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Topics for today
• 2020-2021 Plan Review
• Barriers to minority recruitment and retention
• Equity Spectrum
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• SMART Goals
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Goals for today
• Participants will…

• Understand the reason for the MTARP/TARRP
• Learn ways to increase diversity in certified staff
• Know the expectations of the law (new & old)
• Gain skills and tools to create strong plans



2020-2021 Plan Review



The Equity Assistance Center

reviewed 36 plans this year

MTARP
Review Tool



Strengths

DEADLINE

Most plans reviewed 
were turned in by the  
deadline signed by the 

appropriate people.

GOALS

Most plans reviewed had 
some sort of long term or 

short term goals 
referenced.

DATA

Most plans reviewed had data 
to reference relating to the 

demographics of their students 
and teachers/administrators



Areas of Growth

VISION/COMMITMENT

Plans failed to reflect a strong vision 
of the need for or  commitment to 

building a diverse certified staff

TARGETED VS. BROAD

Few plans showed  
targeted recruitment  

efforts.

SMART GOALS

Often goals were general and 
broad with little that could be 

objectively measured.



Barriers to minority
recruitment and retention



Barriers

• College Education Graduates are 82% white.
• Why disparity?

• Previous negative educational experiences;
• Costs for receiving teaching credentials;
• Family pressure to get high-paying/high status careers.

• Non traditional licensure programs
• 11% black (vs. 5% black in traditional)
• 15%  Hispanic/Latino (vs. 4% in traditional)
• Which equals 50%+ black and Hispanic/Latino teachers vs. 20% 

white teachers

• Low teaching salaries can make it difficult to
• Repay student loans
• Purchase a home
• Support a family

America Needs More Teachers of Color and a More Selective Teaching Profession
Lisette Partelow, Angie Spong, Catherine Brown, and Stephenie Johnson

https://www.americanprogress.org/issues/education-k-12/reports/2017/09/14/437667/america-needs-teachers-color-selective-teaching-profession/

What the research states:

https://www.americanprogress.org/issues/education-k-12/reports/2017/09/14/437667/america-needs-teachers-color-selective-teaching-profession/


Barriers

• Low number in the teaching pool
• Students who graduate high school

• 80% of White students
• 68% Hispanic/Latino students
• 62% Black students

• High school graduates enrolling in college 
• 70% of White graduates
• 61% Hispanic/Latino graduates
• 56% Black graduates

• 25-64 year-old with at least an associates degree 
• 63% of White adults
• 20% Hispanic/Latino adults
• 30% Black adults

Why Do Schools Need to Hire a Racially Diverse Teaching Staff?
Chandra Williams

https://www.csas.co/why-do-schools-need-to-hire-a-racially-diverse-teaching-staff/

What the research states:

https://www.csas.co/why-do-schools-need-to-hire-a-racially-diverse-teaching-staff/


Barriers

Personal bias of district and community leaders



Equity Spectrum
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Access & 
Equal Opportunity
• Availability
• To make possible
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• Appropriate
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• Achievement Level
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• Passions
• High engagement
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"[District]'s top  
priority is to hire 
highly qualified  
applicants for  
teaching and  

administrative  
positions"

WHAT IS THAT SENTENCE  
INFERING IN REGARD TO  
MINORITY RECRUITMENT?
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Why minority
recruitment and retention



Why?

• Research has shown that when a school prioritizes diversity and strives 
to create authentic cultural change, the quality of both teaching and 
learning improves, benefitting everyone.

Why Do Schools Need to Hire a Racially Diverse Teaching Staff?
Chandra Williams

https://www.csas.co/why-do-schools-need-to-hire-a-racially-diverse-teaching-staff/

Increasing Diversity in the Teacher Workforce:
The Importance and Potential Impact of Authentic Change

David Stevens and Jason Greenberg Motamedi
https://ies.ed.gov/ncee/edlabs/regions/northwest/blog/increasing-diversity.asp

• In 2017, 52% of students in the U.S. were non-white and that  
percentage is expected to continue to increase
• 14.6% of U.S. teachers are black or Hispanic/Latino
• Over 40% of schools do not have any non-white teachers.

