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David Johns:
Awesome. So I want to say thank you for everyone and your patience today. There are always technical difficulties - the joys of working with technology and the need to teach the babies.


Thank you all for making time to join us for today’s webinar focused on recruiting and retaining educators of color. This is definitely a timely conversation for us to be having now as we are celebrating teacher appreciation week, which I think everyone on the call would agree should happen every week. But we’re inclined to celebrate when everyone wants to pause to acknowledge it.


I’m going to help direct traffic today and want to thank each of our four presenters who are going to be helping facilitate this conversation. You will all be seeing some slides to help supplement this conversation and then at the end there’s a reserved portion on our schedule for some Q and A. I will provide some additional instructions about how you can engage in that.


I want to first acknowledge and thank our collaborative partners in helping the producers of the Stanford Center for Opportunity and Policy Education and everyone in Palo Alto. This is an organization that does pretty phenomenal work. You should check out their Web site at Policy.stanford.edu - found in 2008 to foster research, policy, and practice to advance high quality, equitable education systems in the US and internationally.

For those that don’t know, that is a perfect complement to the Executive Order of the White House initiative on Educational Excellence for African Americans, which exists to leverage better resources to ensure that we’re filling both opportunity and achievement gaps in ways that supplement and support opportunities for African American students.


Our first speaker is going to be Mr. (Travis Bristol). He’s going to talk about disappearance crisis in experiences as a teacher and someone who prepares teachers. (Travis), are you ready?

(Travis Bristol):
I am. Thank you David. Let me just first start by saying that I come to this work as a teacher. I spent five years teaching in English in the New York City public school system, and in my third year I started an after school program for the male students at my school. I started this program because I was troubled by the disproportionate number of male students who were (unintelligible) in the main office awaiting their meeting with the principal. Both in my class and as the group went to meet with other common men of color around the city, I didn’t see the kind of misbehavior that the young men exhibited.

Let me also say that as someone who supported pre-service teachers, I have some similar concerns about the capacity of educators to support and prepare pre-service candidates of color. And that’s - so for that reason, I went to a doctorate program to try to understand some of the environment that might increase learning for boys.


When I got to grad school, I became interested in this argument that increasing this adversity of America’s teaching force could improve learning outcomes for students of color. This is a picture of (unintelligible) (Duncan) where he’s launching the Department of Education’s black male teacher recruitment campaign, Black Men to the Blackboard. (Duncan) is quotes as saying that it is unacceptable that less than 2% of all teachers are black men.

One reason (unintelligible) (Duncan) may have suggested that it was unacceptable is that - because as we see that - because the racial diversity of students that increases - the racial and ethnic composition of teachers has not. As (unintelligible) book suggests, nationally there are three times as many Latino students in our classrooms than there are Latino teacher and almost twice as many black students as there are black teachers. Slightly more than 80% of teachers are white while (unintelligible) percent are white students.


Now the reason we should care about this divide is there is both qualitative and quantitative research that points to what I’ve termed the added value for students of color when taught by a teacher of color. But in spite of this added value, teachers of color are disappearing. As this slide notes, half of the Latino teachers have disappeared in Chicago over a ten year period and in New Orleans 20% of black teachers have disappeared over an eight year period.

So to understand why this disappearing (unintelligible), I studied this, typically focusing on why black male teachers tried to enter the profession, their experiences in teaching, and how those experiences influence their decisions to the (unintelligible).


I’ll just quickly talk about that study. What I did was I interviewed twenty-seven black male teachers in Boston in fourteen schools; seven schools with one black male teacher and seven schools with many more. I tried to understand, like I said, how they came, why they stayed, and why they left.

One finding was that -- this was true of all black male teachers on Boston -- schools without a black male teacher were more likely to have a white principal. Schools with three or more black male teachers were less likely to have a black principal. Black teachers talked about multi-pathways of entry into the profession, but most of the participants in the study talked about how an early experience into teaching influenced their decision to become a teacher. These black men worked as tutors during high school or in an after-school program and utilized that, in essence, they were doing the work as teaching.

As it related to why teachers left, nine out of the twenty-seven teachers left their schools or the profession. All nine were recruiters and these were black men who were in school with three or more teachers. And these teachers talked about the challenges of being in their schools, particularly the working conditions. They talked about the discontent with the administrative’s hyper (unintelligible) of their practice and around managing student behavior.


Now, I did find that there were some teachers who did say -- and these were loners, guys who were teaching in schools without any black male teachers. And these tend to be better schools and the teachers stayed because of the working conditions despite feeling isolated.

So here’s just some quick policies and recommendations as it relates to recruitment targeting black male teachers and to the teaching profession. Recruiting efforts at community organizations and also targeting substitute teachers.

And then finally, as it relates to retention, some of the work that might be considered should be designing what I’ve termed “differentiated professional development” for male teachers of color, implementing racial and gender awareness training for new incarnate administrators, identify schools with low numbers of black male teachers, and also think about issues or patterns of discrimination.


So with that, I’ll turn it back over to you, David.

David Johns:
I appreciate that. Our next speaker is Ms. Terrenda. I should acknowledge now so that there’s no questions about this while there are three of us at least on the phone who went to Teacher’s College that there’s (unintelligible) everywhere. But I did think that very important for us to note. And so, Terrenda C. White, our client and colleague, is now Assistant Professor at the University of Colorado at Boulder. Terrenda, are you ready?
Terrenda C. White:
Yes. I’m not sure if the slides are up though. Are my slides up?

Woman:
You should have access, Terrenda.

Terrenda C. White:
Okay. So I still see - okay.
Woman:
No one else should be touching the slides. I’m going to put you up. Okay. Let me see. Try to advance to the next slide. When you do - okay. Let’s do this.
Terrenda C. White:
(Unintelligible) hasn’t been selected.
Woman:
Right.
Terrenda C. White:
There we go. Alright. Thank you.


