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The Education Trust

Educator Diversity State Profile:

S5 LOUISIANA

RESEARCH SAYS THAT TEACHER DIVERSITY BENEFITS ALL STUDENTS, REGARDLESS OF RACE OR
ETHNICITY. HOWEVER, WHILE THE MAJORITY OF STUDENTS IN THE U.S. ARE OF COLOR, ONLY ABOUT
20% OF TEACHERS ARE OF COLOR.

Increasing the racial and cultural diversity of the teacher workforce takes a statewide commitment to collecting and analyzing
educator workforce data and leading targeted, data-informed efforts to develop policies that recruit, support, and retain a high-quality

and diverse educator workforce. This brief is designed to support these efforts by providing data analyses and a landscape of policies
and practices in each state for advocates, educators, and policymakers leading this work at the state level. See how Louisiana fares.

Louisiana Demographic Data (2018-19)’

Student Data Source: State website https://www.louisianabelieves.com/resources/library/student-attributes

Teacher Data Source: Data Request

Race/ethnicity Students Teachers? Paraprofessionals®
Asian 1.6% 0.9% 1%

Black 23.5% 23.5% 44%

Latino 8.4% 1.9% 3%
Multiracial 2.9% 0.4% 0%
American Indian/Alaska Native 0.6% 0.3% 1%

Native Hawaiian/Pacific Islander 0.1% 0.1% 0%
White 43.9% 73% 51%
Total Percentage of People of Color * 54.5% 26.1% 48%

1.The data was pulled from K-12 public and charter schools in the state, [2. K-12 classroom teacher full-time equivalents, 3. Paraprofessional full-time equivalents
4. Peaple of color describes people who identify as Black, Latino, multiracial, American Indian/Alaska Native, and Native Hawaiian/Pacific Islander

Schools With No Teachers of Color

Percentage of All Students in Schools with No Teachers of Color

To examine whether students have access to diverse teachers in their schools, we analyzed school-level data on teacher
and student race and ethnicity. Below are state-level findings regarding students’ access to teachers of color and same-race
teachers as well as the prevalence of teachers in schools with no other same-race colleagues.

-—
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https://edtrust.org/educator-diversity/#US
https://usc-word-edit.officeapps.live.com/we/wordeditorframe.aspx?ui=en%2DUS&rs=en%2DUS&wopisrc=https%3A%2F%2Fedtrust.sharepoint.com%2Fsites%2FEdPoint%2FETN%2F_vti_bin%2Fwopi.ashx%2Ffiles%2F48e19c9029fc4ebc833945078937cbbd&wdenableroaming=1&mscc=1&hid=DDD232A0-70E3-1000-C49B-3CD6F27B6B33&wdorigin=ItemsView&wdhostclicktime=1649720442984&jsapi=1&jsapiver=v1&newsession=1&corrid=bfbf0981-ced7-4e6e-b379-f108871bc424&usid=bfbf0981-ced7-4e6e-b379-f108871bc424&sftc=1&mtf=1&sfp=1&instantedit=1&wopicomplete=1&wdredirectionreason=Unified_SingleFlush&rct=Medium&ctp=LeastProtected#_ftn1

State Teacher Diversity Data — Louisiana

American Native

. S Indian/ L EVA
Latino Multiracial Alaska Pac.

Native Islander

Percent of students
attending schools with * 1.7% 4.2% * * * 12.8%
no teachers of color

Percent of students
attending schools with * 3% 37% * * * 0.0%
no same-race teachers

Percent of students
attending schools with * 90.6% 25.9% * * * 100%
>5% same-race teachers

Percent of teachers
working in schools withno  38.6% 1.3% 28% 46% 65.5% 81.5% 0.0%

other same-race teacher

*Too few students or teachers

Access to Non-Novice Teachers in Louisiana

Research shows students of color and students from low-income backgrounds are more likely to attend schools with greater
numbers of novice teachers than their peers. While new teachers bring energy and passion into their classrooms and schools,
teachers face a steep learning curve in their first few years of teaching. Schools with high turnover and a “revolving door” of
new teachers can deeply affect student learning.