What the research states:

https://www.csas.co/why-do-schools-need-to-hire-a-racially-diverse-teaching-staff/
https://ies.ed.gov/ncee/edlabs/regions/northwest/blog/increasing-diversity.asp


• 96% of major employers want employees who are “comfortable 
working with colleagues, customers, and/or clients from diverse 
cultural backgrounds.”

• “Negative effects associated with insufficient racial diversity extend to 
members of nonminority groups,”
• Implicit bias toward members of minority racial groups...disrupts 

cognitive functioning for members of both the majority and 
minority

• White students in particular benefit from racially and 
ethnically diverse learning contexts

• American Psychological Association brief

• Students develop improved civic attitudes toward democratic 
participation...resulting from diverse learning experiences.

• “Even simply being exposed to diversity can change the way you think.”
• Scientific America article

How Racially Diverse Schools and Classrooms Can Benefit All Students
Amy Stuart Wells, Lauren Fox, and Diana Cordova-Cobo

https://tcf.org/content/report/how-racially-diverse-schools-and-classrooms-can-benefit-all-students/?agreed=1

Why?
What the research states:

https://tcf.org/content/report/how-racially-diverse-schools-and-classrooms-can-benefit-all-students/?agreed=1


• Seeing role models of their race in a position of authority
• Overcome “acting white” stigma

• Research from 2003 suggests that teachers of color are likely to have 
higher expectations for students of color

• Further research in 2002 shows that students of color are more affected 
than middle-class white students
• This is especially true for black students

• Two different students from 1983 and 1995 find that teachers' potential 
negative stereotypes
• Can manifest in lower expectations
• That become “self-fulfilling prophecies”
• And result in lower performance of students of color

• Students taught by a teacher of the same race
• 0.11 standard deviations increase in math
• 0.06 standard deviations increase in reading
• Largest effects black students and black teacher.

• Low-income black male with 1 or more black teachers 3rd - 5th

• 39% less likely to drop out
• 29% more likely to pursue four year degree

Why we need a diverse teacher workforce
Dan Goldhaber, Roddy Theobald, and Christopher Tien

https://kappanonline.org/why-we-need-diverse-teacher-workforce-segregation-goldhaber-theobald-tien/

Why?
What the research states:

https://kappanonline.org/why-we-need-diverse-teacher-workforce-segregation-goldhaber-theobald-tien/


• Two studies in 2015 found that black teachers’
• View of black students

• Less likely to see behavior as disruptive
• Higher estimation of academic accomplishment  

• View of white students
• Equally likely to see behavior as disruptive  
• Same estimation academic accomplishment.

• Relationship with someone of different race overcomes stereotypes and 
decreases unconscious bias - especially in youth.

America Needs More Teachers of Color and a More Selective Teaching Profession
Lisette Partelow, Angie Spong, Catherine Brown, and Stephenie Johnson

https://www.americanprogress.org/issues/education-k-12/reports/2017/09/14/437667/america-needs-teachers-color-selective-teaching-profession/

Why?
What the research states:

https://www.americanprogress.org/issues/education-k-12/reports/2017/09/14/437667/america-needs-teachers-color-selective-teaching-profession/


Vision
"The better people can envision 
where they are  going, the more 

they can focus on specific 
initiatives that will make that 

vision a reality"

Kotter International,

as quoted in Learning by Doing, p. 40



"[District]'s top  
priority is to hire 
highly qualified  
applicants for  
teaching and  

administrative  
positions"



"[District]'s top 
priority is to attract, 

hire and retain 
highly qualified  

applicants of diverse 
racial and ethnic 

backgrounds."

THE DISTRICT NEEDS TO 
ACTIVELY ATTRACT AND RETAIN 

DIVERSE CANDIDATES.