So my name is (Terrenda White), as David Johns just said, and I am an alumna of Teacher’s College, but I’m currently an Assistant Professor here at the University of Colorado Boulder. And I am a professor in Education Foundation Policy and Practice. And so I just want to make sure that we do a review of what we know from research policy and practice about the issue of diversity in the teaching force and how to think about why it is we have a chronic underrepresentation of teachers of color.


I think the research community has done volumes to help us understand some of these issues, but there are new theories and explanations for why we have this gap. And in light of these particular newer understandings, I think our policy interventions definitely have to be adjusted to make sense of what’s happening.

So I’m very honored to join this particular panel. So I did - I started my research in a different city -- in New York City -- and I spent more time in schools that were being reorganized and restructured for choice and competition; but spent most of my research time in charter schools.

And I spent a lot of time with all teachers -- and particularly teachers of color -- and within the two years of my research there almost half of my participants were moving across different schools. And almost twenty-five percent of those teachers of color left teaching within the period of the work that I did, which was within two years. That was a red flag to me that we have to connect the broader issues of recruitment and retention in these newer kinds of schools that we’re creating.


So the first thing - I wanted to do an overview quickly - just a background. I just want to make sure - so we know that there’s a large - almost half of our students in US public schools are children of color and our teachers are still at around 17%. White teachers are still at about 82% even though white students are still about half of the students in our public schools.


Explanations, however, for the gap have typically focused on the demographic changes. So maybe there is a fast growth of students of color in our schools and there’s this idea perhaps there’s just a shortage of teachers of color. So the pipeline theory is much more common. We just need to increase our recruitment and bringing in more teachers of color.


And so there have been some really innovative and comprehensive approaches to improve the pipeline in terms of offering scholarships, financial incentives. There are targeted recruitments around paraprofessionals, even cadet programs with pre-college students in high schools; and even alternative certification programs have played a major role in also helping to bring in teachers of color.

However, while recruitment strategies for targeting teachers of color have been largely successful and I argue that they have been successful, we need to continue supporting all the innovations that are targeted around recruitment. What has not been successful is our retention.


So - and I’ll speak more about issues of retention, but we know diversity matters. Teachers of color are role models for all students. In many ways they’re cultural brokers for students from different cultural backgrounds. We know that they actually do impact learning gains. There’s a lot of recent research on the significant academic outcomes of same race teacher and student relationships.

And other outcomes - the most recent reports showed us that when there’s a larger number of black teachers in a school or a black principal, there’s a higher percentage of students who are referred to gifted and talented where the opposite is true. There’s an underrepresentation of black children in gifted and talented programs when the schools are not - when the numbers are lower in terms of teachers of color.

And then we also know teachers of color have typically been oriented to work in what we call hard-to-staff schools -- so schools that might be serving higher populations of students who are low income. Teachers of color typically come with an orientation to working with the -- quote, unquote -- students that are in school that are hard to staff. That’s something really important here is that they’re choosing to work in schools that other teachers might not be working in and later on we’ll see that that might present problems for teachers of color because some of our accountability policies in those schools have hit them hardest in ways that other teachers are not grappling with.


We know that most states have recruitment legislation that are specifically targeted for increasing the pipeline of teachers of color. Various states are doing a combination of things that I think is very important. Some states have a more comprehensive approach where they’re doing multiple things, and some states are relying, maybe, on alternative certification programs instead of other kinds of approaches to increasing the recruitment of teachers of color. But there are states that are doing a comprehensive approach and I say that we should push states to adopt multiple strategies for continuing the pipeline of teachers of color into schools.


But while recruitment efforts have been successful and we should continue to support them, retention has not been so successful. So in actuality, teachers of color - the rate of their growth coming into the profession has been really high. So the pace of growth collectively is about 92%. We’re almost doubling the number of teachers coming in.

And what’s really driving that percentage are Latino teachers, actually, and teachers of Asian and Pacific Islander background. The rate of growth among black teachers is slower, actually, compared to white teachers and other teachers of different ethnic groups. But collectively, the rate of growth in terms of teachers of color coming into the profession has grown over the years. But we might bring in forty-seven - and I’ll skip to the next slide.


Some of the highlights there are key. That just breaks down who’s coming in over time - a twenty-year period of the growth of teachers of color over time from 1987 to 2007. And this is coming from (Diegas) and her colleagues’ work in 2012. And that breakdown is really key because it troubles out theory about the pipeline. So it’s been successful in terms of us growing the rate of teachers of color.


However, more teachers of color are leaving the profession at the end of the academic year that outpaces their entry in. so we might bring in 47,000 teachers in a given year who are teachers of color, and they’re joining a large force of 600,000 or so teachers of color. By the end of that year, we’re losing 56,000 or more. So there’s a 10,000 teacher excess in terms of who’s leaving.

So we have to think about - we’ve done enough in terms of - not enough. We’ve done some of the innovative things to bring them into the schools, but what’s happening in their experiences in those schools are shaping their decision to leave at the end of that year. So that’s something that researchers need to really think about and policies need to really shore up the experiences of teachers in schools and their issues of retention.


We know that there are policy and non-policy-related issues of retention -- so retirement or family decision or other jobs in other sectors might shape issues of attrition or turnover. However, there are some really key policy-related issues that shape teachers leaving.

We know that working conditions, particularly for teachers of color, have been signaled as a key issue for them. And by working conditions, we’re talking specifically indications that levels of collective decision-making are not adequate or there’s limited sense of being able to impact decisions in a school. This is what teachers of color are signaling on their surveys as well as lack of or limited instructional autonomy in their schools. So, autonomy and decision-making are some of the working condition issues that we can really shape and change or devote more attention to.


