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A Note on Terminology
This report includes a number of terms that may be challenging to the reader. In general, we are navigating 
the complexity of language by using the terms “racially marginalized and minoritized” to refer to educators, 
teachers, students, and other populations of focus here (1) to call into question the inaccurate assignment of 
the inferior social status associated with group-specific characteristics or so-called “deficiencies” linked to 
certain individuals and groups; and (2) to push against the [mis]use of the term “minority” as something 
other than an indication of numerical representation or something that attempts to normalize the collective 
stigmatization and subjugation of particular individuals and groups. We further recognize the limitations of 
this language and would like to highlight that specific racialized groups and the individuals therein are rich 
in history, culture, and pride and have been racially marginalized and minoritized by White supremacy.

In some circumstances, we use the language of the research community as defined within their studies.  
For example, the National Center for Education Statistics uses the term "students of color" and we use this 
terminology in this report when referring to their data sets. That said, we recognize that “educators/teachers 
of color” and “students of color” both have value and are also inappropriate for reasons noted by a number 
of leading scholars.1,2 The authors recognize, with their apologies, that these terms may be offensive to some 
due to the lack of centering around the systemic racism that continues to oppress, invalidate, and deeply affect 
the lives of Black and Indigenous people in ways that other people who are racially marginalized and minoritized 
may experience differently. Furthermore, we would like to note that the language herein is problematic for 
federally recognized tribes (i.e., those of American Indian and Alaska Native descent) who possess a distinct, 
legal political status from other groups who are racialized in the United States. As the language evolves, we will 
continue to pursue better options. 
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Introduction: The Need for an Integrated Approach 
to Educator Shortages and Workforce Diversity
Within the education workforce, two significant challenges are receiving national attention: 
teacher shortages and the need for diversity among educators.3,4 These issues are widely 
discussed in the news,5,6,7,8 prioritized in district and state strategic plans, and debated by 
researchers generally as separate topics addressing separate needs.9,10,11,12,13 Yet approaching 
educator shortages without a commitment to educator diversity overlooks multiple realities 
that disproportionately impact students and educators who are marginalized and minoritized. 

An unintegrated approach ignores the fact that shortages are influenced by systemic inequities. 
These inequities come in many forms: inequitable access to an effective education, inequitable 
hiring practices, lack of income potential, unwelcoming induction programs, poor working 
conditions, and inequitable promotions.14,15,16,17,18,19,20,21,22 Further, the experience of vacant 
classrooms that result from shortages and the limited access to same-race teachers may, in 
turn, influence student outcomes and subsequent interest in the pursuit of teaching.23,24,25,26,27 
Despite years of policies, programs, and practices targeted at shortages or diversity, these 
two issues continue to pervade the education system. They are propelled by and inextricably 
linked through systemic inequities. 

Recruitment and retention of teachers 
who have been racially marginalized  
and minoritized should be a central 
component of all efforts to address 
educator shortages. Such integrated  
efforts are more likely to examine  
systemic barriers, avoid one-size- 
fits-all solutions, and prioritize the  
value of underrepresented teachers  
(e.g., by increasing academic outcomes, 
promoting a shared understanding of 
cultural differences, and expanding 
students’ critical thinking skills and social 
and emotional intelligence). Integrated 
efforts are more likely to achieve the 
desired impact—resolving shortages by 
attracting, recruiting, and retaining effective 
and underrepresented educators for the 
students who need them the most.28,29

Innovative Strategies and  
Examples Across the Talent 
Development Continuum
This brief is the first in a two-part series. Part 2 can be 
found here: Prioritizing an Integrated Approach to 
Educator Shortages and Workforce Diversity, Part 2: 
Innovative Strategies and Examples Across the Talent 
Development Continuum.