Goals for today
• Participants will…

• Understand the reason for the MTARP/TARRP √
• Learn ways to increase diversity in certified staff
• Know the expectations of the law (new & old)
• Gain skills and tools to create strong plans



Recruitment



09Broad vs. Targeted RecruitmentEfforts



COLLEGE FAIRS
"We attend the local college  career 
fairs.“

POSTING JOBS
"We will post our jobs on our  district 
website, the AAEA  website and in the 
Arkansas  Democrat-Gazette"

STUDENTS
"When students show an  interest in 
pursuing education,  we..."

Broad 
Recruitment



POTENTIAL CANDIDATES

• Community Minority Organizations

• Professional Minority Organizations

• Educational Co-ops

• Current Classified Minority Staff
• Training
• Financial Help

• Referrals from Current Certified 
Minority Staff
• Referral Bonus

• On-going Recruitment Efforts 
w/Colleges and Universities
• Internships
• Scholarships
• Other programs or opportunities

Targeted 
Recruitment



POSTING JOBS

• Websites
• Indeed
• Blackcareers.org
• African American Hires
• Diversity Jobs
• All Hispanic Jobs
• Asianhires.com

• Social Media
• Facebook
• Twitter
• LinkedIn
• Instagram

Targeted 
Recruitment



MINORITY STUDENTS

• Career classes
• Target recruitment to minority 

students
• Mentorship/Internships

• Minority teacher guest speakers

• Advertise minority education 
scholarships

• Partner with local minority 
organizations to create minority 
education scholarships

Targeted 
Recruitment



Financial 
Incentives

https://www.brookings.edu/blog/brown-center-chalkboard/2018/03/20/can-money-attract-more-minorities-into-the-teaching-profession/

https://www.brookings.edu/blog/brown-center-chalkboard/2018/03/20/can-money-attract-more-minorities-into-the-teaching-profession/






Untapped Potential



Retention



Why Educators of 
Color Leave?

The Arkansas Teach Plus Teacher Policy Advisory Board focus groups of 
educators of color in Arkansas from December 2020

• Findings:

• Teachers of color want to be listened to and valued for their 
expertise and have opportunities for authentic expression.

• Teachers of color report an absence of learning opportunities for 
school leaders and educators to discuss and learn about racial, 
economic, and linguistic diversity.

• Teachers of color feel that they do not have sufficient access to 
leadership roles and the support and resources necessary to grow 
as professionals as compared to their White peers.

• Teachers of color point to barriers at the campus and district level 
when it comes to recruiting, interviewing, and hiring educators of 
color.

Greater Than Diamonds: Recommendations on Improving Teacher Diversity in Arkansas
from Teach Plus Teacher Policy Advisory Board

Pamela Criss, Joel Lookadoo, Stacey McAdoo, Christhian Saavedra, Tykeena Watson
https://teachplus.org/sites/default/files/publication/pdf/ar_greater_than_diamonds.pdf

https://teachplus.org/sites/default/files/publication/pdf/ar_greater_than_diamonds.pdf


Teachers of color want to be listened to and 
valued for their expertise and have 
opportunities for authentic expression.

• “No district or school I’ve ever worked for felt like a place where 
teachers’ cultural, racial, and ethnic identities have been affirmed.”
• Less than 1/3 of educators of color feel their identities are valued 

and affirmed

• “I feel as though my school values culture as far as they can understand 
it. If it requires them to be uncomfortable in any way, they are 
reluctant to discuss it,”

• “In my school, we’re blessed to have a principal who tries to understand 
cultural, racial, and ethnic identities; however, it’s [only] a handful of 
colleagues that I feel understood and supported by when expressing 
my opinion from racial standpoint. As a result, sometimes my energy 
gets exhausted to continue implementing new ideas to benefit the 
idea of equality and unity.”

