other barriers exist in the recruitment process that are
more logistical. State legislatures determine teacher licensure processes, which may
include assessments and costs that disproportionately impact teacher candidates of
color. These factors may make it more challenging for teacher candidates of color to
obtain a license, even after they complete their program. Many districts also use a points
based quantitative screening tool when evaluating applicants for a position, which often
assigns points to years of experience, Veteran’s preference, and continuity of
employment. Although the screening tool may be designed to be as objective as
possible, criteria such as years of experience, continuity of employment, and transcript
scores may inadvertently put teacher candidates of color at a disadvantage, particularly
new teachers or those who are entering into the profession through a nontraditional
pathway (Carter Andrews et al., 2019).

Human resource administrators in school districts also play an important role in
the recruitment practices in their schools, and they can be especially influential,
positively or negatively, when a goal of the district is to hire teachers of color. Although
these administrators may have processes in place they believe will increase the diversity
of their teaching staff, Goings and Wade (2021) find that in many cases, human resource
administrators state that there is a degree of intuition used when recruiting candidates,
which creates a vulnerability for biases to influence processes despite other efforts to
remain objective. The respondents speaking to Goings and Wade discussed the
balancing act between using intuition and rational, objective hiring practices. The
discussion acknowledged that the challenge human resource officers face in meeting

this balance is significant and their response does impact who is recruited to their
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district. Although it would be hard to argue against the need in recruiting to talk about
ideas such as being a good fit and whether a teacher candidate shares the values and
beliefs of the district, at times the answers to these questions can be in direct contrast
with objective criteria over who is the most qualified candidate, which can negatively
impact teacher candidates of color (Goings & Wade, 2021).

Hiring Process Barriers

Navigating the recruitment process and choosing to engage in the hiring process
is the first step of the process for teacher candidates of color, followed by being initially
invited for an interview or whatever the initial activity is in a particular process. However,
once engaged in the process, there are still barriers that may be encountered.
Operational and human resources processes may be created in such a way that
candidates of color experience a disadvantage, and there also may be “cultural” barriers
that exist in the hiring process of a school district. It does not matter if the processes are
unintentionally creating this disadvantage, it still impacts the candidates experiences in
the process and can negatively influence their opportunity to be hired.

Noonan and Bristol (2020) explored an example of the human resources process
creating a disadvantage for candidates of color, through the lens of parochialism. This
study analyzed staff interviews in a small urban district. The interviews asked
participants to analyze and comment on district hiring practices. The researchers found
that although staff could agree that increasing the diversity in the teaching staff is
important, there was concern as to whether creating specific hiring practices to increase
diversity was appropriate, or in fact creating biases against White candidates in their
efforts to be hired. The district has a high rate of teachers that grew up in the community,
and this pattern has continued over time. Noonan and Bristol found that those that follow
this path are almost exclusively White, and the students of color in the district do not

often choose to remain and teach in the community. Staff commented that they were



RECRUIT AND RETAIN TEACHERS OF COLOR 30

skeptical of human resources processes to bring new teachers to the community, even if
it meant increasing diversity. This perspective of parochialism in the district is an
example of the staff deflecting their lack of interest in staff diversity towards the issue of
new members of the community, both of which are problematic in their own sense
(Noonan & Bristol, 2020).

It is common for school districts to also have an initial screener to narrow down a
large candidate pool, and this formal screening process can also provide operational
barriers to candidates of color. As teacher preparation programs continue to encourage
students of color to explore teaching, a potential result is that a larger number of new
teachers overall are teachers of color. While this is a positive trend and supports the goal
of diversifying the teacher workforce, it could face a barrier in the screening process.
When school districts screen candidates during the hiring process, criteria such as years
of experience earn candidates more points. A consequence is that teachers who are
attempting to move districts often score higher on the screening tools. This could lead to
a White teacher who is attempting to move from a harder to staff district to score well on
a screener, which could mean they get the preferred job and teachers of color may be
left to apply to harder to staff schools (Carter Andrews et al., 2019). As examples of this
accumulate, the end result is a higher number of teachers of color teaching in schools
that may be considered more challenging, or in some cases choosing not to enter the
field at all at that time. Although these teachers of color may then apply to the “preferred”
school at a later date, that will only be an option once they have successfully navigated
at least some of the retention barriers along the way. These barriers to the retention of
teachers of color will be discussed in detail as the literature review continues.

Further exploring barriers that teachers of color face in the hiring process, Gist
(2018) discussed models that districts can use to measure the value that human

resources departments, and districts as a whole, place on retaining teachers of color.
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Using the people as technology (PT) conceptual model as well as the diversity
intelligence (DQ) conceptual model can assist districts in determining this value. DQ can
be described as “...ability to navigate broad social, cultural, racial, and other human
diversities and to comprehend and appropriately use extensive knowledge of diversity
among protected class employees within the workplace” (Hughes, 2016, p. 5). Gist
(2018) uses this to connect to the PT conceptual model in order to see that “In this
sense, valuing the organization is rooted in valuing and developing humans executing
the central functions of the organization” (p. 349). These models could help measure
growth as districts attempt to make gains in adding more teachers of color to the
workforce, and give feedback to the districts whether their values seem to match the
results. Creating this quantitative connection between the increase in the number of
teachers of color and whether the idea of increasing diversity is valued by the district can
provide insight into the human resources processes of school districts (Gist 2018). This
is especially relevant when discussing the balance between intuition or bias and
objective processes (Goings & Wade, 2021). Even when structures are put in place that
appear to be designed to increase diversity, the PT and DQ models may indicate that the
processes are actually flawed if the hiring staff are not in alignment and share the same
values needed to meet the diversity goals (Gist, 2018).