For a quick visual of the content covered here, check 
out the related infographic by clicking here. 

https://www.air.org/sites/default/files/2023-10/Prioritizing-Integrated-Approach-Educator-Shortages-Workforce-Diversity-Part-2-October-2023-v2.pdf
https://www.air.org/sites/default/files/2023-10/Prioritizing-Integrated-Approach-Educator-Shortages-Workforce-Diversity-Part-2-October-2023-v2.pdf
https://www.air.org/sites/default/files/2023-10/Prioritizing-Integrated-Approach-Educator-Shortages-Workforce-Diversity-Part-2-October-2023-v2.pdf
https://www.air.org/sites/default/files/2023-10/Prioritizing-Integrated-Approach-Educator-Shortages-Workforce-Diversity-Part-2-October-2023-v2.pdf
https://nam10.safelinks.protection.outlook.com/?url=https%3A%2F%2Fwww.air.org%2Fsites%2Fdefault%2Ffiles%2F2023-10%2FNavigating-the-Road-Diverse-Teacher-Workforce-Graphic-October-2023-v2.pdf&data=05%7C01%7Clrowe%40air.org%7Cee0a32fbeccb4772136508dbce47a1d3%7C9ea45dbc7b724abfa77cc770a0a8b962%7C0%7C0%7C638330579278686699%7CUnknown%7CTWFpbGZsb3d8eyJWIjoiMC4wLjAwMDAiLCJQIjoiV2luMzIiLCJBTiI6Ik1haWwiLCJXVCI6Mn0%3D%7C3000%7C%7C%7C&sdata=rgTpqhdbbn%2FqoK4YniN5LCsITRaS1Z%2F62wT5G9VNkOc%3D&reserved=0
https://www.air.org/sites/default/files/2023-10/Navigating-the-Road-Diverse-Teacher-Workforce-Graphic-October-2023-v2.pdf
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This report begins with a discussion of the research base related to three critical realities 
affecting our current educator workforce:

 y Reality #1  |  Shortages disproportionately affect students who are racially marginalized 
and minoritized. 

 y Reality #2  |  Educator recruitment and retention are influenced by systemic racism and 
racial disparities in education.

 y Reality #3  |  Educators who are ethnoracially diverse are critical to addressing the needs 
of today’s classrooms.

EFFECTIVENESS AND DIVERSITY: BENEFITS TO STUDENTS  
AND SCHOOL COMMUNITIES 
Education leaders may benefit from more holistic definitions of educator “effectiveness” that consider 
connections to educator diversity. Educator effectiveness has often been defined narrowly, with emphasis 
placed on educator qualifications or student performance on standardized tests. In this report, we consider 
connections between the concept of educator effectiveness and educator diversity, taking into account the 
evidence base illustrating the benefits of employing underrepresented educators, particularly for students 
who are racially marginalized and minoritized. These benefits include the following:

 y Improved outcomes for Black and Latinx students on standardized tests as well as increased attendance, 
enrollment in advanced-level courses, graduation rates, and college attendance rates.24,28,30,31,32,33 

 y Greater teacher understanding of students’ cultural experiences and increased use of instructional 
practices that are responsive to students’ cultural strengths.28

 y Greater satisfaction among Black and Latinx and White students. Students note that interactions  
with underrepresented teachers often made students feel both cared for and academically 
challenged.34

 y Increased student exposure to different perspectives and promotion of a shared understanding of 
cultural differences among students.35

 y Increased problem-solving and critical thinking skills and increased social and emotional learning.35

 y Greater likelihood of addressing concepts such as racism and bias in the classroom.36,37 

After discussing the research base for these realities, we highlight integrated approaches  
that states, education preparation programs (EPP), districts, and other education organizations  
are implementing to address both teacher shortages and the need for racial diversity  
in the teacher workforce. These strategies, outlined in Part 2, can serve as models for  
other education entities seeking guidance on how to better address these challenges 
simultaneously. Because research indicates the benefit to school systems that improve how  
well they attract and serve prospective teachers (and specifically underrepresented educators)  
at every point in the educator pipeline,38,39 the discussion is informed by the major steps in the 
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educator career continuum—attract; prepare; and develop, support, and retain—as shown in the 
Talent Development Framework (see Exhibit 1) from the Center on Great Teachers and Leaders 
(GTL Center). For each stage of the framework, in Part 2, we offer strategies and accompanying 
examples that use an integrated approach. Additional tools and resources are outlined in the 
Next Steps section, which aims to guide readers toward building programs that simultaneously 
address these issues.