Here is the state of Black and Latino student access to non-novice and certified teachers in Louisiana:

Disparities between schools serving the most and fewest Black students

Schools Serving the Schools Serving the
Most Black Students Fewest Black Students
Percent Novice Teachers 23% 1%
Percent First-Year Teachers 12% 4%

Disparities between schools serving the most and fewest Latino students

Schools Serving the Schools Serving the
Most Latino Students Fewest Latino Students
Percent Novice Teachers 15% 20%
Percent First-Year Teachers 9% 8%
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Disparities between Black and Non-Black Students

Black Students Non-Black Students

Percent of Students in schools with High

0, 0,
(=20%) percentages of Novice Teachers 33% 18%
Percent of Students in schools with High 349 149
(=10%) percentages of Uncertified Teachers ° 0

Disparities between Latino and Non-Latino Students

Latino Students Non-Latino Students
Percent of Students in schools with High o o
(=20%) percentages of Novice Teachers 30% 24%
Percent of Students in schools with High o .
(=10%) percentages of Uncertified Teachers 21% 23%

To move from highlighting these inequities to proactively addressing them, see the Roadmap for State Success in our reports
Getting Black Students Access to Non-Novice and Certified Teachers and Getting Latino Students Access to Non-Novice and
Certified Teachers.
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Policy Scan

To increase the racial diversity of the educator workforce, states must create the right policy conditions to support educator
preparation programs, districts, and schools in their efforts to prepare, recruit, and retain teachers of color. The following
describes the state’s progress toward creating those policy conditions:

RATING SCALE
Meets all or most of the Meets one or no
requirements within the goal requirements within the goal

Strategies:

1 « Make educator diversity data visible and actionable to stakeholders

2. Set clear goals at the state and district level to increase student access to diverse educators

3. Invest in educator preparation programs that increase enrollment and improve the preparation
of teachers of color

4. Target resources to districts and schools to support efforts that intentionally recruit and hire
a diverse teaching workforce

5. Invest in efforts to retain teachers of color that improve working conditions and provide
opportunities for personal and professional growth

6. Use federal COVID-related relief funds to invest in strategies that increase the racial diversity
of the educator workforce
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MEETS ALL OR MOST OF
THE REQUIREMENTS

1: Make Educator Diversity Data Visible and
Actionable to Stakeholders

For states to make progress toward increasing the racial diversity of the educator workforce, all stakeholders must have access to
useful and timely educator workforce data to set goals and chart a path forward. As keepers of state data systems, state education
agencies are best positioned to collect and share this data, which should be publicly available and easily accessible so stakeholders
can make targeted, strategic workforce decisions at the school, district, and state level.

For data to be meaningful, states must:

Criteria State Actions
‘ Louisiana posts school-level data on the racial demographics of the

educatot workforce on the state website through their Educator
Workforce Reports and through the Louisiana School Finder.

Share annual school-level information about the
racial demographics of the educator workforce,
including online in a dashboard, school report Therefore, the state earned a green in this category. For another example

c?rds,_or a state-developed report on the of a state that earned a green, see Massachusetts’ data dashboard.
diversity of the educator workforce

Rating Methodology:

® Publicly available school-level data about the racial demographics of the teacher workforce included in a dashboard, report card,
or report on the state of the teacher workforce

Publicly available district-level information about the racial demographics of the teacher workforce included in a dashboard,
report card, or report on the state of teacher workforce

® State-level information or no publicly available data on the racial demographics of the educator workforce
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https://www.louisianabelieves.com/resources/library/workforce-attributes
https://www.louisianabelieves.com/resources/library/workforce-attributes
https://usc-word-edit.officeapps.live.com/we/wordeditorframe.aspx?ui=en%2DUS&rs=en%2DUS&wopisrc=https%3A%2F%2Fedtrust.sharepoint.com%2Fsites%2FEdPoint%2FETN%2F_vti_bin%2Fwopi.ashx%2Ffiles%2F48e19c9029fc4ebc833945078937cbbd&wdenableroaming=1&mscc=1&hid=DDD232A0-70E3-1000-C49B-3CD6F27B6B33&wdorigin=ItemsView&wdhostclicktime=1649720442984&jsapi=1&jsapiver=v1&newsession=1&corrid=bfbf0981-ced7-4e6e-b379-f108871bc424&usid=bfbf0981-ced7-4e6e-b379-f108871bc424&sftc=1&mtf=1&sfp=1&instantedit=1&wopicomplete=1&wdredirectionreason=Unified_SingleFlush&rct=Medium&ctp=LeastProtected

‘ Louisiana posts program-level data on the racial makeup of candidates
THE REQUIREMENTS . . y

that complete in-state teacher preparation programs on the state’s
Share the racial makeup of candidates attending  Louisiana Teacher Prep website.
in-state teacher preparation programs annually,
included online in a dashboard, school report

cards, or a state-developed report on the
diversity of the educator workforce system.