These operational barriers are not limited to preK-12 educational settings. Moody
(2012) discussed the barriers that diverse higher education candidates must also
navigate as they are considered for faculty, administrative, and other professional school
positions. Moody discusses issues such as cognitive errors, assumptions, and biases
that hiring committees may have. Similarly to the preK-12 setting, human resources staff
may try to create an objective process including efforts to increase the number of
candidates of color, but just as in preK-12 these challenges and biases may find their

way into discussion, leading to an intentional or unintentional rationalization of excluding
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candidates of color. A notable addition in this work is the inclusion of multiple tangible
strategies that higher education institutions can use to create more objective processes.
These include encouraging committee members to interrupt, breaking the silence and
discussing bias when it is observed, choosing committee members are willing to activity
be a change agent as a member of a hiring committee, and pushing back against
assumptions and discussions that may be presented from a perspective of false
precision or unattainable expectations (Moody, 2012).

Using this available information, human resource departments that are
consistently aiming to improve practice may attempt to create as objective a hiring
process as possible. However, just as with recruitment we are reminded that intuition
and bias have a role in many hiring processes as well (Goings & Wade, 2021). Intuition
and bias are examples of the cultural barriers that candidates of color face in the hiring
process, and these experiences may compound the operational barriers for candidates.
Hiring team members may have internal biases and inaccurate assumptions about
teacher candidates of color. In many cases this can be attributed to there being very few
teachers of color in a district, resulting in hiring team members not having had their
specific biases challenged or interrupted. Similarly, since the turnover rate of teachers of
color as a whole is higher than their White colleagues, hiring teams may view candidates
of color as being less reliable and dedicated to their profession (Ingersoll et al., 2019).

The role of parochialism in a hiring process as examined by Noonan and Bristol
(2020) can also be considered a cultural barrier for teacher candidates of color. Hiring
committees could directly support the hiring of more teachers of color in their building by
identifying an area to address, such as this cycle of parochialism, and challenging it
during the interview process. This would be particularly impactful when interviewing
teacher candidates of color. However, this is easier stated than accomplished.

Encouraging the hiring of candidates that may have a different background, or that would
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be relocating to a new community to serve students, would consciously break a cycle of
parochialism that influences the hiring of only staff that have been in the community. The
cultural pressures of the district could contribute to this being a daunting task, and
therefore this intentional interruption of the norm does not occur on a regular basis in the
sample districts in this study (Noonan & Bristol, 2020).

Moody (2012) found that a similar pressure to continue the status quo is felt in
the higher education setting. Faculty taking part in the hiring process may wish to
interrupt the cycle of operational or human resource driven barriers that candidates of
color face, but they are met with skepticism and the established norms of a particular
institution, which may not be interested in enacting change. The recommendations
suggested in this work include a number of internal or personal philosophical changes a
hiring faculty needs to make to reduce bias in the hiring process. However, since these
ideas require internal reflection, the ideas are not as easy as a new strategy to
implement (Moody, 2012). This approach to increasing the diversity of teaching staff
directly challenges the culture of Whiteness in the hiring process. It also emphasizes the
importance of removing cultural barriers, as without doing this making the hiring process
and human resources procedure driven change is less likely to occur.

When members of a hiring committee, human resources department, or district
level administration begin to challenge the status quo and implement practices that are
designed to increase the number of teachers of color in a district, some pushback from
other staff and hiring administrators is likely to occur, as these individuals attempt to
retain their norms.This pushback is often attributed more directly to a resistance of
change than to the initiative being suggested, but the results show themselves in the
form of the new policy or initiative being ineffective as best, or actually accomplishing the
opposite due to the resistance of those being asked to implement the plan (Burns,

2020). In order to create the intended change, hiring administrators and human resource
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staff are required to work collaboratively to engage the intuition that they have gained
from years of experience in order to guide hiring teams as they navigate the process.
This is the same intuition that also can be a bias that puts teacher candidates of color at
a disadvantage, however from the lens of using this intuition as an asset it can be used
to initiate positive change as well (Goings & Wade, 2021).

Although operational and cultural barriers do exist in the hiring process for
teacher candidates of color, a number of school districts and policy-makers have
attempted to remove or at least minimize these barriers using specific strategies.
Although many of these strategies stem from positive intentions, in some instances the
proposed recruitment strategy may actually turn teacher candidates of color away.

Burns (2020 notes that in some instances:

...well-meaning programs designed to increase the diversity of the teaching force
may be seen as co-opted policies, as policy makers and district administrators
can claim to be “doing something” about the lack of diversity in teaching while the
historical and structural inequalities that have created the stubbornly white and
monolingual teaching profession remain unquestioned. (p. 217)

An example of this counter-response can be identified when looking at licensure.
Although data does not show a statistically significant difference in scores between Black
and White teacher candidates on the Teacher Preparation Assessment (TPA)
(Goldhaber et al., 2017), legislators in states such as Minnesota have presented bills to
remove or lower the criteria for these exams in order to increase the number of teachers
of candidates of color (H.F. 1268, 2023).

Similarly, various alternate routes to teacher licensure have been suggested by
legislators, and teacher licensing boards in many states are working to create an
alternate pathway for teacher candidates in order to increase the number of candidates

entering the field (Carver-Thomas, 2018). Both of these strategies do have the potential
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to increase the overall teacher candidate pool, but they would not automatically increase
the number of teacher candidates of color without specific components targeting
candidates of color, which most do not contain. However, because they are being
referenced as practices that would increase the diversity of the teaching workforce solely
as they are written, they have the potential to turn some candidates of color away as
they develop feelings of inadequacy or that the standards have to be lowered for them.
All candidates, including teacher candidates of color, have the desire to be selected
based on their skills and qualifications, not primarily their race or ethnicity (Schneider &
Schmidt, 2016), and practices such as these may run counter to this goal.
Strategic Recruitment Practices