Greater Than Diamonds: Recommendations on Improving Teacher Diversity in Arkansas
from Teach Plus Teacher Policy Advisory Board

Pamela Criss, Joel Lookadoo, Stacey McAdoo, Christhian Saavedra, Tykeena Watson
https://teachplus.org/sites/default/files/publication/pdf/ar_greater_than_diamonds.pdf

https://teachplus.org/sites/default/files/publication/pdf/ar_greater_than_diamonds.pdf


Teachers of color report an absence of 
learning opportunities for school leaders and 
educators to discuss and learn about racial, 
economic, and linguistic diversity.

• They felt diversity, equity and inclusion (DEI) training was often 
“checking a box and not very deep,”

• “We discuss trauma, but we don’t always have effective services in 
place. We have professional developments, but we don’t always hold 
people accountable for implementing the learnings.”

• “The overwhelming majority of my students yearn for a sense of 
belonging. For the last 13 or 14 years of my 18 years in education, I’ve 
taught almost exclusively Black and brown students. They 
continuously share stories and shed tears of how they feel in non 
majority Black classes or from teacher biases from non Black teachers.”

• “I’ve gone to many PLCs and meetings about diversity where the 
White teachers are on their phones, completely tuned out.”

Greater Than Diamonds: Recommendations on Improving Teacher Diversity in Arkansas
from Teach Plus Teacher Policy Advisory Board

Pamela Criss, Joel Lookadoo, Stacey McAdoo, Christhian Saavedra, Tykeena Watson
https://teachplus.org/sites/default/files/publication/pdf/ar_greater_than_diamonds.pdf

https://teachplus.org/sites/default/files/publication/pdf/ar_greater_than_diamonds.pdf


Teachers of color feel that they do not have 
sufficient access to leadership roles and the 
support and resources necessary to grow as 
professionals as compared to their White peers.

• “I’ve seen qualified Black teachers get passed up for leadership 
positions in the school. Districts need to [provide mentorship to] Black 
teachers for leadership positions.”

• “They should all allow teachers of color opportunities to lead.”

• “I’ve done the math. I can’t take care of my family and get my 
master’s degree in order to become a principal. The money doesn’t 
make sense.”

• “Any discussion of recruiting/retaining black teachers and teachers of 
color must begin with a discussion of increasing teacher pay. Teachers 
who are people of color are more likely to incur student debt, and 
have less generational wealth than their white counterparts.”

Greater Than Diamonds: Recommendations on Improving Teacher Diversity in Arkansas
from Teach Plus Teacher Policy Advisory Board

Pamela Criss, Joel Lookadoo, Stacey McAdoo, Christhian Saavedra, Tykeena Watson
https://teachplus.org/sites/default/files/publication/pdf/ar_greater_than_diamonds.pdf

https://teachplus.org/sites/default/files/publication/pdf/ar_greater_than_diamonds.pdf


Teachers of color point to barriers at the 
campus and district level when it comes to 
recruiting, interviewing, and hiring educators 
of color.

• “Administrators say they can’t find more teachers of color. But I don’t 
see them having an actual plan to recruit, with goals.”

• “Hiring administrators are saying there aren’t any candidates and 
teachers are saying they aren’t looking in the right places or asking 
the right questions,”

• “Hiring managers aren’t applying a culturally responsive lens to the 
process and don’t make diversity a priority.”

• “There needs to be more inclusion for the voice of teachers of color 
during the recruitment and interview process, as well as the hiring 
and training of new teachers that are not teachers of color.”

• “In my current school, I was contacted [for my job]. When you need the 
best teacher for your community, you need to go out there and get 
them. They aren’t going to fall in your lap.”

Greater Than Diamonds: Recommendations on Improving Teacher Diversity in Arkansas
from Teach Plus Teacher Policy Advisory Board

Pamela Criss, Joel Lookadoo, Stacey McAdoo, Christhian Saavedra, Tykeena Watson
https://teachplus.org/sites/default/files/publication/pdf/ar_greater_than_diamonds.pdf

https://teachplus.org/sites/default/files/publication/pdf/ar_greater_than_diamonds.pdf


The Arkansas Teach Plus Teacher Policy Advisory Board's recommendations:

• Explicitly commit to diversifying the workplace in their goals, priorities, 
and intentions, and regularly report out on progress.