Therefore, the state earned a green in this category. For another example
of a state that earned a green, see lllinois" Annual Program Reporting

Rating Methodology:

® Pyblicly available data on the racial makeup of candidates entering each in-state teacher preparation programs each year, located
through a state report or program report cards on the state-led website

Publicly available data on website through links to the federal Title Il reports and/or state-level diversity of candidates enrolled in teacher
preparation programs

® Racial makeup of candidates entering teacher preparation programs not publicly available at all

‘ Louisiana posts program-level data on the racial makeup of candidates

that complete in-state teacher preparation programs on the state’s

Share the racial makeup of candidates Louisiana Teacher Prep website.

completing in-state teacher preparation

programs annually, included online in Therefore, the state earned a green in this category. For another
a dashboard, school report carc!s, ora example of a state that earned a green, see Tennessee’s dashboard of
state-developed report on the diversity the number of racially diverse candidate completers at each educator

of the educator workforce preparation program.

Rating Methodology:

® Pyblicly available data on the racial makeup of candidates completing in-state teacher preparation programs by program-level each year,
located through a state report or program report cards on the state-led website

Publicly available data on website with state-level diversity of candidates completing teacher preparation programs

® Racial makeup of program completers at in-state teacher preparation programs not publicly available
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https://dq.cde.ca.gov/dataquest/DQ/StaffOther2.aspx?TheYear=2018-19&SortBy=a&cCounty=all&RptType=S&cAgencyType=all&GroupKey=T
https://apps.isbe.net/epp/public#/institutions/3821/programs/8
https://apps.isbe.net/epp/public#/institutions/3821/programs/8
https://dq.cde.ca.gov/dataquest/DQ/StaffOther2.aspx?TheYear=2018-19&SortBy=a&cCounty=all&RptType=S&cAgencyType=all&GroupKey=T
https://cadatasystem.wested.org/

Criteria | State Actions

Louisiana does not post information about the retention rates of
educators of color on the state website.

MEETS ONE OR NO
REQUIREMENTS

The state should include data on the retention rates of educators

Publicly available persistence data of color through a dashboard, on individual school reports cards, or
dlsaggreg:att?d by race/eth_mclty on teachers through a state-developed report that analyzes the retention rates of
who remain in the profession educators of color. For an example, see Delaware’s educator mobility
data dashboard.
Rating Methodology:

® Pyblicly available retention or turnover data disaggregated by race/ethnicity at the school-level

Publicly available retention or turnover data disaggregated by race/ethnicity at the state or district-level

® No data available on retention or turnover by race/ethnicity
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https://www.tn.gov/content/dam/tn/stateboardofeducation/documents/2019-educator-preparation-report-card/2019_Data_Download.xlsx
https://www.tn.gov/content/dam/tn/stateboardofeducation/documents/2019-educator-preparation-report-card/2019_Data_Download.xlsx

2: Set clear goals at the state and district level to increase
student access to diverse educators
To create actionable goals to increase the racial diversity of the educator workforce, states must:

I S R S

Louisiana publicly set goals through CCSSQ's Diverse and Learner Ready
Teachers Initiative but does not include them on their state website.

Set a clear, numeric goal for increasing the However, the state should create a clear, numeric goal that is
racial diversity of the educator workforce thatis  measurable, limited in time, and publicly available. For an example,
measurable, publicly available, and includes a see Arkansas’ goal to increase the number of minority teachers in

goal that is limited in time (e.g., within five years). oublic schools by 25% in 2025.

Rating Methodology:

® Has clear, numeric goal for increasing the racial diversity of the educator workforce that is measurable, publicly available, and includes a
goal that is limited in time (e.g., increasing percentage of teachers of color by 25% in five years)

Has publicly stated a goal or desire to increase the diversity of the workforce, but the goal is not numeric, measurable, nor includes a
goal that is limited in time

® Has no publicly stated goal for increasing teacher diversity

Criteria | State Actions

Louisiana conducted a listening tour with the new superintendent
on the educator workforce to provide an opportunity to share the
m ‘ priorities and focus areas — one being recruiting and retaining a
diverse, highly effective workforce. The state recruitment recovery
Offer opportunities to local stakeholders to and retention task force has also reviewed data and heard from
provide input on and support for the goals stakeholders about recommendations to improve educator diversity.