There is a growing body of research that indicates that there are strategic
recruitment practices that can contribute to increasing the number of candidates of color
applying for open teaching positions. Primarily in urban and suburban school districts,
five strategic practices are found to be among the most effective in the districts that have
implemented them. Green and Martin (2018) found that when districts included specific
training for cooperating teachers to prepare them for working with teacher candidates of
color, the teacher candidates reported an improved experience during their field
placement. This training could be as specific as targeting common microaggressions that
teacher candidates of color may encounter, or it could also cover a more general
overview of how to be inclusive when working with all teacher candidates. Not every
strategy has the same impact in each district, but any attempt to address this need is
progress towards the relationship between cooperating teachers and teacher candidates
of color. In addition to this more general professional development, providing cultural
competency training for all teaching staff, particularly those that will be serving as
cooperating teachers, has a positive impact on the experiences of teacher candidates of

color (Green & Martin, 2018).
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Along with working to ensure that their school district provides a welcoming
experience for teacher candidates of color once placed, school leaders can also
implement strategies earlier in a student’s school experience that can help to recruit
candidates of color to the teaching profession and specifically, their home district.
Implementing a Grow Your Own (GYQ) program for high school students gives them the
opportunity to explore teaching as a profession. Many GYO programs include courses
that allow students to achieve college credit through concurrent enroliment, and these
courses can be even more impactful on the recruiting process (Morales, 2018).

It has also been found to be helpful for students to begin connecting with
students as soon as they enter into a teacher preparation program with a higher
education institution. School districts can work to connect with those candidates
throughout their teacher preparation program by creating and maintaining a relationship
with as many higher education institutions as possible. In the case of teacher candidates
of color, districts can work closely with primarily Minority Serving Institutions (MSls) to
create connections with their teacher candidates, which has been found to be a
successful strategy in recruiting teacher candidates of color to the school districts that
pursue this effort (Gasman et. al., 2017).

The fifth strategic recruitment practice that has produced successful results is to
recruit from within the community. Although at times there is risk is that the district will
revert to a strategy of parochialism (Noonan & Bristol, 2020), when safeguards are in
place to prevent this, it can be valuable to hire candidates of color from within the
community who already are connected and see their value as a member of the
community (Gist & Lynn, 2019). As with the other strategic recruitment practices that
have shown the most benefit, a common characteristic of the districts included in current
research is that the districts who are implementing these strategies are primarily located

in urban or suburban locations. This is potentially due to the diversity these communities
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have experienced that may precede a shift in demographics in rural communities. There
are not a significant number of studies that researched the recruitment of teacher
candidates of color to rural school districts, and none that demonstrate success in rural
communities when these proven strategic strategies are applied. Further studies, such
as the current research being proposed herein, will advance the literature and
understanding of recruitment of teachers of color in rural school districts.
Barriers to the Retention of Teachers of Color

Recruiting and hiring teachers of color alone is not sufficient if school districts are
hoping to increase the diversity of their staff in a way that will be sustainable. When
teachers of color do not stay in their school district, or in the teaching profession at all,
the results are that increasing the recruitment efforts at best would hope to sustain the
number of teachers of color, but it is unlikely to increase that number. This, unfortunately,
is currently the case in many districts. Teachers of color, referred to as minorities in their
study, demonstrated a higher turnover rate than their White colleagues per Ingersoll et
al. (2019). The study, which was conducted using data from the National Center for
Education Statistics’ Schools and Staffing survey and reflects the 2011-12 school year, is
an indicator that work needs to be done directly to support the retention of teachers of
color in partnership with efforts addressing recruitment.
Operational Barriers to the Retention of Teachers of Color

As the barriers that contribute to lower retention of teachers of color are
examined, two distinct categories of barriers can be identified. The first set of challenges
can be classified as “operational” barriers, and these types of barriers are often driven by
contractual agreements or human resources processes that may place teachers of color
at a disadvantage. The teacher evaluation process can be one of these barriers.
Burciaga and Kohli provide an example in their 2018 study of two female teachers of

color who had recently been pushed out of the schools they taught in. The authors were
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able to demonstrate that these teachers were providing value to their students and
communities due to their cultural experiences, but that some of these skills were not
recognized due to not being part of the rubric the district uses to identify quality teachers.
Expectations such as only speaking in English during class, expecting students to stay in
their seats throughout the entirety of a lesson, and that they were always raising their
hands to speak were presented as indicators of effective instruction. Burciaga and Kohli
defined these expectations, which have historically been considered effective in a class,
as continuing a whitestream process to evaluate instruction. However, when these
teachers used strategies that they felt would foster relationships with students, such as
speaking in a student’s first language or allowing some additional time for more casual
discussion during lessons, they did not receive satisfactory evaluation scores and were
not viewed as effective teachers (Burciaga & Kohli, 2018).

Similarly, Kohli (2019) reviewed the role of professional development as a key
strategy to support teachers of color in preparing for their evaluation process as well as
preparing administrators to provide evaluation with a racially equitable lens. The
participants of this study were teachers of color, and when they felt they received specific
professional development preparing them for the evaluation tool used by their district,
they felt more comfortable with the expectations and scored higher on the rubric.
Districts that provided professional development for administrators focused on racially
conscious instruction had teachers of color that felt their evaluations were more
meaningful and reflective of their instructional skills. Feeling more comfortable with the
expectations of the district, and being recognized for their instructional abilities directly
led to these teachers having a higher retention rate in their schools (Kohli, 2019).

Contractual issues can also contribute to higher turnover rates for teachers of
color. When salary improvements are regular and significant enough to support a new

teacher, it is more likely that teachers will choose to stay longer in that particular district
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(Farinde et al., 2016). However, a disproportionate number of teachers of color are hired
in school districts that are located in communities that struggle socioeconomically
(Achinstein, 2010), and due to this socioeconomic challenge the contracts provided in
those districts often are not as competitive as others. Therefore, in order to continue in
their career growth, teachers tend to move from these districts to an employer where
they would receive a strong compensation package as quickly as possible. Thus,
because more teachers of color tend to teach in these districts, this contributes to the
higher turnover rate for teachers of color in general. Districts that are interested in
reducing the turnover of their teachers of color should also target reducing the turnover
of all teachers, and ensuring a competitive salary and benefit package can support this
initiative.