Exhibit 1. The GTL Center’s Talent Development Framework

Reality #1: Shortages Disproportionately 
Affect Students Who Are Racially 
Marginalized and Minoritized

Over the last two decades, studies have shown that retention rates vary across locales, and, in 
turn, schools within the same district have higher attrition rates where there are larger populations 
of students who are economically disadvantaged, minoritized, and marginalized.40,41,42,43,44 Recent 
data from multiple studies indicate that schools with a high concentration of underserved 
students, particularly higher concentrations of Black students, are more likely to experience 
classrooms with teaching vacancies and other acute staffing challenges.45 This is particularly 
true in classrooms in elementary school and in English language arts, social studies, 
mathematics, and English as a second language courses (Exhibit 2). 

https://gtlcenter.org/tdf
https://air.org/sites/default/files/2023-10/Prioritizing-Integrated-Approach-Educator-Shortages-Workforce-Diversity-Part-2-October-2023-v2.pdf
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Exhibit 2. Percentage of Schools Having Difficulty Filling Teaching Vacancies by Field of 
Teaching and School Concentrations of Students of Color

Field of teaching
Percentage (%) of public schools

14*

7

17*

10*

36*

30

40

32*

25

38

2828

6
10

General 
elementary

English 
language arts

Social 
studies

Biology or 
life science

Physical 
sciences

English as a 
second language

Mathematics

75% or more students of color Less than 75% students of color

Note. The y-axis here refers to the percentage (%) of public schools reporting that filling teaching vacancies was very difficult or that they 
could not fill the position. The x-axis refers to the field of teaching and the percentage of students of color in schools. The dark blue 
shading represents schools with concentrations of students of color of 75% or more and the light blue shading represents schools with 
concentrations of students of color of less than 75%. Students of color include those who are Black, Hispanic, Asian, Pacific Islander, 
American Indian/Alaska Native, and of two or more races. English as a Second Language (ESL) also includes English for Speakers of Other 
Languages (ESOL) and/or bilingual education. Each field has a different denominator because two response options—"This position is not 
offered in this school" and "No vacancy in this field this school year"—are excluded from the base. Although rounded numbers are 
displayed, the figures are based on unrounded data. Source: U.S. Department of Education, National Center for Education Statistics, 
National Teacher and Principal Survey (NTPS), Public School Data File, 2015–16.

* Significantly different (p < .05) from schools with concentrations of students of color of less than 75%.

Multiple studies suggest that students from racially marginalized and minoritized backgrounds 
experience more ineffective, out-of-field, or inexperienced teachers.43,46,47,48 Students who are 
poor, Black, or Hispanic are 50% more likely to be exposed to at least one novice teacher 
during elementary school compared to their more affluent White peers.49 Another study by 
Mehrotra et al. found that Black students across the country have more novice teachers and 
more first-year teachers in particular.50 Furthermore, Black students are more likely to be 
assigned to an uncertified teacher.50 The National Teacher and Principal Survey documented 
similar inequalities for students from economically disadvantaged backgrounds, many of whom 
are students who are racially marginalized and minoritized. Given that novice teachers have a 
higher attrition rate compared with veteran teachers and that teacher experience is associated 
with effectiveness,51 these students may be persistently assigned teachers who are not fully 
prepared, experienced, or effective at leading classes. 
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Exhibit 3. Percentage of Schools Having Difficulty Filling Teaching Vacancies by Field of 
Teaching and School Concentrations of Economic (Dis)advantage 

Field of teaching
Percentage (%) of public schools

13*

7

18*

11*

38*

31

39

31
27

38

2827

6
10

General 
elementary

English
language arts

Social 
studies

Biology or 
life science

Physical 
sciences

English as a 
second language

Mathematics

75% or more economically disadvantaged students Less than 75% of economically disadvantaged students

Note. The y-axis here refers to the percentage (%) of public schools reporting that filling teaching vacancies was very difficult or that they 
could not fill the position. The x-axis refers to the field of teaching and the percentage of economically disadvantaged students, who were 
approved for free or reduced-price lunch, in schools. The dark blue shading represents schools with concentrations of economically 
disadvantaged students of 75% or more and the light blue shading represents schools with concentrations of economically disadvantaged 
students of less than 75%. English as a Second Language (ESL) also includes English for Speakers of Other Languages (ESOL) and/or 
bilingual education. Each field has a different denominator because two response options—"This position is not offered in this school" and 
"No vacancy in this field this school year"—are excluded from the base. Although rounded numbers are displayed, the figures are based on 
unrounded data. Source: U.S. Department of Education, National Center for Education Statistics, National Teacher and Principal Survey 
(NTPS), Public School Data File, 2015–16.