• Value educators by creating schools where leaders listen, empower, and 
invest in teachers of color by providing informal and formal opportunities 
for mentorship, leadership, and feedback.

• Prioritize funding for ongoing and deep professional development on 
equity, tolerance, implicit bias, and anti-racism for educators at all 
levels.

• Develop pathways to leadership for educators by creating and 
providing stipends for teachers of color to attend district- or region-
based leadership mentoring programs.

• Design and implement requirements and protocols for campus 
recruitment, interviewing, and hiring practices that engage diverse 
campus committees and rely on research-based practices.

Retention

Greater Than Diamonds: Recommendations on Improving Teacher Diversity in Arkansas
from Teach Plus Teacher Policy Advisory Board

Pamela Criss, Joel Lookadoo, Stacey McAdoo, Christhian Saavedra, Tykeena Watson
https://teachplus.org/sites/default/files/publication/pdf/ar_greater_than_diamonds.pdf

https://teachplus.org/sites/default/files/publication/pdf/ar_greater_than_diamonds.pdf


• “Leaders need to be vocal with their commitments and opinions that 
[diverse workplaces] are important. Leadership statements and being 
verbally for something sends a positive message and has a positive 
effect.”

• “I want to see intentionality and action and results [from diversity 
commitments].”

• Some potential goals:
• “At least 80 percent of the recruitment pipeline is comprised of 

high quality, diverse candidates reflective of our school community 
and student population”

• “100 percent of all hiring managers and diverse hiring committees 
will receive training on implicit bias and cultural competence”

Greater Than Diamonds: Recommendations on Improving Teacher Diversity in Arkansas
from Teach Plus Teacher Policy Advisory Board

Pamela Criss, Joel Lookadoo, Stacey McAdoo, Christhian Saavedra, Tykeena Watson
https://teachplus.org/sites/default/files/publication/pdf/ar_greater_than_diamonds.pdf

Explicitly commit to diversifying the workplace 
in their goals, priorities, and intentions, and 
regularly report out on progress.

https://teachplus.org/sites/default/files/publication/pdf/ar_greater_than_diamonds.pdf


• “One of the best practices for creating a supportive and affirming 
school culture for teachers of color is giving teachers an open space to 
be heard.”

• “Ask teachers of color their opinion and actually utilize the 
information.”

• “I believe teachers of color need to be listened to at the tables of 
decision making and allowed to implement their expertise in the 
schools and classrooms where we serve.”

Greater Than Diamonds: Recommendations on Improving Teacher Diversity in Arkansas
from Teach Plus Teacher Policy Advisory Board

Pamela Criss, Joel Lookadoo, Stacey McAdoo, Christhian Saavedra, Tykeena Watson
https://teachplus.org/sites/default/files/publication/pdf/ar_greater_than_diamonds.pdf

Value educators by creating schools where leaders 
listen, empower, and invest in teachers of color by 
providing informal and formal opportunities for 
mentorship, leadership, and feedback.

https://teachplus.org/sites/default/files/publication/pdf/ar_greater_than_diamonds.pdf


• “Implicit bias training for all staff members should be mandatory,”

• “All schools should regularly have diversity training [for teachers and 
leaders] to understand personal bias, white privilege, systemic racism, 
and equity.”

• From the Teach Plus Advisory Board:
• “Funding must be prioritized for this work at the state and district 

level and reviewed regularly with the board. If a district hasn’t 
conducted an equity audit with regards to its diversity, equity, 
and inclusion work, we recommend starting there to understand 
the gaps and proceed with a detailed plan.”

Greater Than Diamonds: Recommendations on Improving Teacher Diversity in Arkansas
from Teach Plus Teacher Policy Advisory Board

Pamela Criss, Joel Lookadoo, Stacey McAdoo, Christhian Saavedra, Tykeena Watson
https://teachplus.org/sites/default/files/publication/pdf/ar_greater_than_diamonds.pdf

Prioritize funding for ongoing and deep 
professional development on equity, tolerance, 
implicit bias, and anti-racism for educators at 
all levels.

https://teachplus.org/sites/default/files/publication/pdf/ar_greater_than_diamonds.pdf


• In-house mentorship programs
• “leadership opportunities shouldn’t be up to chance of having 

a principal encourage you to lead.”