It is also common for teachers of color to be asked to take on extra
responsibilities in a school building, with little rationale for this request other than their
race. A teacher who is fluent in another language may be asked to interpret for a family,
or a Black teacher may be designated to act as a disciplinarian for students of color with
the hopes of capitalizing on relationships. Similarly, teachers of color in many cases are
expected to educate peers when a racialized issue is brought up at school, often being
placed in a position of representing an entire race (Cormier et. al, 2021). Additionally, a
teacher of color may begin to feel the burden of being expected to save and support all
students of color in the school. These examples are just a few ways in which teachers of
color may be asked to incur additional responsibilities. Many of these responsibilities are
something that teachers of color are willing to do. However, since in most cases these
roles and responsibilities are neither formalized nor compensated for, these situations
create an “invisible tax,” and this tax is one that teachers of color must pay with their time
in order to continue to work in their districts (Gewertz, 2019). The extra work that this tax

creates can contribute to teachers of color becoming burned out in a particular school
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and either seeking a new district or leaving the profession altogether (Cormier et al.,
2021).

These extra responsibilities are not determined or assigned randomly, but can be
attributed to the perception that White peers have about their Black colleagues and the
value that teachers of color bring to a school. When studying the perceptions of White
teachers about how they interacted with their Black colleagues, Madsen (2019) was able
to determine that White teachers often view the teachers of color as the expert on racial
issues, and due to this perceived expertise they ask their colleagues of color to be the
liaison with students and families of color. However, these White teachers tended to
primarily engage their peers of color when help was needed in racial conversations, and
not necessarily at other times in their work together. These limited opportunities to work
together do not encourage relationships amongst teachers but rather devalue the
teacher of color’s work as an educator and contribution to the school community as a
whole.

When teachers of color are asked to perform additional duties or serve as a
representative of their race in any situation, relationships can be strained and
satisfaction can be reduced for these teachers. This is especially true if no additional
compensation or recognition is provided. In addition to these factors, teachers of color
may find that there is a lack of advancement opportunities in the districts in which they
teach. Sometimes this can be attributed to the fact that they are teaching in a
socioeconomically challenged school, and that school may not be able to provide
additional teacher leader opportunities or have additional positions on the staff. In other
cases, teachers of color are simply being passed over for advancement due to their lack
of perceived skills and experience as a teacher. In either situation the result is the same,
and teachers can feel like the number of doors of opportunity are few. Teachers of color

report that when opportunities for growth exist in a district and either themselves or
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colleagues have been able to take advantage of those opportunities, the likelihood of
them continuing to work and advance in the district increases. However, since this is not
often the case, the lack of growth opportunities can be added to the list of contributing
factors for a lower retention rate for teachers of color in a district (Farinde et al., 2016).
Cultural Barriers to the Retention of Teachers of Color

Along with these operational and human resource related factors that lead to
lower retention rates for teachers of color, these teachers also experience barriers within
the cultures of their district that can either reduce their desire to remain in the district, or
in some cases directly push them in the direction of leaving the district. A lack of
administrative support can be one of the most influential examples of a cultural barrier to
retention. Administrators have the ability within their evaluation processes to use
culturally responsive expectations to assess the skill of their teachers. However, when an
administrator uses these expectations, it also needs to be done in a manner that the
teacher feels supported by their administrator, as opposed to being presented in a way
that feels as if the administrator is allowing lower expectations for teachers of color
(Farinde et al., 2016).

The desire to feel valued and respected as a professional could apply to all
teachers, and their interaction with their administrators influence this perception greatly.
Particularly for teachers of color, if their skills are not perceived to be valued or they are
led to believe that they cause more work for the administrator in the evaluation process,
satisfaction amongst those teachers is reduced and they could choose to move to
another district or leave the profession. Even though an administrator may feel that they
are delivering constructive feedback and giving credit to the teacher where it is due, it
matters whether the delivery is done in a culturally responsive manner, and if the teacher
of color feels respected at the conclusion of the discussion. With many districts facing

the need to diversify their staff, and teachers of color having the option in many cases to
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move to a district where they feel more valued and supported, administrators who are
successful in emphasizing this value have less turnover in their schools. This isn’t to say
that teachers of color do not expect constructive feedback, on that the amount of support
and respect they feel in that process can influence their desire to remain in a school
building (Green & Martin, 2018).

It is possible that administrative support could vary depending on the number of
teachers of color in a building, which could then impact a teacher of color’s experience in
the school. Bristol (2020) discovered that although the pattern remained consistent that
a lack of administrative support contributed to higher turnover rates for teachers of color,
this study found that teachers of color who were the only such teacher in their school felt
that they received more administrative support than the respondents who worked in a
school with multiple other teachers of color. This could be due to a number of factors,
such as the administrator feeling that multiple teachers of color in a building can create
their own support system. The administrator could feel that a network was established
and their support wasn'’t as critical. The intentions of the administrators were not the
focal point of this study however, so to learn more about this further study would be
required. However, the final results were consistent with the previous literature in stating
that administrative support matters when aiming to increase the retention of teachers of
color in a building or district (Bristol, 2020).

The literature discussing the impact of administrative support on the satisfaction
and retention of teachers of color is consistent, and this perceived lack of support can
extend beyond feeling supported in instructional conversations. Teachers of color can
also feel reduced support from their administrators when navigating parent or colleague
conflict (Hernandez-Johnson et al., 2021) and often find themselves being asked to
apologize or admit fault in order to acquiesce to a situation they did not create. The

perception of whether or not the administrator supports them and will do so with parents
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matters to all teachers. Solis (2015) found that teachers of color view their principals
positively and with respect regardless of the race of the principal, and they seek approval
from their principal more than White colleagues. If that approval and support is not being
provided, these teachers may look elsewhere for an employer that can meet that support
need (Solis, 2015).