So I’m just going to skip through some of this. Some of my own work is looking at teachers in charter schools, and the issue around charter schools is that they were designed to create more autonomy for teachers. So a lot of teachers are going to charter schools, including teachers of color who are actually higher represented in some of the charter schools than in some of our traditional district schools. And so they’re coming for autonomy; at least, we know this from interviews. But some of the management structures are actually limiting autonomy in some of those spaces.

So with my own research around - I interviewed about fifty teachers and school leaders in New York City, twenty of whom were teaching and half of those were teachers of color. And so depending on the governance structure of the school, some of the charter schools were standalone schools. So they did have some sense of input and some of the other schools had more layers of management if they typically belonged to, perhaps, a charter management organization. So they’re going for autonomy but they’re actually trading off autonomy in many ways.


So I also want to lastly bring up the involuntary departures of teachers of color. We have to reconcile our need and our want for more teachers of color with some of the issues that are happening around the dismissal of teachers of color in other cities. So there are class-action lawsuits pending in other cities where some teachers of color have been dismissed or they have had to reapply for their jobs at a reconstitution or closing of schools, or turnaround schools.


So some researchers, particularly in New Jersey and in New Orleans and even in Chicago - teachers of color are more likely to have to reapply for their jobs in light of reconstitution plans and some of them are more large-scale dismiss, so they’re having to find their way in reapplying in new schools. So we have to think about the civil rights issues that some teachers of color are actually losing their job, even as we say we want more teachers of color in the profession.


So I think we have to really leverage our research to pay attention to those involuntary departures of teachers of color. And so I’ll end there.

David Johns:
Thank you for that, Terrenda. I have a couple of questions that I’ll save for the opening of the Q and A, but appreciate both you and (Travis) in providing both - that overview.

Up next, we’re going to hear from our brother (Jose Lewis) who’s an educator in New York City. (Jose), let me say to you -- and I mean this for all of the classroom teachers on the phone -- thank you for doing God’s work, especially this week as we as a nation celebrate our teachers. Are you ready, sir?

(Jose Lewis):
I’m ready. Can I start?

David Johns:
The slides are up. Oh, you don’t have slides. Go for it.

(Jose Lewis):
Okay. So real quickly, I want to start by saying how blessed I am to be a teacher of color and a lot of the conversation about recruiting and retaining -- I’m actually still in the classroom after ten years. So it’s a blessing.

So with that all said, there’s a conversation that needs to happen around why it is and the deeper issues with trying to keep a teacher of color in the profession. For one, when I came in, I came through alternative certification and that seemed to be the pathway for me and for a lot of us because what we often found was that these sorts of programs - although they may be aligned in certain circles and they don’t pay for things like loans or loan forgiveness, those extra stipends, and those extra opportunities for communities whereas we didn’t quite see that in other spaces.

And that’s something else that we need to discuss -- how do we keep our teachers of color from having to feel the burden of the lack of generational wealth that we see with a lot of our colleagues. So a lot of my colleagues, for instance, would say, “Oh look, my parents can pay for this. My parents can sustain me.”

A lot - my own parents weren’t able to sustain me being a teacher. So frankly, they found (unintelligible) because they said, “Wow, you did all these years to become a teacher when you could have done X, Y, and Z.” And all the while I’m saying, okay, whatever I have left I’ll give back to you and not give back to my loans.

So becoming a teacher - alternative certification teacher also meant I was able to provide for my family in a way that I perhaps may not have done if I had gone through the regular four years of college at Syracuse University; which, by the way, I’m very proud of graduating from.

The second thing is, as a teacher of color, I often find myself in positions of trying to negotiate what adults thought and what kids thought. And that’s something that we also need to talk about. So I find myself saying, okay, I hear what a lot of the adults are saying in my building, but a lot of the behaviors that come out of our kids were very much like those animals, those kids. Instead of saying these are our children and we need to see them as such - so the pathological means by which we approach discipline is such a big deal in a lot of our schools.

And so having a teacher of color or having these brokers -- as was mentioned earlier -- of change and of culture for our kids is super, super important. That’s why having teachers of color matters. Having reasonable (unintelligible) means that you don’t’ necessarily have to send students out of room every single day because I know how to deal with it -- not just the cultural elements but also just their behavior or the way they approach life, period.


Secondly, I go through all these PDs. what I also notice too is that our professional development is that the teachers of color often feel as if their opinion isn’t valued as much because of their - I guess their shared culture. It’s almost as if there’s an inverse relationship between the experience that you have as someone who shares a certain culture and the level of expertise that people bestow upon you for having that culture.


So saying to yourself, wow, I can’t believe that this person denigrated me because of the (unintelligible) I shared -- that’s powerful. And I guess just to start thinking about that.

I also wonder if people need to start coming to teachers of color whenever they have an issue because our kids are running to those teachers if there’s one or two teachers in the building. And they’re running to them and we need to find a way to tap into their cultural expertise.


I often wonder if we are hired as teachers of color to be the cultural brokers or to be frank, the overseers. Some people have the vision of - wow, well I just saw this movie and so these teachers of color are going to get our children straightened. And unfortunately, that plays into, again, that pathology of how our kids get criminalized on a daily basis versus saying we’re going to bring in all these folks because they mirror the community and our kids are becoming more and more culturally diverse. They’re becoming more aware and if we can get more teachers of color to be part of the things that we do, we are - and even we’re doing a better service for our kids.


So I think I’d like to wrap up with that, the idea that teachers need to be challenged to be culturally competent when they walk into the classroom. They’re not just teaching the kids whatever standard it is; they’re teaching kid. So we need them to know how to teach children. That’s a big deal for me and it becomes even more important across the nation and gender lines.
David Johns:
I heard someone say yesterday that (Karilo) organized for the initiative in New Jersey to be culturally sensitive and to teach in ways that are culturally appropriate and to be employing sound pedagogy; essentially asserting that often we have the conversation as if to suggest that they are two mutually exclusive things to be culturally competent and to be able to deliver pedagogy in ways that are sound and meaningful when, in fact, they’re very much one in the same. So thank you again, (Jose).