Therefore, the state received a green rating.

Rating Methodology:
® Makes an intentional effort to engage local stakeholders to provide input and support on educator diversity goals
including through stakeholder forums, listening tours, and meetings with key education advocacy groups

Offers public comment on legislation or policy changes related to efforts to increase the racial diversity of the
educator workforce

® Does not provide opportunities to local stakeholders to provide input and support for the goals
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https://data.delaware.gov/Education/Educator-Mobility/jdcc-w6wr
https://adecm.ade.arkansas.gov/ViewApprovedMemo.aspx?Id=4910
https://adecm.ade.arkansas.gov/ViewApprovedMemo.aspx?Id=4910

I T

Louisiana releases funding guidance and opportunities for school
systems to request funding to identify, recruit, and coach talent,
especially in high-needs schools and high-needs content areas, and
systems may use the funding to diversify the workforce.

The state should provide guidance and funding for districts and/or

or educator preparation programs to set goals educator preparation programs to set goals, implement strategies,
and invest in strategies to increase the racial and develop plans to monitor progress. For an example, see New
diversity of their educator populations Jersey's Diversifying the Teacher Pipeline Competitive Grant Program

for educator preparation programs to expand and develop plans to
recruit and prepare more educators of color to meet the needs of
partnering local education agencies (LEAs).

Provide funding and guidance for districts and/

Rating Methodology:

® Provided guidance and funding in the last five years for districts and/or preparation programs to set goals and invest in strategies to
increase the racial diversity of the workforce

Provided guidance to districts and/or preparation programs in the last five years for setting goals and investing in strategies to increase
the racial diversity of the workforce, but does not provide funding

® No guidance or funding for districts and/or preparation programs to set goals and invest in strategies to increase the racial diversity of

the workforce
‘ Louisiana has a state lead of the Diverse and Learner Ready Teachers
THE REQUIREMENTS e . ' . . . .
Initiative to carry on state's goals to increase the racial diversity of
Develop a task force, advisory group, or role the workforce.

within the state education agency with access

to leadership to examine, create, and monitor Therefore, the state earned a green in this category. For another

strategies to increase the racial diversity of the example of a state that earned a green, see Ohio’s Diversifying the
educator workforce Education Profession in Ohio Taskforce brief from fall 2018.
Rating Methodology:

® Publicly shared information about a task force or advisory group that created a report or brief that includes data and recommendations to
increase the racial diversity of the workforce at the state-level

Publicly announced the formation of a group to examine or support educator diversity efforts at the state-level with no evidence of
products that include data, recommendations, or state-level actions to address the racial diversity of the workforce

® No publicly announced group to examine educator diversity
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https://www.csac.ca.gov/golden-state-teacher-grant-program
https://www.ffmt.org/index.cfm?e=inner&itemcategory=23500
https://www.ffmt.org/index.cfm?e=inner&itemcategory=23500
https://www.alsde.edu/sec/ep/Program%20Reviews/AF%2002%20College%20and%20University%20Requirements%20(2018).docx
https://www.alsde.edu/sec/ep/Program%20Reviews/AF%2002%20College%20and%20University%20Requirements%20(2018).docx

MEETS ONE OR NO
REQUIREMENTS

3: Invest in educator preparation programs to increase enrollment and
improve the preparation of teachers of color
States must invest in multiple inputs toward building an educator pipeline to increase the racial diversity of the workforce,

starting with the preparation of educators of color. The state must create opportunities for educators of color to enroll and
succeed in preparation programs and limit unnecessary barriers to the profession.

To support the preparation of teachers of color, the state must:

I S N S

‘ Louisiana does not invest in scholarships and/or loan-forgiveness
REQUIREMENTS

programs to attract students of color into teacher preparation programs.
Invest in scholarship and loan forgiveness

programs to attract students of color into The state should invest in scholarships and/or loan forgiveness

preparation programs and the teaching programs that target students of color. For an example, see Florida's
profession Minority Teacher Education Scholars Program.
Rating Methodology:

® |nvestment in scholarship and/or loan-forgiveness programs with the focus of attracting candidates of color and diversifying
the educator workforce

Investment in scholarship and/or loan-forgiveness programs that help attract all candidates to the profession but does not prioritize
candidates of color