* Significantly different (p < .05) from schools with concentrations of economically disadvantaged students of less than 75%.

Reality #2: Educator Recruitment and 
Retention Are Influenced by Systemic  
Racism and Racial Disparities in Education

From an early age, underserved students may be dissuaded or prevented from building an 
interest in teaching by the education system. Some scholars note that, “[w]ith few exceptions, 
whiteness is how we do education in the United States.”52 (p. 21) Through curricula, codes, rules of 
communication and conduct, and nods of respect, whiteness is “normalized and authorized.”52 (p. 15)

For example, for White students, school culture is often better aligned to their home culture 
while for students who are racially marginalized and minoritized, school culture may require an 
adjustment to “fit in” or to feel a sense of belonging.53,54 This is particularly damaging to Black 
students who may see their cultures marginalized and their bodies policed by a system that 
actively creates and enforces policies that privilege one culture and target another. This comes in 
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many forms from school dress codes to rates of discipline, suspension, and arrest.55 The system 
often places blackness in opposition to whiteness and deprives some students and schools of 
educational resources, culturally relevant pedagogy, and culturally affirming school discipline.52,56

As many state and district strategic plans acknowledge,a the teaching workforce is predominantly 
White and has been for years. During the 2020–21 school year, four-fifths of the workforce 
was White. This has not changed much over the last two decades.50 

Exhibit 4. Number of Public School Teachers and Percentage Distribution of Public School 
Teachers by Race/Ethnicity Over Time 
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3,049

3,200
3,103 3,151 3,170 3,184

8 6 3 7 7 3 7 8 3 7 9 4 7 9 5 6 9 5

83 82 80 79 80

White Black Hispanic Other Total number of teachers

Note. The top line graph refers to the number of public school teachers in U.S. public schools over time. The bar graph represents the 
percentages of teachers in the U.S. workforce from different racial/ethnic backgrounds over time. The total number of public school 
teachers in the first year (e.g., 2015) was retrieved for a given school year (e.g., 2015–2016). Race categories exclude persons of Hispanic 
ethnicity. Other include students who are identified as Asian, Pacific Islander, American Indian/Alaska Native, or those of two or more 
races. The total number of teachers in 2020 was a projected estimate. Source: U.S. Department of Education, National Center for 
Education Statistics, National Teacher and Principal Survey (NTPS) 2015–16 through 2020–21; National Center for Education Statistics, 
Table 209.10 from 2017 Digest of Education Statistics; and Table 208.20, from 2020 Digest of Education Statistics.

States and districts can benefit from considering student and teacher parity in their efforts to 
address shortages and to create a balanced culture in the education system.

a For examples, see the following links: Denver, Colorado; Jefferson County, Kentucky; Massachusetts; California; and Ohio.

https://www.dpsk12.org/wp-content/uploads/Denver_Plan_2020_English.pdf
https://www.jefferson.kyschools.us/sites/default/files/Vision%202020.pdf
https://www.doe.mass.edu/research/StrategicPlan-Summary.pdf
https://www.cde.ca.gov/ls/ex/documents/strategicplan2.pdf
https://www.co.portage.oh.us/sites/g/files/vyhlif3706/f/pages/08.2020_ode_final-strategic-plan-board-approved.pdf
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Exhibit 5. Percentage Distribution of Public School Teachers by School 
Concentrations of Race/Ethnicity

White
Black
Hispanic
Asian

Two or 
more races

Native Hawaiian/
Pacific Islander
American Indian/
Alaska Native

7
54

33
3

0
0

2

2!
60

8
27

1
≠

3!