Last, but certainly not least, we’re going to hear from Audra Watson who is currently a program officer and director of mentoring and induction strategy at the Woodrow Wilson National Fellowship Foundation. Audra, are you ready?

Audra Watson:
I’m ready.
David Johns:
Awesome. Take it over.

Audra Watson:
So thank you so much, first of all, for having me. And talking about the things that are mutually exclusive, I want to thank both (Frope) and the White House for providing a forum in which to discuss this issue. I feel that it’s an issue that’s taken a back seat since about 2002 in terms of our focus on teacher quality as if those two are two mutually exclusive things. So as we talk more about teaching quality, I feel that we’ve talked much less about what it means to have more teachers of color in the field.

I want to just briefly talk about the Woodrow Wilson Foundation because I think it’s important for explaining about a national program that seeks to bring aspiring teachers of color into the field.


So the Foundation is based in New Jersey in Princeton and was started in 1945 when the GI’s came back and needed to go on to future study or further study. We needed to build the profession and so the Foundation was started in order to bring more people into teaching at that level.


Today -- so as of the 1980’s, what happened is we said that what we want to do is focus on the most critical issues and challenges and we want to deliver - develop leaders who can do that work. And so today, we have done much more work in the area of teaching. And so we have other fellowships including foreign service fellowships, et cetera; but a large suite of our portfolio or a big part of our portfolio is actually the work of preparing teachers.

And I want to focus specifically on the WWRBF fellowship for aspiring teachers of color today. And in my third role at the Foundation, I’m the program director for that teaching fellowship.


So the program is a national program. We received $5 million from the Rockefeller Brothers’ Fund. (Travis) is actually a WW - he’s an RBF fellow from before but it still active with the current group of fellows. We have brought eighty-two teachers into teaching to prepare them since 2010 with that $5 million grant.

We have five cohorts. We had to take one year hiatus because it has been so difficult to actually build on that $5 million. We have sought additional monies to support this endeavor of getting more teachers of color into the field, but it has been particularly difficult because funders have had their focus elsewhere over the past year.


So with our program, we have what are called 48 nominating institutions, and those are institutions that have said it is important to use to diversify the teaching force and for us to send our best people to be able to become teachers. And we have what are called twenty-nine partner institutions. And those institutions are institutions that we allow fellows to go to - our WWRBF fellows -- because they’ve made commitments to preparing teachers of color; and more importantly, because they have rich clinical programs.

So that was done - the nomination or the decision around nominating institutions and partnering institutions was done through an RFP some time ago. So those are basically set lists of who those institutions are.


So there’s some key components that speak to some of the things that (Jose) hit upon and I believe (Travis) hit upon. And first and foremost is that financial support. For our fellows, the ability to do this - they would not be able to go into teaching if it were not for the $30,000 stipend. And I will say that even with the $30,000, many of them - it doesn’t cover an entire program.


The other piece - and so the loan repayments are for people who transferred to WWRBF that were already in process. And so we provide that financial support that they wouldn’t have otherwise.

The other major component of our program is that mentoring support. So Terrenda and (Travis) and (Jose) have talked about the importance of providing this ongoing support. We do that. We offer that ongoing support for three years as they become teachers of record in schools and we do that by providing them with a mentor who works with them either online or in some virtual way, or at times face-to-face.


Now I will say that not all of our mentors are - necessarily have been teachers of color themselves. (Travis) is a current mentor for our fellows. But all of them are culturally competent and know what it means to work in a high needs school.

We also provide for our fellows webinars and convenings, and those are opportunities for them to come together and to discuss issues that are taking place in their schools and to network with one another, and to figure out how to do this work. And I think (Jose) made a really good point. One of the things that we’ve been trying to do with our fellows is saying you all are the people that are on the ground. Many of you have had the experience that your students are having. You all should be the voices out on the forefront in terms of what our students need. And so we use those as opportunities to bring our fellows together.

In terms of the selection process, our liaisons are key and what we say is we want people to nominate the best of their students. These are people who know the students well and they’re able to nominate two per institutions. If they don’t have two that they feel should be nominated in a particular year, we nominate one.

We go through an internal review of applications that’s quite rigorous. We then provide a selection day where we pay for travel to come to the selection day event because, again, many of our fellows cannot afford to do that themselves. We pay for them to overnight. We pay to ensure that they have professional development.


They go through a series of panel interviews with our selectors. We have group activities to get a sense of who these individuals are and why they want to do this work. And then we also offer graduate application coaching. And because our cohorts are small, we think that piece is important because the majority of people who are in the room are not going to get a fellowship, but we feel that it’s critical that they get to be - professional development they need so that if this isn’t a pathway into the field for them -- our fellowship -- they can do it in another way or they can apply elsewhere.


I do want to go back and Terrenda talked a little bit, I think, in her slides about alternative pathways. And (Jose) talked about this as well. Where we’re seeing traction in terms of recruiting and selecting teachers of color is really within alternative pathways. And I want us to be mindful of the fact that, yes, we have increased, I think, teachers of colors; but we haven’t really increased them coming through traditional pathways, which is where the vast majority of teachers come from.

And so we need to think really carefully about what are the recruitment strategies and, as Terrenda said, what are the retention strategies? So there’s a little bit of data here. So again, that 82% number - the reason why there are 82% of the teachers are white teachers is because they’re coming through that traditional pathway.