® No investment in scholarship and loan-forgiveness programs to recruit future candidates
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https://www.ctc.ca.gov/docs/default-source/educator-prep/ps-alerts/2021/psa-21-11.pdf
https://www.ctc.ca.gov/docs/default-source/educator-prep/ps-alerts/2021/psa-21-11.pdf

Louisiana holds providers accountable to recruit and graduate candidates

of color through the preparation program experience domain, which

‘ accounts for 50% of the overall accountability rating. The 2020 onsite
il review framework includes the quality of recruitment of selection

Adopt rigorous program approval standards to domain, which has measures around diversifying the workforce.

compel teacher preparation programs to recruit

and graduate candidates of color

Therefore, the state earned a green in this category. For another
example of a state that earned a green, see Alabama'’s program
approval standards.

Rating Methodology:

® Program approval standard requires programs to report plans or efforts to recruit and/or support candidates of color

Programs are required to share data on specific outcomes related to graduating and enrolling candidates of color but no requirement
to share plans or efforts to intentionally recruit or graduate candidates of color

@ No mention of recruiting or graduating candidates of color from preparation programs

Criteria State Actions
Louisiana has not interrogated licensure policies for ethno-racial bias.
=0
REQUIREMENTS . . .
The state should take concrete actions to change licensure policies

Interrogate licensure policies for racial bias and  +tg increase diversity including eliminating assessments or other

adopt licensure policies that increase diversity burdensome licensure requirements that disproportionally affect
while maintaining quality and rigor candidates of color.
Rating Methodology:

® Took concrete actions to change licensure policies to increase diversity, including eliminating assessments or other burdensome
licensure requirements that disproportionally affect candidates of color

Stated the priority to interrogate licensure policies and took one or more the following actions: 1) Statutory mandates to report and
continuously monitor trends on passage rates and how policies impact candidates of color; 2) Convened a set of practitioners to
interrogate licensure policies for ethno-racial bias and issued recommendations for state action to remedy bias

® No efforts to interrogate licensure policies for racial bias or adopt licensure policies that increase diversity while maintaining quality
and rigor
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https://www.cde.ca.gov/pd/ee/divteachrecruit.asp
https://www.una.edu/education/Accreditation/standards/alabama-educator-preparation-program-standards.pdf
https://www.una.edu/education/Accreditation/standards/alabama-educator-preparation-program-standards.pdf

Criteria State Actions

Louisiana developed an HBCU advisory council in 2018 to strengthen
the capacity of HBCUs to participate in workforce development
activities and take advantage of state program opportunities. The
state also received a federal grant for a partnership with Xavier
University and alternative certification programs to prepare 900
diverse educators by 2020.

Invest in preparation programs that prepare
a high number of teachers of color, including

However, the state should invest in supports and incentives for
minority serving institutions

programs that prepare a high number of teachers of color, including
MSls, to grow their efforts to recruit and graduate more teachers of
color. For an example, see Virginia's increased investment in local
HBCUs that prepare teachers of color to work in STEM fields.

Rating Methodology:

® |nvestment in minority serving institutions or programs that recruit and support candidates of color through grants or other funding
sources dedicated to replicating and expanding their success in attracting and preparing candidates of color and diversifying the
educator workforce

Guidance or recommendation to recruit from or develop partnerships with minority serving institutions

® No intentional investment in MSIs or programs that prepare a disproportionate number of candidates of color
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https://www.cft.org/article/nearly-300-classified-employees-have-become-teachers-2000-pipeline
https://tea.texas.gov/texas-educators/educator-initiatives-and-performance/grow-your-own
https://tea.texas.gov/texas-educators/educator-initiatives-and-performance/grow-your-own

4: Target resources to districts and schools to support efforts to
intentionally recruit and hire a diverse teaching workforce

Many districts and schools across the country struggle to recruit and hire a more diverse teaching workforce using traditional methods.
States play an important role in targeting resources toward these districts and schools to help develop initiatives that increase the racial
diversity of the workforce.

Research-based strategies that states should take to target resources toward these districts and schools include:

Louisiana provides funding for paraprofessionals to pursue a teaching
degree in the state.

Providing funding, guidance, and public support  However, the state should invest in GYO programs and ensure that
for G'_'°W Your Own (GYO) programs that attract districts have strategic approaches to building and supporting these
candidates of color programs. For an example, see Texas' Grow Your Own grant program.