≠

61

29
5!

≠
26

8
26

19
#

20

36
54

5
2

0!
0!

2

Student body racial/ethnic composition
Percentage (%) of Public School Teachers
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50% White
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Alaska Native

More than 50% 
Native Hawaiian/

Pacific Islander

2
93

3
1

0
0
1

Note. Race categories exclude persons of Hispanic ethnicity. Black refers to Black or African American persons. Hispanic includes 
Latino persons. Teachers include both full-time and part-time teachers. Detail may not sum to totals because of rounding and because 
some data are not shown. There were no schools in which students who were two or more races were a majority of the student body. 
Source: National Center for Education Statistics. (2020). Race and ethnicity of public school teachers and their students. (NCES 
2020-103). U.S. Department of Education. https://nces.ed.gov/pubs2020/2020103.pdf
# Rounds to zero. 
! Interpret data with caution. The coefficient of variation (CV) for this estimate is between 30% and 50% (i.e., the standard error is at least
30% and less than 50% of the estimate).
‡ Reporting standards not met. The CV for this estimate is 50% or greater (i.e., the standard error is 50% or more of the estimate).

≠ 

≠
≠

https://nces.ed.gov/pubs2020/2020103.pdf
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The limited racial diversity of the educator workforce in schools can be attributed in part to 
existing systemic barriers, racism, and inequities that have influenced the current composition  
of the educator workforce. Reflecting honestly on our collective history highlights some 
sobering truths. For example, the history of education in the United States includes the denial  
of education to racial and ethnic groups,14,15,16,17 the forced or coercive education of racial and 
ethnic groups,57,58 and the termination of more than 38,000 Black educators from their posts as 
a result of Brown v. Board of Education.59 These barriers and inequities may have led to fewer 
students who are racially marginalized and minoritized entering college or engaging in 
pathways to teaching.60,61,62 

Beyond these historical contexts, students and teacher candidates may have limited exposure to 
teachers and principals who are culturally, racially, and linguistically diverse. This lack of diversity 
within the teacher and principal workforce, coupled with associated biases63,64,65 and persistent 
barriers26,66 can lead to an unwelcoming experience in education overall. Racial biases (implicit or 
explicit) create an environment where racially underrepresented students and teachers may 
experience psychological threats (e.g., fear of being seen in a negative light or treated negatively 
because of their race/ethnicity; negative stereotypes of their racial/ethnic group) and encounter 
negative attitudes, beliefs, and treatment in schools where most of the teachers and leadership 
are White.67 Implicit biases among teachers vary by teacher race: Teachers who are racially 
marginalized and minoritized tend to exhibit lower levels of pro-White and anti-Black bias than 
White teachers. White teachers tend to have higher levels of pro-White and anti-Black bias. 
Black teachers tend to have the lowest levels of anti-Black bias.57 

Barriers to serving and persisting in the education profession occur throughout the 
education continuum, from K–12 preparation to salaries and promotions. Barriers include 
racialized disparities in K–12 bias in standardized test scores, exclusionary discipline policies, 
representation in special education, gifted and talented placements, gatekeeper courses 
(e.g., Algebra I), Advanced Placement and International Baccalaureate courses, access to 
college admission supports,68,69,70 and supportive college environments,71,72 lack of culturally 
responsive pedagogy in teacher preparation,73 invalid testing requirements for certification/
licensure,74 hiring biases,19 disparities in student loan debt,75 unwelcoming induction 
programs,76,77 poor working environments,78,79 and inequitable promotions.80 For example, 
teachers who are racially marginalized and minoritized are often asked to take on additional 
roles (beyond what is generally asked of their White counterparts) such as serving on 
diversity committees, mentoring students or new teachers, serving as a liaison to families  
who are racially marginalized or minoritized, or serving in disciplinary roles.81,82 These 
additional responsibilities rarely come with additional pay or promotions to administrative 
leadership positions or recognition for their academic contributions.75,81,83 Many racially 
underrepresented educators leave the field due to unsupportive work environments  
and the heightened sense of responsibility and increased difficulties noted earlier.82,84 



Prioritizing an Integrated Approach to Educator Shortages and Workforce Diversity, Part 1  |  
An Effective Workforce Is a Diverse Workforce

9

Policies, programs, and practices that acknowledge and take into account systemic barriers, 
systemic racism, and inequities for racially marginalized and minoritized students and 
educators are needed to make meaningful improvements in educator diversity. Awareness  
and acknowledgment of racial bias, systemic racism, and the resulting barriers can bring a 
valuable perspective to reforming existing policies and practices and to creating more positive 
experiences for students and educators who are racially marginalized and minoritized. 