But our alternative teacher preparation programs are doing a very good job of - and I’m sure that we want definitely for them to do better, but they’re doing a much better job. And it is because of the reasons that (Jose) talked about -- people have to make decisions. If they’ve already incurred debt, they don’t want to incur debt again as they continue on in their profession.


So recommendations for consideration -- I believe that if we say this is important that we put our monies behind it. And to date, I would say that in my mind that we -- at least in traditional pathways -- haven’t offered teachers of color the sort of packages that they need in order to make this doable. We also need to broaden selection criteria in general about what it means to be a good teacher. Yes, we need smart people to be in classrooms but we also need culturally competent people to be in classrooms, and there’s a wide variety of criteria that needs to be mined in order to find the best people.

I’d also say that we need to enact more -- and I’m speaking mainly about traditional pathways -- robust marketing and recruitment strategies to actively pursue teachers of color. They are out there and they want to do this work, but it’s got to be work that it’s not going to incur further debt for them. And then to think about ways that universities can partner with school districts around cultivating a pipeline.


Now, the thing that’s not on this slide is about ongoing mentoring and support and to me that - it’s a piece that we don’t do well for anybody. And I think that the work that (Travis) is doing around providing specific professional development around - for teachers of color - the work that we do at Woodrow Wilson in terms of the type of access that we give them to speakers, et cetera. That’s the sort of thing that people need because as (Jose) was talking about, they are often times in institutions that pathologize students of color. And they need an outlet to talk about that and think about ways that as they learn how to teach they also are being advocates for their kids.


So why is this important? As Terrenda said, the research is there. It’s the importance of role models. (Maxine Green) talks about - you cannot be what you cannot imagine. And for far too many kids of color - as a woman of color, I am concerned about the lack of role models for them, particularly in the stem fields. And then - but also for white students because what they can’t see they can’t imagine as well.


And then - so the piece that I would like to add is that for many of our fellows, it’s not just about the impact on one student or one classroom. It’s about the impact that they make on an entire community, and that’s why they do this work.


So I’d like to end my portion of the presentation by reading a quote from a fellow in a former cohort. The pictures you see there are actually the nine and that’s because we were scrambling around the ways of using our money to actually come up with a fifth cohort of teachers. We were only expected to actually recruit 75 but because of the generosity of the Rockefeller Brothers Fund we were able to eke out two smaller additional cohorts.


So I’m going to read the entire text, but the short version is there. And this was remarks from a fellow form an earlier cohort: “I was born to immigrant Salvadoran in the South Bronx and I was a student in New York City’s public school system at the age of four. But for all the caring and compassionate teachers I met, there were teachers who completely worked against that. I was told on numerous occasions that I would wind up a statistic, meaning that I would end up dead or in jail simply because I was Latino. I was told that I was nothing more than just a waste of space in a classroom simply because I did not perform well on a test.

But I took this negativity and turned it into my biggest driving force. Since I was told that I would fail, I decided that I wanted to help guide children onto the right path. As an adult I now realize why so many people became victims of their environment, and that is why I want to give back to my community and become a teacher.”


And while this is not the experience of every RBF fellow, it is an experience that is common among the fellows. And this is why they do the work that they do. As this teacher of color says - that he met many caring and compassionate teachers, and too many of our kids are languishing in classrooms where it’s not as explicit and blatant as what the one or the few teachers said to them. But there’s a lack of high expectations, et cetera, for our kids.


So I’m just going to end there so that we can open up the conversation.

David Johns:
Awesome, I appreciate that. I imagine that if we were all together everyone would be clapping to thank you all for your thoughtful and thorough presentations.


I have a question for each of you while everyone is thinking about their questions or continuing to think about them, and it’s squarely - what’s the call to action when you guys think about what you guys have presented individually and collectively? What’s the one thing that each of you would ask those who are on the phone to do and to ask their colleagues to do?


(Travis), why don’t we start with you and we’ll work our way down?

(Travis Bristol):
I think that maybe the first call to action is to think, really, about retention and to really blend the experiences of the people who are teachers of color who are in the schools before we begin to look out and bring people in because we can’t bring people into a system that essentially operates as a revolving door. So there are conditions to schools that are pushing teachers of color out. so I think we need to (unintelligible) what those conditions are before or as we design the recruitment efforts.
David Johns:
Awesome, thank you. Terrenda?

Terrenda C. White:
I would piggyback exactly on what (Travis) has also said in terms of retention, and I would say we have to get deeper about what is shaping the attrition of our teachers of color. And what I mean by that is both what aspects of the school climate matter - (Jose) talked about his voice not really being heard at PDs and professional developments. And so that, actually, is represented in our national surveys, that teachers of color are choosing to leave.


So retention is the call to action and what exactly is going to be the key point for that - which is going to be voice and autonomy, and teachers feeling as though they have input in decision-making.


And then I would also say voluntary and involuntary departures also matter. So some teachers feel as though they have a choice in whether to leave, and that choice might be connected to issues of voice. Some teachers are feeling as though they didn’t have a choice. So there are some legal concerns, also, that have hit teachers of color harder, I think, in terms of how we’re restructuring schools.


So - but retention is definitely the issue as well as shoring up more support, as Audra said, for what we know are really great and awesome recruitment initiatives already happening.

David Johns:
Awesome, appreciate that. (Jose)?

(Jose Lewis):
I would suggest more than anything less because I do have communities online and offline that I can turn to - is we need to create a better system of support, and especially support so cost-ratio and gender lines for our teachers of color. For them to stay, I think one of the big things is we don’t have enough communities that can talk to each other about the issues that they’re having and being able to validate each other’s voices and turn to each other and work with each other around issues, especially when it comes to cultural and racial issues in the schools. It’s a really big deal.

So if you can’t do it right at the school site, then we need to develop maybe networks online and offline to develop ways for teachers to talk to each other and support each other through the hardest of these conditions who have already been aforementioned.
David Johns:
Awesome. And Audra?