Rating Methodology:

® |ncludes developing and expanding GYO programming as a priority through a change to state education agency or state-level
legislation, funds GYO programming from the state level, and provides state-led guidance on developing GYO programming

Positive policy conditions to encourage districts/preparation programs to develop GYO programming (e.g., providing scholarships
or stipends to paraprofessionals to complete licensure requirements to become teachers); or provides guidance or encouragement
through their SEA website to create GYO programs

® No state support for GYO programs

h Louisiana provides content on cultural competence at the Recruitment
‘ and Retention Fellowship for HR leaders, content through the
Aspiring Principals Fellowship, and support and training for schools
labeled Urgent Intervention Required for Discipline.

Investing in and providing guidance on cultural
competence and anti-bias trainings and

resources for hiring managers Therefore, the state earned a green in this category.

Rating Methodology:

® Provides professional develop and training on cultural competence and/or anti-bias practices for hiring managers at the state level to
increase the racial diversity of the workforce

Provides resources for hiring managers at the state and district level to help increase the racial diversity of the workforce

® No evidence of investment in resources or trainings on cultural competence and/or anti-bias practices for hiring managers at the
state level to increase the racial diversity of the workforce
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https://www.cde.ca.gov/ci/gs/hs/cpagen.asp

Criteria State Actions

Louisiana partners with the Educators Rising Louisiana chapter to
work with local schools to build a pipeline of local educators with
a specific focus on increasing the racial diversity of the educator

‘ workforce. The SEA also approved the Pre-Educator Pathway in 2019
THE REQUIREMENTS . . . . .
to support High School students in pursuing a career in education.

Investment in teacher academies and dual- o
enrollment programming to promote the Therefore, the state earned a green in this category. For another

teaching profession to a racially diverse group example of a state that earned a green, see Oregon’s Minority

of students Educator Pipeline Models Grant, which provides funds to school
districts and postsecondary institutions to create collaborative
processes, including a high school cadet program to recruit future
educators who are culturally and linguistically diverse.

Rating Methodology:
® |nvestment in teacher academies and dual-enrollment programming with the focus on attracting candidates of color and diversifying the
educator workforce

Investment in teacher academies and/or dual-enrollment programming that help all candidates to the profession but does not prioritize
candidates of color

® No investment in teacher academies and dual-enrollment programming to recruit future candidates

Louisiana releases funding guidance and opportunities for school
systems to request funding to support talent management
programming and must identify and partner with teacher preparation
programs to meet at least three of their educator workforce needs.

Investing in partnerships between districts However, the state should invest in partnerships between Qistricts

and teacher preparation programs, particularly and teacher preparation programs with the focus of attracting

programs with a diverse candidate population, candidates of color to diversify the educator workforce. For an

to ensure targeted hiring example, see New York's Teacher Diversity Pipeline Pilot program
that funds partnerships between districts, preparation programs,
and other entities to assist teacher aides and teaching assistants in
obtaining teacher certifications.

Rating Methodology:
® |nvestment in partnerships between districts and teacher preparation programs, particularly minority-serving institutions, with the focus
of attracting candidates of color and diversify the educator workforce

Investment in partnerships between districts and teacher preparation programs that help attract all candidates to the profession but
does not prioritize candidates of color

® No investment in partnerships between districts and teacher preparation programs to recruit future candidates
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https://www.cde.ca.gov/pd/ee/divteachrecruit.asp
http://www.p12.nysed.gov/funding/2019-teacher-diversity-pipeline-pilot/home.html
http://www.p12.nysed.gov/funding/2019-teacher-diversity-pipeline-pilot/home.html
https://www.csac.ca.gov/golden-state-teacher-grant-program
http://www.doe.mass.edu/teach/diversity.html

Louisiana does not invest in diversifying the educator workforce in
‘ areas that influence hiring and recruitment decisions.

Investing in diversifying the educator workforce  The state should invest in diversifying the educator workforce in areas

in areas that influence hiring and recruitment that influence hiring and recruitment decisions, including the education
decisions, '“°|“d'“9 the educatlon.lea.ders leaders at teacher preparation programs, district leadership, and
atteacher preparation programs, district school leadership. For an example, see Massachusetts’ investment in

leadership, and school leadership diversifying the superintendent pipeline.