Reality #3: Educators Who Are Ethnoracially 
Diverse Are Critical to Addressing the Needs 
of Today’s Classrooms

By integrating diversity into the shortages conversation, education leaders can tap into 
underutilized pools of potential teachers who bring professional strengths and cultural 
competencies that may serve as a potential antidote to the challenges seen in the field of 
education today.1,2,85,86,87 Aligned with the academic benefits listed on page 2, studies suggest  
that teachers who are the same race as their students are well suited to understand 
students’ cultural experiences and, therefore, may be more likely to employ instructional 
practices that are responsive to students’ cultural strengths.28 Studies also suggest that 
ethnoracially diverse teachers use culturally relevant instructional practices more frequently 
and have a greater likelihood of addressing racism and bias in their classrooms, which helps 
to prepare all students for a diverse world.36,88 A diverse educator workforce may benefit all 
students by exposing them to different perspectives and promoting a shared understanding  
of cultural differences among students while also expanding students’ problem-solving and 
critical thinking skills and increasing their social and emotional intelligence.35

The impact of a diverse teacher workforce extends beyond the walls of the classroom. Teachers 
who are racially marginalized and minoritized have important indirect effects that spill over into 
the classrooms of their colleagues in the same grade. In North Carolina for example, when Black 
students were taught by White teachers, but there was a Black teacher teaching elsewhere in 
the school, their math scores increased by 9% and their reading scores increased by 12% 
compared to students without a Black teacher in the school.89 

The diversity of school leadership also supports creating equitable and supportive environments 
that can recruit and retain teachers who are racially marginalized and minoritized.90 For example, 
one study of Tennessee and Missouri schools found that the presence of a Black principal was 
associated with a 7% likelihood of hiring new Black teachers.91 Furthermore, the study also found 
that Black students were more likely to have higher math achievement gains under the leadership 
of a Black principal, even without Black teachers. Ethnoracial diversity matters. Attracting, 
preparing, and retaining underrepresented educators can positively influence students as  
well as the school as a whole.34 
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Conclusion
In sum, recognizing the inextricable link between shortages and diversity has great potential to 
change the equation in education—reducing negative impacts on students while enabling 
teachers who are racially marginalized and minoritized to share the valuable knowledge and 
perspectives they can offer. Integrating efforts to address educator shortages and teacher 
workforce diversity is a commonsense approach; it is not, however, a simple one. To assist your 
state or district team in taking the next steps that are right for your context, this report concludes 
with some suggested questions to guide movement from knowledge to action.

Thank you for investing your time and energy in this important topic. For  
additional support, questions, or comments, please reach out to us at the Center on 
Great Teachers and Leaders at gtlcenter@air.org or the Center for Black Educator 
Development at info@thecenterforblacked.org. We help teams to develop data metrics, 
tools, and visualizations. We also provide support to teams for data analysis and strategy 
selection, equity audits and diversity labs, culturally responsive mentoring and induction, 
and apprenticeship and grow your own programs. State education agencies, local 
education agencies, and EPPs that are interested in networking with colleagues can join 
our National Collaborative on Accelerating Data-Driven Policy and Practice to Address 
Educator Shortages and Workforce Diversity.

mailto:gtlcenter@air.org
mailto:info@thecenterforblacked.org
https://gtlcenter.org/content/gtl-center-national-collaborative-accelerating-data-driven-policy-and-practice-address
https://gtlcenter.org/content/gtl-center-national-collaborative-accelerating-data-driven-policy-and-practice-address
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NEXT STEPS 
Using an integrated approach to address educator shortages and workforce diversity requires reflection  
and planning. Use these questions to guide your team as you take steps toward building programs that 
simultaneously address these issues. 