Audra Watson:
Yes. So I will echo that but what I want to say is let’s put our dollars behind doing more research around or our dollars behind providing those forums for people. So if we say it’s important, we need to prioritize it; and the way we prioritize it is by putting the dollars behind it.


So - and then let me just also add and really pushing - we’ve got to keep them, but pushing traditional teacher preparation programs to beef up the packages that they offer to students of color.
David Johns:
Awesome, appreciate that. For anyone who has a question, please type your question in the box marked “Q and A,” not in the chat box. Again, please type your question in the box marked “Q and A.” I’m going to turn it over and while I do this say thank you to Khalilah Harris, our Deputy Director, who spent a lot of time and energy pulling this together.

Khalilah, do you have a comment or question to kick things off?

Khalilah Harris:
Hi, thanks David. So thanks everyone and as you to begin to type your questions I just want to point out that tomorrow as a part of Teacher Appreciation Week, the Department of Education is going to be celebrating their educators of color and you can watch live at edstream.ed.gov beginning at 9:30 am Eastern Standard Time.

So for all of you on our West Coast, Midwest folks -- grab some coffee, get up early, and watch live. We’ll be having some panels that will go from policy to practice and this will be the first time that the Department of Education is hosting any large group of male educators, but we are so delighted that it’s going to be focused on male educators of color coming together to build community and to walk away with tools they can use in the classroom to address some of the things you’ve heard on the call.


You can also use the hashtag “Meocated” so you can join the dialogue. And we’d like to have multimedia presentations, so you may see your tweets streaming on the screen while we are having these panels and engaging men coming from across the nation including from Hawaii. So please join us and we look forward to your questions coming up.
David Johns:
Awesome. I don’t see any questions in the chat box yet, but have a few that I wrote down so I will run through them while we see if anyone in our community wants to engage.


Audra, you mentioned a couple of things; specifically, there are additional considerations or criteria that we should be thinking about in expanding what it means to be a good teacher. Can you say a bit about what additional criteria we might want to consider?

Audra Watson:
Well, so I am specifically thinking about this issue about - well, obviously, communication skills, right? People have to be smart and you can show smart in different ways. There’s a test but there’s also multiple ways to show you are a competent, intelligent individual.


But this issue of cultural competence I think that we often pooh-pooh. And when I say cultural competence, some people think at the low level of tolerance, which is a word that I don’t like and I don’t use. They think at that level where what I’m talking about is engaging students in work that is - so on one level is rigorous, is engaging, et cetera.

So how do we build on - so it’s this issue of assets. How do we take every child that comes into a classroom with everything they need? It is the role of the teacher and I’m not saying it’s easy because I was a middle school teacher for many years. It is the role of the teacher to -- one -- accept that that child comes in with everything they need and to build on it with their own knowledge base.

And so I think that there are certain beliefs and actions that people who are culturally competent enact on a daily basis with kids that we somehow need to build into our selection criteria. And I’m not talking just teachers of color; I’m talking everyone.

David Johns:
That makes sense and takes us back to where we started in terms of (Travis)’ observations around leadership and the importance of diversity from that perspective. (Travis), will you say a bit more about how we might think about closing the gap between where we are now in terms of the lack of diversity within the teaching profession, specifically, as well as in the leadership space more specifically?

(Travis Bristol):
I’m curious - my sense is that there - at least in Boston it was the case. There were more administrators of color and that’s because the superintendent was of color - the former superintendent, anyway. He was very strategic about doing that hiring. So it was a priority for the district to hire administrators of color.

I think that my one caution around thinking about increasing the number of administrators of color -- while we should do that -- is that I think that the trough and we quickly pull teachers of color from the classroom to become administrators when we happen to have the opportunity to sharpen their instructional practice. And so we ask them to be instructional leaders without giving them enough time to hone their practice.

So I think that we should caution. That was the case for me after my thirty years teaching in New York City. Someone - I was recruited to become a principal and I wasn’t ready to do that. So I think that we need to be cautious around - yes, we want to increase the number but we also don’t want to pull people too quickly.
David Johns:
Awesome. And same vein thinking about tension, (Jose), I appreciated your comments about and the phrase that I wrote down was “brokers of change.” And I thought about my own role of being a black male kindergarten teacher in New York City in terms of being disruptive both literally and figuratively.

How are you supporting yourself in doing this work? I’m thinking about all that’s required of us as classroom teachers, not only with our students but with our colleagues. So when thinking about the risks that one might have to take in order to be disruptive, what have you found a source of support or inspiration? Or what are you doing in order to keep yourself sane, happy, and healthy?

(Jose Lewis):
Well, for one, I’m blessed to have a community online called Educolor. I have created my own space with a bunch of folk -- parents, teachers, students -- who all want to come together and have these conversations about cultural competence and race. And it’s been such a really supportive, positive network because we all not only believe in just cultural competence for everyone but also in supporting each other and elevating our own voices.

Secondly, I also try to make sure that I get people and kids around me and just constantly talk to them about - what do we do when we have these situations? So, for instance, issues that have happened in Ferguson or in Baltimore or anywhere else, or New York City, of course, right in my backyard.

I would just take this team and issue a warning and say, hey, what did you think about today? What was going on in your head? Never, of course, composing myself in the discussion, but always just trying to hear what the students are thinking, how are they feeling about what’s going on, and how does that reflect on them. That stuff empowers me in a very big way.


And I think what we also start seeing, too, is that that makes the students feel more trusting in me and any teacher who would love to listen to them. Those things empower me a lot and I’m blessed for that.