Rating Methodology:

® |nvestment in programming that increases the diversity in faculty in teacher preparation programs, district leadership, school
leadership, or other areas that influence hiring and recruitment decisions

Yellow: Commitment to the diversity of the educator workforce in areas that influence hiring and recruitment decisions including
requiring programs and districts to report on efforts to increase the diversity of their workforces in these areas

® No evidence of programming or support in this space
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https://www.ctc.ca.gov/docs/default-source/educator-prep/grants/funding_announcement_round1_-2021_teacher_residency_capacity_grants.pdf?sfvrsn=213224b1_3
https://www.ctc.ca.gov/docs/default-source/educator-prep/grants/funding_announcement_round1_-2021_teacher_residency_capacity_grants.pdf?sfvrsn=213224b1_3

5: Invest in efforts to retain teachers of color including improving working
conditions and providing opportunities for personal and professional
growth for teachers of color

While many states have invested heavily in efforts to recruit teachers of color, these efforts are compromised when districts and schools

have difficulty retaining teachers of color. States can improve retention of teachers of color by investing in programming that provides
ongoing support and growth opportunities and improves poor working conditions that disproportionately affect teachers of color.

Strategies that states should take to retain teachers of color include:

Louisiana created "Believe and Prepare,” an initiative in which all
teacher preparation programs include a yearlong residency alongside

THE REQUIREMENTS an expert mentor in partnership with LEAs across the state.

Investing in high-retention pathways to teaching,  Therefore, the state eamed a green in this category. For another

including residency models and alternative example of a state that earned a green, see California’s investment

certification programs that traditionally support in residency programs that recruit, develop support systems for,

and develop teachers of color . . . . :
provide outreach and communication strategies to recruit and retain
a diverse teacher workforce.

Rating Methodology:

® State investment in residency programming including financial investment in programs at the preparation level; investment in alternative
certification programming to recruit and support teachers of color

Flexible licensure requirements that provide the opportunity for alternative certification programs to recruit and prepare candidates
of color or candidates from non-traditional pathways; guidance for running residency programs; and/or public support for residency
programs locally

® No investment or policy support for residency programming or alternative certification programming
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https://www.cde.ca.gov/pd/ee/eef2021.asp
https://www.ctc.ca.gov/educator-prep/teacher-induction
https://www.ctc.ca.gov/educator-prep/teacher-induction

Criteria State Actions

Louisiana invests in multiple state-led teacher leadership
development and leadership pipeline opportunities for current
classroom teachers.

Investing in opportunities for teachers of color

to grow and develop in their abilities and their However, the state does not provide professional learning

qualification for leadership roles, including opportunities for teachers of color to grow their leadership abilities

targeted professional development, cohort nor does it invest in pathways to leadership opportunities for

models, and continuing education opportunities teachers of color. For an example, see Massachusetts” investment in
diversifying the superintendent pipeline.

Rating Methodology:
® Professional development opportunities for teachers of color to grow leadership abilities and investing in pathways to leadership
opportunities for teachers of color

Teacher leadership opportunities and/or opportunities to develop leadership qualities for all teachers but none that
target or prioritize teachers of color

® No targeted leadership development opportunities

I T

Louisiana state statute established a new teacher mentorship pilot
program in which one school within each system will be selected to
participate and in which new teachers and eligible mentor teachers
at the school may select to participate.

Investing in induction and mentoring programs However, the state should invest in an induction and mentoring
tha? provide support to teachers of color early in program that provides at least two years of support for new teachers.
their careers For an example, see Minnesota’s $6 million investment in 2022 and

2023 for districts to develop mentorship programs that prioritize
teachers of color.

Rating Methodology:
® Professional development opportunities for teachers of color to grow leadership abilities and investing in pathways to leadership
opportunities for teachers of color

Teacher leadership opportunities and/or opportunities to develop leadership qualities for all teachers but none that target or prioritize
teachers of color

® No targeted leadership development opportunities
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https://education.mn.gov/MDE/dse/equitdiv/
https://education.mn.gov/MDE/dse/equitdiv/
https://www.ctc.ca.gov/docs/default-source/educator-prep/grants/funding_announcement_round1_-2021_teacher_residency_capacity_grants.pdf?sfvrsn=213224b1_3
https://www.ctc.ca.gov/docs/default-source/educator-prep/grants/funding_announcement_round1_-2021_teacher_residency_capacity_grants.pdf?sfvrsn=213224b1_3
https://oese.ed.gov/files/2021/06/Louisiana-ARP-ESSER-State-Plan.pdf
https://oese.ed.gov/files/2021/06/Louisiana-ARP-ESSER-State-Plan.pdf

Criteria State Actions

Louisiana hosted sessions on cultural competence and anti-bias at
y ‘ its annual Teacher Leader Summit and provides support and training
for schools labeled Urgent Intervention Required for Discipline on

Investing in and providing guidance on cultural o ,
cultural competence and anti-bias instruction.

competence and anti-bias professional learning
opportunities for school and district leaders Therefore, the state earned a green in this category.