Another cultural barrier to retention for teachers of color is a logical extension of
the previous topic. When a staff member isn’t feeling supported by their administrators,
that lack of support can contribute to the teacher of color feeling isolated among their
peers and that they are not part of the building community. Green and Martin (2018)
found this to be the case for the Black male teachers who participated in their study.
Administrative support, or lack thereof, directly contributed to this feeling of isolation.
This lack of support alone was not the only factor, as interactions that required them to
speak as a representative of their race, or the continued feeling that they are not as
valued for their instructional skills as their White peers also added to this feeling of
isolation (Green & Martin, 2018).

Ingersoll et al. (2019) further explored the feeling of isolation that teachers of
color experience and the impact this has on retention. Through the quantitative research
process, the authors presented findings that indicated that the recruitment of minority
teachers did increase over the period studied, and that if all of these teachers had
continued in the profession there would have been a reduction in the gap between the
percentage of minority teachers and minority students in a number of districts. However,
the turnover rate for teachers of color in this study exceeded that of their White teacher
colleagues, which resulted in the gap between the number of teachers of color and
White teachers in the districts studied not being reduced. These turnover rates that
minority teachers experience are at least partially contributed to the feeling of isolation

they feel working in their districts. This feeling is created for a variety of reasons, such as
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the lack of minority teacher role models, an insufficient cultural synchronicity between
teachers and students, and a small number of minority teacher peers. Although minority
teachers were being hired at a strong rate for the period included in this study, they did
not stay in the profession at the same rate as their non-minority peers did, leading to
minimal progress towards increasing diversity overall in districts (Ingersoll et al., 2019).

However, districts face a somewhat complex challenge, as in some cases, even
having a number of colleagues of color in the same building is not enough to offset the
feeling of isolation that teachers of color experience. Bristol (2020) found that teachers of
color that were the only teachers of their race had a stronger retention rate when
compared to their peers who worked in schools with multiple colleagues of color.
Although this seems counterintuitive to the general understanding of feeling isolated, it is
possible that when a lone teacher of color is working in a building their White peers
make a stronger effort to include them in their school community, whereas when multiple
teachers of color exist White peers may not make as much of an effort. This research did
not explore the intentions of the White colleagues as they interacted with their peers of
color, further study would need to be done on this topic. And although the generalizability
is not any greater than most case studies, the results of Bristols’ work support the
understanding that simply having a number of teachers of color in a building does not
eliminate the feeling of isolation experienced by teachers of color in their schools (Bristol,
2020).

The feelings of not being supported by administrators and being isolated in the
school they are working in can perhaps be attributed to more a root cause that teachers
of color experience in their schools, which is the lack of respect teachers of color receive
compared to their White peers. This lack of respect can come from students and
families, as well as colleagues and administrators. Ingersoll et al. (2019) examined the

issue of cultural synchronicity in schools in the United States. Since a large number of
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teachers remain White, students do not view teachers of color as the norm in today’s
classrooms, and therefore the respect that these teachers receive is not inherently given
as easily. Teachers of color report that this lack of respect from the students and families
does contribute to their deciding to leave a district or the field of education (Ingersoll et
al., 2019).

Additionally, many teachers of color have experienced colleagues who have
attempted to give the impression of being supportive and respectful, but consistently
counteract this by the number of microaggressions directed contributed to by these
White teachers. For example, when discussing a student’s academic needs, a White
teacher may make a judgmental comment about the student’s family structure and how it
could be the reason for the challenges the student is experiencing. This would be clearly
a microaggression, and one that the teacher may or may not know they are delivering.
However, this could impact the relationship this teacher has with colleagues of color.
Certainly there are students who have family environments that are not as supportive as
teachers would like to see, but this becomes a microaggression when the assumption is
made due to the student’s race or family structure that this must be the case (Kohli,
2018).

Kohli (2018) also discussed the faux support that White colleagues intend to be
providing when they talk about themselves as being color blind. When a White individual
implies that they do not see color, that comment may be intended to state their support
for colleagues of color, but the impact is quite the opposite. By refusing to see their
teacher of color colleagues as individuals and recognize all aspects of the identity of
them as a human being, the message that is being sent to those colleagues of color is
that their identity is not valued or respected, and they are not as much of an asset to the

school as their White peers (Kohli, 2018).
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Hernandez-Johnson et al. (2021) further explored this idea from the perspective
of attempting to understand the impact of this constant conflict teachers of color face
between their identities as teachers and their identities as themselves. Because their
personal racial identity is not valued or viewed as an asset in their profession, they find
themselves always having to prioritize their teacher identity, even when outside of the
classroom if they are around their White teaching or administrative colleagues. There
rarely is the opportunity to relax and embrace one’s identity as a teacher of color.
Instead, this version of disrespect can manifest itself as teachers of color feeling
imposter syndrome or experiencing stereotype threat, even in their own classrooms. The
feeling of being respected less than peers and the internal struggle it provokes, is
another factor that can lead to the higher turnover rate for teachers of color
(Hernandez-Johnson et al., 2021).

These negative experiences reported by teachers of color certainly contribute to
their leaving the district they work in or the profession altogether. However, as Madsen
(2019) found, in many cases White colleagues are not even aware that their perceptions
and behaviors can impact the retention of colleagues of color. Instead, the viewpoint of
these White colleagues can be a misguided desire to help the teacher of color feel more
like a contributor, by assigning them additional duties or asking them to be an expertin a
racial discussion. In a clear example of intent versus impact, the White savior syndrome
exhibited by these colleagues may not be intentional, but it is real all the same, and
teachers of color are finding it difficult to remain in districts with staff that demonstrates
these attributes (Madsen, 2019).

Of course, not all of the lack of respect that teachers of color experience is
unintentional. In some cases teachers of color find themselves experiencing more
blatant racist behaviors by colleagues, parents, or the community. The Black male

teachers who participated in the retention study conducted by Bristol (2020) stated that
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they experienced a hostile work environment at their schools. Being left out of
collaborative meetings, dismissed when providing ideas, or having to defend themselves
against false parent accusations are examples of this behavior. Each of them reported
these experiences regardless of whether they chose to stay in those schools or not.
Although some did not feel the hostility was enough to leave their current job, the feeling
was prevalent nonetheless. As one teacher in this study stated, “I decided to stay
because of the students” (Bristol, 2020, p. 30). An important not is that in this study a
delineation was made to identify lack of support as potentially unintentional, whereas
creating a hostile environment was almost always perceived as intentional by the
teachers of color in the situation (Bristol, 2020).