David Johns:
Appreciate that. And Terrenda, from a systems perspective, when you think about the role of post-secondary institutions of higher learning like your own as well as powerful and important alternative certification providers, what’s the most important work that needs to happen next? If we think about the next two years before we move into another - not even next year before we move into another administration. What are the maybe two things that need to happen in order to ensure that the next time we convene to have this discussion we can celebrate some meaningful progress?
Terrenda C. White:
Well, I do tend to look at this as a systems level thing and I actually miss the classroom as a former educator myself. And in terms of the K-12...

David Johns:
(Unintelligible) there’s no such thing as a former educator.

Terrenda C. White:
Exactly, thank you. But I think we have to think about the relationship between policies and the decisions by teachers of color to stay or leave the profession. So I know that we’re gearing up for another campaign in the next couple of years around national leadership, and in terms of the platform for education - so what does it mean to think about accountability policies and other things that teachers are facing?

There are some hot potato issues that I know some of us might not want to engage in as researchers, but I think some of those issues might be impacting teachers of color who we know they typically work in inner city schools, schools serving higher populations of students of color, and low income students.

So to the extent that we are reorganizing those schools and reconstituting those schools, how do we protect the teachers who are already there and teachers who are choosing to work in those very spaces? We might be creating a distance for incoming teachers and for teachers who are already there working in some of those schools.


So I would say we just really have to think about - have policies disparately impacted teachers of color, in particular communities? And how do we resolve that so that certain policies aren’t hitting teachers of color harder than they are other teachers? So that’s just connecting thinking about the implementation of policy, perhaps, around our goals for outcomes and accountability; but making sure we’re not violating a particular group of teachers more so than others who are working in the very spaces that are being targeted for intervention.

Woman:
Hello?

Woman:
David, are you still there?

David Johns:
I’m still here, yes. The phone was on mute. I was just asking you guys to help keep me honest and ensure - I don’t see any Q and A on my computer. Do you guys see any on yours?

Khalilah Harris:
So let me jump in here. It might be that it’s only on my screen as the host. We started ten minutes late. If everyone is okay to go to 8:15 - so if you could drop off when you need to, but I will jump in and field some of the questions we see here.


I want to start off with (Christina Torres) and she’s asking how do you help teachers navigate the struggle of coat switching?

Woman:
Can you repeat the question one more time please?
Khalilah Harris:
Sure, and let me just scroll up a little bit to get her exact wording.
Audra Watson:
Yes, that - yes. So that’s it. I think I understand the question, so let me take it. So one, I would say - so what do we mean -- one -- but “struggle?” At the end of the day, what kids need to be able to know is when it’s appropriate to use particular language. It’s like - the example I use when I work with new teachers is if I’m at a restaurant, there are certain things I’m going to do if I’m eating chicken that I would not do at a restaurant that I would do at home.

So it is not - one, we need to honor the fact that the kids are bilingual, despite the fact that they’re not speaking another - a language other than English, that they have multiple ways of making meaning in the world and communicating in the world. And we need to honor those ways of making meaning.


But for certain purposes and certain audiences, one way is going to connect with that audience and another way is not going to connect with that audience. So if I understood the question correctly, that’s my answer to it.

Khalilah Harris:
Great, thank you. I’m going to keep us moving. I have another question from (Gangis Carter) and (Christina) accepts that answer. Thank you. His question is for you, Audra. At what level has recruiting - are you aware of data that shares at what level recruiting teachers of color has been stronger? Has it been at the elementary level or the secondary level?
Audra Watson:
It’s a very good question. So we have - our - and I don’t have a national data set, but I do know for our program that there are very few teachers of color who teach math and science; that the vast majority of the teachers that apply to our national pool are teachers that have focused in the social sciences.

So we have a lot to do in that area and it’s a cycle. So if people - if our kids aren’t getting good instruction and good and sound instruction in math and science and are not getting rigorous instruction in math and science, they’re not going to be competent and able to get into schools that are going to allow them to focus on math and science.


And so one of the things that we should think about is - how do we prepare - and I think it was (Travis) that had a slide about reaching back into high schools, or maybe Terrenda into working with kids who are interested in teaching. We need to do - it’s almost - and it’s not for everybody because there are kids of color who are high performing in math and science. But for many of them, they’re not and it’s the instruction.


And so can we think about ways to shore that up so that we get more kids into math and science that want to then teach math and science.

Khalilah Harris:
Great. We have a high school student who’s joining our forum tomorrow from Denver, Colorado who participates in a high school program called Pathways to Teaching. So reaching back and certainly making teaching sexy in the way that we admonish students to become doctors and lawyers is going to be critical.


I want to mesh a couple of questions and this’ll be second to last. I’ll do one more after, but folk are asking about which institutions are most ripe for producing educators of color and what the role of HBCU plays into facilitating educators of color coming into the field. And I’m going to expand that to be all minority serving institutions and I’ll leave that question open for anyone.

(Travis Bristol):
I can only speak for the institution that I worked for, for three years training teachers (unintelligible) Institution. And as I said, I have some - I think that we did some really great work there, but I think that like we need to build the competency of teachers, I think there’s lots of work that also needs to be done with teacher educators.

And what I saw sometimes was that there were some colleagues who had very - they brought their own baggage to the classroom and projected that on our teacher (unintelligible) of color. And we struggled with retention, so I think there is lots of work to be done with teacher educators as well.
Terrenda C. White:
I also think MSIs -- or minority serving institutions -- have traditionally been at the forefront of really bringing in teachers of color and preparing teachers of color at really high rates. And I think maybe the teacher education models coming from those institutions should lead the way in how other traditional universities shape their idea of a quality teacher in terms of building in the cultural competency, culturally relevant pedagogy. I think some of that can come from positioning MSIs as a leader in how we think about recruitment and retention and preparation of teachers of color.