Rating Methodology:

® State-led professional learning sessions for district and school leaders

Guidance on ways to ensure cultural competence for district and school leaders

® No evidence of programming or support in this space

6: Use federal COVID-related relief funds to invest in strategies to increase
the racial diversity of the educator workforce

Through the American Rescue Plan (ARP), the federal government has invested $190 billion to support state and local efforts to provide
high-quality instruction during the COVID-19 pandemic. Some of this money can — and should — be utilized to fund efforts to increase
the racial diversity of the educator workforce through short- and long-term solutions. Each state submitted an ARP plan to invest funding
to address several issues, including building strong and diverse workforces, and many states have used ESSER funds and other federal
sources to invest in strategies to increase the diversity of the workforce. The information below represents the state’s effort to invest in
teacher diversity strategies since March 2021:

State Actions Investments to Date

State ARP Plan:

In the Louisiana state ARP plan, the SEA wrote
that it plans to use ARP funds to support the
Louisiana pre-educator pathway. In 2020-2021,
the state provided funding to support school
systems in piloting Grow Your Own programs.
The state also provides feedback to teacher
preparation programs through the preparation
provider accountability system.

Louisiana used $1.19 million in ESSER funding from all three rounds
to support the Louisiana Pre-Educator Pathways, which aims to
recruit and retain teachers of color. LEAs in the state also used a
total of $241,000 in tuition assistance for paraprofessionals enrolled
in educator preparation programs, and $340,000 to support teacher
residency programs.

Other Federal Investments to Note:
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https://edtrust.org/educator-diversity/
https://www.louisianabelieves.com/teaching/louisiana-pre-educator-pathway

TAPPING INTO THE AFTER-SCHOOL PIPELINE

One underutilized strategy for increasing the racial diversity of the teacher workforce is to recruit and prepare those who have
experience working in after-school or out-of-school time (OST) programs to enter the teaching profession. State policymakers can adopt
policies to build this potentially high-leverage pipeline of teachers of color into the profession. To do so effectively, they must not only
increase targeted recruitment of after-school/OST staff but also structure programming to draw upon this group’s experiences while
they're enrolled in preparation programs.

Here are three ways to build an after-school pipeline:

1 « Allocate resources to establish and strengthen recruitment relationships between nontraditional teacher
preparation programs and after-school/0ST service providers.

o State Actions:

MEETS ALL OR MOST OF ‘ Provide funding, guidance, and support for Grow Your Own (GYO) programs, which traditionally attract candidates of color

e Louisiana provides funding for paraprofessionals to pursue a teaching degree in the state.-Investment in partnerships between
districts and teacher preparation programs, particularly minority-serving institutions, to ensure targeted hiring

Investment in partnerships between districts and teacher preparation programs, particularly minority-serving
institutions, to ensure targeted hiring

e Louisiana releases funding guidance and opportunities for school systems to request funding to support talent management programming
and must identify and partner with teacher preparation programs to meet at least three of their educator workforce needs.

2. Increase investments in scholarships, loan forgiveness opportunities, and tuition reimbursements for teacher candidates
with after-school/0OST experience, with a particular focus on candidates of color and participants in GYO programs.

e State Actions:

L U EaS ‘ Investment in scholarship and loan forgiveness programs to attract students of color into teacher preparation programs

* Louisiana does not invest in scholarships and/or loan forgiveness programs to attract students of color into teacher preparation programs

3. Adopt statewide guidelines and invest in supports for nontraditional teacher preparation pathways that
include teacher licensure test preparation, and at least one year of mentor teacher support and coaching before
participants enter the classroom as teachers of record.

o State Actions:

Adopted rigorous program approval standards for teacher preparation programs to recruit and graduate candidates

Louisiana holds providers accountable to recruit and graduate candidates of color through the preparation program experience
domain, which accounts for 50% of the overall accountability rating. The 2020 onsite review framework has the quality of
recruitment of selection domain, which includes measures around diversifying the workforce.
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https://edtrust.org/resource/a-natural-fit-supporting-after-school-staff-of-color-in-teacher-pipelines/