Using teachers of color as the expert on racial matters or the representative of
their race is another way in which racist interactions can be both unintentional and
intentional. Cormier et al. (2021) reported that principals would often ask their teachers
of color, particularly Black male teachers, to be the disciplinarian with their students of
the same race, some going so far as to outright state that the family has mentioned race
in previous interactions and this a strategy to offset this. The assumption that a family
would be more responsive to a teacher of their similar race is a broad stereotype that
reinforces the idea that the school does not prioritize relationships with some families as
much as others. While it is true in some cases that a particular teacher of color may have
a relationship with a student or family that would support their involvement in a situation,
meaning that it would reinforce relationships, it is not appropriate to apply the blanket
strategy to all scenarios involving students of color (Cormier et al. 2021).

Additionally, teachers of color face direct microaggressions and the claims of
color blindness in their schools, which reinforces the hostile work environments in the
school buildings in which they work. Kohli (2018) provides further references and

perspectives, specifically regarding ways in which the culture of a school which includes



RECRUIT AND RETAIN TEACHERS OF COLOR 48

racial microaggressions can contribute to a negative culture. The negative culture felt in
the building impacts a teacher of color’s decision to leave or stay. A unique attribute of
the Kohli study was the consistent and regular engagement with the participants during
the study, which built some level of trust and potentially contributed to them providing
more honest and open responses. When we consider the consider the reports that
teachers of color are facing racism regularly in their work, and that a large amount of it is
based in social biases that are as much intentional as not, we have another factor that
teachers of color must contend with when considering whether to leave or stay in a
district (Kohli, 2018).

More evidence of this was found by Benson et al. (2020), in a case study of one
participant’s experiences in K-12 education and why she chose to leave the profession.
The participant was a female teacher of color, who entered education as a second
profession through a graduate degree program and began as an elementary teacher.
She entered and exited public education twice before deciding to leave permanently. The
authors described the racial discrimination and harassment the participant experienced,
and how these connected to her exit from teaching. Unfortunately, the discrimination she
experienced was found not only in the school building, but in the community as well
(Benson et al., 2020). Although this case study looks to one specific example, the
pattern of racist and discriminatory behavior is mounting and certainly can be attributed
to the turnover rate of teachers of color.

When cultural barriers to the retention of teachers of color are discussed, it is
also important to note that not all teachers of color who leave the field felt they were
making a choice to do so. Hernandez-Johnson (2021) found that many of their
respondents felt as if they were being pushed out of the profession by their colleagues,
the community, and in some instances their students. Interactions demonstrating racist

behaviors sent a clear message to these teachers that they were not welcome in the
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school or community, so what option did they have but to find another district or
community to work in? In a number of cases the teachers of color left the profession
altogether, placing themselves at a future disadvantage with a degree they are not
continuing in, and leaving school districts with the remaining challenge of hiring and
retaining teachers of color (Hernandez-Johnson, 2021).
Strategic Retention Practices

Although much of the literature examining the retention of teachers of color is
focused on the potential reasons that teachers of color are leaving the profession, there
are practices that have demonstrated success in increasing the retention rate for these
teachers. These strategic retention practices primarily have been studied in urban and
suburban districts to this point in the literature. The first strategic practice a district can
implement is to assign a mentor to new teachers of color. This mentor is tasked with
helping foster relationships and belongingness with staff as well as ensure the new
teacher of color is instructionally successful (Bristol, 2020). Beginning a teaching career
is challenging, and it has become standard practice for districts to assign mentors to new
teachers. When the mentor is a fellow teacher of color, this supports the relationship
between the new colleagues and provides additional support to the new teacher as they
navigate the new building and district (Darwich, 2021).

Cormier et al. (2021) also found that when districts formalize additional duties
that are assigned to teachers of color, this recognition and compensation can lead to a
positive impact on retention rate. Roles such as behavior intervention, providing
professional development for peers, or interpreting for families, if recognized as formal
duties, would then require compensation for the teachers of color for the extra work.
Even though the extra work assigned still may be rooted in the discriminatory culture of
the school, the compensation has led to some teachers choosing to continue in their

jobs and doing the work (Cormier et al., 2021).
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Creating appropriate teacher evaluation processes that minimize whitestreaming
is another strategic practice that can positively impact retention rates for teachers of
color. Whitestreaming can be defined as an approach that places Eurocentric norms as
the primary form of acceptable practices, and many current teacher evaluation tools
emphasize these traditional Eurocentric instructional strategies in their scoring rubric.
That evaluation tools do not support and encourage the strengths that teachers of color
bring to the classroom that may not be on the prioritized rubric as defined by the tool
(Burciaga & Kohli, 2018). In some instances state licensing boards are working with their
higher education partners to create culturally responsive standards of practice
(Minnesota Professional Educators and Licensing Board, n.d), but this is not yet
universally being implemented for all new teachers. Districts that implement this teacher
evaluation mindset have shown growth in their teachers of color instructionally, and as
these tools are being shared the hope is that the success will continue to more districts,
and also contribute to strong retention rates for teachers of color.

Gewertz (2018) added that creating opportunities for staff to share their
experiences, such as affinity groups, can be a positive culture builder. The additional
burden that teachers of color carry, sometimes referred to as an invisible tax, can cause
feelings of isolation for these educators. Whether it is being assigned to be a
disciplinarian for students of color, provide professional development or speak as a
representative of a race to peers, or being disrespected as a professional by a colleague
or parents, having some peers to share these experiences with in a safe environment
that is free from judgment can provide some comfort. Of course, the simple act of having
an affinity group does not diminish the long term impact of these burdens, but it can
support the teacher enough that they continue with the district or profession while some

of the other challenges are potentially being addressed (Gewertz, 2018).