Step 1: Engage those who are most likely to be adversely impacted by shortages and limited diversity  
in reflection and planning. 

 y How can you and your team build trust, share access and ownership, and embrace messiness, 
interruptions, and discomfort? 

 y How can your team work to avoid perpetuating existing norms and biases? Can you include the  
voices of students and educators who are marginalized and minoritized in the process of reflection  
and planning? 92,93 

 y Can group members reflect the diversity of the student population and larger community to enable  
a broader perspective and ensure adequate representation? 

 y Recognize that this work may take time to build trust and understanding and to prepare for  
challenging conversations around race and diversity. How will your team plan accordingly?

Step 2: Reflect on existing policies, programs, and practices together. 

 y What policies, programs, and practices does your team already have in place for recruiting and 
supporting teachers from racially marginalized and minoritized backgrounds?

 y Do these policies, programs, and practices have a positive or negative impact? How do you know?  
How can your team build on or amplify the positive impacts? How can your team reduce or eliminate 
negative impacts?

 y What policies, programs, and practices could be more effective for addressing educator shortages and 
workforce diversity in your context? 

Step 3: Reflect on the context using available data and determine next steps together. 

 y What data would be useful to help make data-based decisions about next steps? Be sure to disaggregate 
your data as part of the analysis. 

 y What barriers exist for teachers from racially marginalized and minoritized backgrounds in your context?

 y What kind of resistance might you face when promoting an integrated approach with other partners? 
What tools do you need to mitigate that resistance? 
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TAKING ACTION
 y What will be your first steps toward addressing shortages and diversity using a more integrated approach 

(e.g., inviting new partners to the table, collecting data, building on current impactful strategies, finding 
funding)? Below are some resources that can help you take action:

 ¡ Ensure that your process is grounded in data and informed by the expertise of multiple and diverse 
team members using the GTL Center’s Moving Toward Equity Stakeholder Engagement Guide. 

 ¡ Promote a comprehensive, systematic vision to improve educator effectiveness using the GTL 
Center’s Talent Development Framework. 

 ¡ Build content knowledge and start discussions with the GTL Center’s webinar series: Beyond 
Selection and Hiring: Diversifying the Educator Workforce by Eliminating Barriers and Creating 
Pathways Throughout the Pipeline. 

 ¡ Examine current programs with an equity lens using the GTL Center’s READI Framework. 

 y How will you articulate the benefits of tackling educator shortages and diversity simultaneously?

 ¡ Use the GTL Center’s Communication Guidebook from the Equitable Access Implementation 
Playbook to get started. 

 y Who will you reach out to for support? What Historically Black Colleges and Universities (HBCUs),  
Tribal Colleges or Universities (TCUs), or Minority Serving Institutions (MSIs) could you partner with  
in this work? 

 ¡ Consider using the GTL Center’s Insights on Diversifying the Educator Workforce: A Data Tool for 
Practitioners or the Equitable Access Playbook, or contacting the GTL Center at gtlcenter@air.org.

https://gtlcenter.org/sites/default/files/GTL_Moving_Toward_Equity_Summary.pdf
https://gtlcenter.org/tdf
https://gtlcenter.org/content/webinar-series-beyond-selection-and-hiring-diversifying-educator-workforce-eliminating
https://gtlcenter.org/content/webinar-series-beyond-selection-and-hiring-diversifying-educator-workforce-eliminating
https://gtlcenter.org/content/webinar-series-beyond-selection-and-hiring-diversifying-educator-workforce-eliminating
https://gtlcenter.org/readi
https://gtlcenter.org/sites/default/files/Communication_Guidebook.pdf
https://gtlcenter.org/resources/equitable-access-supports
https://gtlcenter.org/resources/equitable-access-supports
https://gtlcenter.org/technical-assistance/insights-diversifying-educator-workforce
https://gtlcenter.org/technical-assistance/insights-diversifying-educator-workforce
https://gtlcenter.org/resources/equitable-access-supports
mailto:gtlcenter@air.org
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