Audra Watson:
Can I just - I want to add to both what Terrenda and (Travis) were saying because it is critical that teacher educators are also doing this work and sometimes it works across purposes - is that I think (Diegas) and (Lucas) who Terrenda mentioned in some of her research talk about the fact that institutions should be talking about cultural competence not in that one class that you have to take about multiculturalism, but it should be embedded in all the features of the program.


So you should see it from the top to the bottom of the program -- in the leadership of the program. You should see it in the way the courses unfold and the strands within the courses, et cetera. And I think that if you look, that they in their work come up with basically a framework for how institutions can think more coherently about that as opposed to making it an add-on approach.

Khalilah Harris:
Alright, I’m going to field this last question and pitch it over to (Jose), and after that if everyone can just give a thirty second thought to close out the discussion after he responds, that would be great.


So this is from (Arielle Murphy) and her question is what actions can teachers of color - let me take a step back.. She’s framing the idea that schools have behavior management systems in place that teach compliance and suppress student voice, and it’s been really difficult for her. And she’s wondering - how does that play - what role does that play in driving teachers of color out who are sometimes more inclined to be social justice-minded?

(Jose Lewis):
Well, I’m glad you mentioned that because that’s a big part of my activism these days too -- supporting teachers who are (unintelligible). It is a big deal, especially when it comes to race issue. When you work at a school that’s hard to staff already and you may have come from a background where the schools that you went to were also of this background, it brings a lot of the feelings that you had when you went to the school back.

And that’s another thing that we talk about too is this idea that there’s a trauma involved when you don’t see the change that you would like to see as immediately as you’d like. Some people call that naiveté or whatever, but for me I also feel like teachers generally want to walk in there and try to help change things.

When we don’t have systems that will help address those racial and cultural changes, it becomes really difficult to work in the building that doesn’t address those at least on some level. There has to be some sense that - hey, listen. What I’m saying matters to what’s happening in the school. We don’t have those channels for agency for teacher and students; then it becomes harder for the adult to stand by and say this is a place I want to work at. And that’s something that goes along with the working conditions element.
Khalilah:
Alright. So let’s start with (Travis) -- thirty second closeout.

(Travis Bristol):
Thirty second closeout addressing that question?

Khalilah Harris:
Final thoughts.

(Travis Bristol):
Final thoughts. So I think that, also, we talked about the work that needs to happen with teachers. I think that we also need to talk about some of the work that needs to happen with administrators because administrators are creating these challenging conditions. And I think that we also need to think about the kind of support the administrators need. So I think that we also - while we’re talking about teachers, we have to recognize that administrators essentially run the building, and so we have to support them as well.

Khalilah Harris:
Thanks (Travis). Terrenda?

Terrenda C. White:
Yes. So I think I’ll end with - I think we should give a lot of kudos to the wonderful work of institutions or programs like Woodrow Wilson, those programs and other really innovative programs that are financially supporting teachers of color, and even pre-college students to think about education. We need to shore up support for bringing teachers into this profession, but we also need to think about how to keep them in the profession and really taking more seriously their experiences in schools and with issues of voice and autonomy and decision-making.

And I think administrators are important and we have to really think about their role in teachers’ decisions to leave or to stay. But we also should think about shoring up the political rights of teachers and making sure that they have some sort of collective way in which they can shape and control their own working conditions. I think we lost ground in that sense and that can really shape their sense of voice and professional protection in their schools.

Khalilah Harris:
Thank you. (Jose)?

(Jose Lewis):
I’ll say that we also need to find ways to highlight the work that’s being done (unintelligible) despite (unintelligible) conditions. There’s a lot of (unintelligible) that for (unintelligible) won’t hire us as educated (unintelligible) as well. So maybe something else needs to be added to this element. We have less options but at the same time for us teachers of colors, we want to work with the kids that we see in front of us because we see ourselves in the children that we serve. That needs to get out more.
Khalilah Harris:
And Audra, we’re going to give you the last word.

Audra Watson:
The final word. So I want to echo what (Jose) said because there are a lot of phenomenal teachers of color out there and teachers that are serving minority students that are doing really that they need not just good work. That’s not, as I said before, about one classroom at a time or one student at a time; but it’s about serving a community and ensuring that the kids that they have in front of them can go out into the world with the skills to get a job but to actually make a change in their communities.

And we need to honor those people and we also need to make their work known. We often times shy away. There’s always the bad stories about what’s happening in schools. We need to tell the really good stories much more frequently.

Khalilah Harris:
Alright. Before I pitch it back over to my boss, I want to let everyone know at least thirty of you have asked the question. Yes, the PowerPoint slides will be made available. We will email it to everyone who’s registered. So thank you for joining and I’m pitching it back to you, David.

David Johns:
Thank you Khalilah. Again, just want to say thank you for your leadership and to all of our experts for all of the work that you’re doing. I want to remind everyone that very much related to many of the comments in terms of the concluding remarks that the reason why we thought it was important to host this event has everything to do with highlighting a bright spotlight on the work that African-American educators are doing all across this country.


And so we encourage each of you who have not yet signed up to follow us on Twitter and to subscribe to our newsletter to do so. Each week we highlight an African-American educator doing phenomenal things. We also encourage you to share your own profiles and profiles of individuals that you know of who are supporting both the learning and development of our babies, as I call them.


Know that we are also committed to synthesizing many of these discussion points and some of the major themes that were included in the presentations today. we’ll be sharing that with everyone who was registered and ask that you -- if nothing else -- take something that you’ve heard today and share it with someone who could use it to better support one of our students, to improve our schools, to help our community, and ultimately to help support our country.


Again, just want to say thank you each for spending your time today, and hope that the conversation doesn’t stop now.
Khalilah Harris:
And for the operator, this concludes our call.
Coordinator:
Thank you. And that concludes today’s conference. Thank you for joining. You may now disconnect.
David Johns:
Thank you all and we’ll talk soon.

Group:
Thank you.

END