RECRUIT AND RETAIN TEACHERS OF COLOR 51

The fifth strategic practice that we will use in this study is providing specific equity
and microaggression professional development for staff (Kohli, 2018). Although
ignorance certainly does not excuse discriminatory behavior, a common characteristic of
microaggression is that the offender may not be aware they are making an inappropriate
comment or behaving in an offensive manner. School districts cannot know what each
employee is thinking and the perspective they have on diversity, equity, and inclusion.
Therefore a strategy to ensure that all staff have an understanding at a base level that
meets the district expectation is to provide professional development focusing on these
areas, specifically microaggressions. When staff have the opportunity to learn about
these topics, they can reflect on their own behavior and the goal is that they choose to
correct behavior where it is needed. In districts that provide this professional
development, teachers report a more welcoming environment for teachers of color which
is a factor in promoting higher retention rates (Kohli, 2018).

A Gap in Literature

There is no shortage of literature demonstrating the reasons that school districts
are having challenges recruiting and retaining teachers of color to their classrooms. The
barriers both teacher candidates and working teachers of color face provide a significant
rationale for them to choose to change districts or leave the field altogether. Although a
large portion of current research focuses on the reasons teachers of color are not being
hired and retained at the rate school districts would hope for, enough literature exists to
develop the list of the five strategic recruitment practices and the five strategic retention
practices that have shown themselves to be successful. However, these strategic
practices have almost exclusively been identified as successful in urban and suburban
school districts, with little research yet to be done to determine if they would also be

effective in rural school districts.
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Studies exist that examine the recruitment and retention rate of teachers in rural
school districts, but these studies do not regularly specify teachers of color as part of
their participant group. Seeling and McCabe (2021) discussed several reasons why
teachers stay in rural schools, with the most common themes being commitment to
students, opportunities for leadership, connection to the community, and personal or
professional relationships. This is a step towards understanding teacher recruitment and
retention in rural schools, but with the definition of rural being interpreted differently in
various studies, it is hard to specifically decipher the difference between these findings
and those that have come from urban and suburban districts (Seeling & McCabe, 2021).

Considering these ideas, a gap in the current literature becomes clear. Although
the findings of Seeling and McCabe do not use exactly the same language, these
practices are quite similar to the strategic recruitment and retention practices identified in
studies that are located in urban and suburban districts. Strategic recruitment and
retention practices have been deemed successful in urban and suburban districts.
However, are rural school districts seeing positive results in increasing the diversity of
their staff when implementing these strategic practices?

Summary

School districts throughout the United States are allocating resources and
implementing recruitment and retention strategies with the intent to increase the number
of teachers of color in their buildings. However, evidence demonstrates that significant
progress is not yet occuring at the rate at which districts would hope to achieve (Ingersoll
et al., 2019). In urban and suburban districts some strategic practices have been
identified that have supported districts in working towards this goal at a more rapid rate.
Possessing the ability to understand which strategic practices are most effective is

critical for a school district, especially when resources are limited.
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Rural school districts have the need for this information as well so that they also
can use it to allocate resources most effectively and efficiently in their efforts to increase
the diversity of their teaching staff. As the United States continues to become more
racially diverse, school districts that previously had not seen the need to increase the
number of teachers of color in their district are learning that is not the case. Research
that examines known strategic recruitment and retention practices, and their
effectiveness in rural school districts would support these school districts in this work by

providing them guidance on the best use of district resources to achieve this goal.
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CHAPTER 3
METHOD
Subjects

Ten school districts were selected to participate in this study based on the criteria
of being identified as rural Minnesota districts, as well as having a population of students
of color that is greater than 25% of the total student population. The United States
Census Bureau (2020) defines “rural” as any population or territory that is not located in
an urban setting. An “urban” setting is more clearly defined by the Census Bureau as an
area containing more than 50,000 residents or a cluster of communities that have a
population between 2,500 and 50,000 residents. Since the school districts selected for
this research did not meet the inclusion criterion of an urban area or cluster, they were
recognized as rural school districts.

Per the Minnesota Department of Education (n.d.), the percentage of students of
color in the rural districts ranged from 39% to 81.7%. Districts with this demographic
description are not represented well in current literature. In order to accurately respond
to the survey of the current study, it was necessary for the administrative representatives
in these districts to have direct knowledge of the recruitment and retention process in
their district. A review of the ten rural districts to determine which staff members fit the
criteria to be able to respond to the survey tool in a knowledgeable way revealed that
there were 75 administrators among the participating districts that were directly involved
in hiring, and these were the individuals that were recruited for the study. The subjects
recruited included building principals and assistant principals, district leaders such as
human resources or business directors, and district superintendents. The inclusion of
both building and district level leadership was intended to increase the understanding of

the practices being implemented in the identified districts.
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Measures

A review of available measurement tools and established surveys indicated that
there was not a tool previously created to collect the information needed for this study.
Due to this, a survey was created (see Appendix A), which asked subjects to identify
which strategic recruitment retention practices were being implemented in their districts,
how frequently, and for how long the practice had been used. In addition, participants
were also asked to report their perception of the effectiveness of each strategic practice.
The survey consisted of two sets of questions, with the first being related to strategic
recruitment practices and the second related to strategic retention practices.

The first section of the survey included four questions. Question one was a Likert
scale matrix table and asked how frequently the participant’s district implements each of
the strategic recruitment practices, on a five point scale ranging from “almost never” to
“almost always.” Participants were asked to respond for each strategic recruitment
strategy listed. These strategies included providing training for cooperating teachers to
support them in working with teachers candidates of color, providing cultural competency
training for cooperating teachers to support them in working with teacher candidates of
color, collaborating with Historically Minority Serving Institutions to place teacher
candidates of color in their district, offering a Grow Your Own program for middle or high
school students, which includes at minimum an introduction to education course, and
seeking out and encouraging candidates from within their community to apply for their
open positions.

The next question in this first section again asked participants to utilize a Likert
scale matrix table in order to identify how effectively they feel each of the strategic
recruitment practices supported the recruitment of candidates of color in their district.

The five point Likert scale for these responses ranged from “not effective” to “very
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effective.” As participants continued section one of the survey, they were asked to
indicate the number of years their district has been using each of the strategic
recruitment practices. A slider scale set with a range of zero to twenty years, but without
any guiding benchmarks, allowed the respondents to answer freely without any
previously established ranges of responses that could influence a response. There was
also an option to select a button indicating that this recruitment practice is not applicable
in the district that the participant works in.

To conclude the strategic recruitment practices section of the survey, an open
ended question was included that asked the participant what the most effective practices
are to recruit teacher candidates of color to rural Minnesota school districts. The
response area was intentionally designed to be in paragraph format, so that participants
were able to visually understand that they could contribute as much as they liked when
answering this question. This was an important component of the survey, as it gave the
participants a brief break from the matrix table format of previous questions, and allowed
them to think freely and offer ideas that may not have previously been identified as
effective practices in prior research.

The survey continued with four questions that sought to obtain similar responses,
but this section of the survey focused on strategic retention practices that are occuring in
the identified districts. Following the design of the first section of the survey, the first
question was a Likert scale matrix table and asked how frequently the participant’s
district implements each of the following strategic retention practices. A five point scale
ranging from “almost never” to “almost always” was once again how responses were
gathered, and participants responded on this scale for strategic retention strategies
listed. The retention strategies identified included assigning a mentor teacher to newly
hired teachers of color with clearly defined expectations for the mentor to support the

new teacher, providing clearly defined expectations for duties that will result in additional



RECRUIT AND RETAIN TEACHERS OF COLOR 57

compensation, such as supporting student behavior outside of the primary job role or
attending after hours meetings, incorporating cultural competency into the teacher
evaluation process to support teachers of color in their instructional growth, offering an
affinity group for staff of color to come together and share their lived experience in the
district, and providing equity training for staff with specific focus on microaggressions
and their impact on the workplace.

For the next question in this section, participants continued to utilize a Likert
scale matrix table to identify how effective they feel each strategic retention practice is in
supporting the retention rate of teachers of color in their district. The five point Likert
scale for these responses ranged from “not effective” to “very effective.” As participants
move forward with the survey, they were asked to identify the number of years their
district has been using each of the strategic retention practices. A slider scale set with a
range of zero to twenty years without any previously determined ranges was again used
to reduce any potential opportunity for participants to be influenced in their responses.
There was also an option to select a button indicating that this retention practice is not
applicable in the participant’s district.

To conclude the final section of the survey on strategic retention practices, an
open ended question asked the participant what the most effective practices are in
helping to promote the retention of teachers of color in rural Minnesota school districts.
Again, paragraph format was intentionally provided for the response so that participants
can feel free to contribute as much as they would like to this question. Similarly to the
question that concluded section one, this open ended question provides critical insight
about strategic retention practices that have been found to be effective by practitioners in
the field, but have yet to be identified in research literature.

In addition to the information collected from the survey, data was collected from

the Professional Educator and Licensing Board regarding each responding district. This
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data included the demographics of candidates applying for open positions in the district,
the percentage of candidates of color accepting positions in the district, and the retention
rate of teachers of color in the district. When gathering this information from the
participating districts, each piece of demographic data included data from the previous
three school years.
Design

School districts and the leadership subjects for this study were selected based on
the predetermined criteria of district demographics and location in the state of
Minnesota, specifically their status as rural districts and population of students of color.
Identified participants were contacted via email with an invitation to respond to a survey
that was designed to gather information regarding the strategic recruitment and retention
rates of their respective districts. Participants were asked to complete and return the
surveys electronically within 30 days of receipt, and were offered the opportunity to
review the collective results at the completion of the study. Districts were identified as
District A, District B, etc. and participants will be assigned a participant number.

Additionally, data from the Professional Educator and Licensing Board was
gathered to ascertain the demographics of candidates applying for open positions,
candidates accepting positions within the district, and the retention rate of teachers of
color over the last three years. These are data that districts collect and are accessible in
readily available reports that each school district maintains and submits to the Office of
Civil Rights as well as the Minnesota Department of Education, and Professional
Educator and Licensing Board, therefore there was no burden placed on participant
districts to provide this information.
Statistical Analysis

The results of the participant survey were used to separate those districts that

implement strategic practices for recruitment and retention, and those that do not. In
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order to create this grouping, the responses referring to implementation on the Strategic
Practices Survey (See Appendix A) from all participants were reviewed for each strategic
recruitment and retention practice. Districts that use the strategic practice were identified
as group A, and districts that do not were identified as group B. Responses of
“sometimes” to “almost always” were considered as members of group A, and those that
use the strategic practice less were group B. In the event that participants from a district
responded differently to a prompt, an average was created for that district in order to
assign the district to a group.

Using the Minnesota School Report Card (n.d) and publicly available
demographic information from the Professional Educator and Licensing Board for each
participating district, each correlative personnel statistic identified in the hypotheses was
reviewed: the percentage of candidates of color that apply, the percentage of teacher
candidates of color that are hired, the actual percentage of teachers of color in the
district, and the retention rate for teachers of color in the district. Data was analyzed in
JASP (https://jasp-stats.org), and using an intercorrelation matrix, relationships were
identified between the implementation of each strategic recruitment and retention
practice and the demographics of teacher candidates in the district, as well as the
percentage of teachers of color and their retention rate. The findings intended to be able
to identify which of the strategic recruitment and retention practices exhibit a positive
correlation with the district’s results of improving recruitment and retention of teachers of
color. The resulting information will support rural Minnesota districts in appropriately
allocating resources based on the strategic practices that have demonstrated the most

positive correlations with their personnel goals.
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