• Funding and incentives
• “money and time are too big of barriers.”

• Use the programs that Arkansas has available for support 
aspiring leaders

• Partner with high quality leadership programs
• Focus on the district's goals of diversity in their leaders.

Greater Than Diamonds: Recommendations on Improving Teacher Diversity in Arkansas
from Teach Plus Teacher Policy Advisory Board

Pamela Criss, Joel Lookadoo, Stacey McAdoo, Christhian Saavedra, Tykeena Watson
https://teachplus.org/sites/default/files/publication/pdf/ar_greater_than_diamonds.pdf

Develop pathways to leadership for educators 
by creating and providing stipends for teachers 
of color to attend district- or region-based 
leadership mentoring programs.

https://teachplus.org/sites/default/files/publication/pdf/ar_greater_than_diamonds.pdf


• Set clear teacher talent goals for hiring a diverse workforce

• Publicly commit to explicit DEI work around recruitment, hiring, and 
retention

• Actively reach out to underrepresented groups and consider hiring a 
recruitment specialist to focus on diversifying the teacher workforce.

• Authentically partner with HBCUs in the state

• Have interviewers from underrepresented groups participate in or lead 
the process

• Incentivize peer to peer recruitment for educators of color by offering 
bonuses to educators who recommend teachers of color for 
employment

• Include specific practices in the hiring process to eliminate selection 
bias

• Train recruiters, hiring managers, and principals on interviewing 
and selection best practices for DEI

Greater Than Diamonds: Recommendations on Improving Teacher Diversity in Arkansas
from Teach Plus Teacher Policy Advisory Board

Pamela Criss, Joel Lookadoo, Stacey McAdoo, Christhian Saavedra, Tykeena Watson
https://teachplus.org/sites/default/files/publication/pdf/ar_greater_than_diamonds.pdf

Design and implement requirements and 
protocols for campus recruitment, interviewing, 
and hiring practices that engage diverse campus 
committees and rely on research-based practices.

https://teachplus.org/sites/default/files/publication/pdf/ar_greater_than_diamonds.pdf


Goals for today
• Participants will…

• Understand the reason for the MTARP/TARRP √
• Learn ways to increase diversity in certified staff √
• Know the expectations of the law (new & old)
• Gain skills and tools to create strong plans



Current Law New Law
Minority Teacher and Administrator Recruitment Plan

(MTARP) 2021-2022 School Year
Teacher and  Administrator Recruitment and Retention Plan

(TARRP) - Beginning 2022-2023 School Year

Purpose and coordination of the plan

School districts with more than 5% minority student population All public school districts and open enrollment charter schools 

Teacher and Administrator Recruitment plan Teacher and Administrator Recruitment and Retention

Focused on African American and includes all minorities Focuses on all minorities

Set ten year and "next year" goals Create three year and set annual goals

Designate a coordinator to implement the plan Designate a coordinator to implement and review the plan

Submitted to Equity Assistance Center (EAC) annually
Plan to be updated annually

Posted on website by August 1of each year
Plan to be reviewed and updated annually
Progress toward the goal reviewed annually

Goal that employee composition reflects racial/ethnic diversity
- Minority teacher/admin. percentage at least equal to minority students  
Encourage minority students to pursue career in education

Goal [1] of recruitment and retention of teachers/admin. of minority  
races/ethnicities
- Minority teacher/admin. percentage at a minimum reflect diversity of students
Goal [2] to increase students pursuing career in ed. w/emphasis on minority



Current Law New Law
(MTARP) 2021-2022 School Year (TARRP) - Beginning 2022-2023 School Year

Plan shall include, but not be limited to...

Goals for the next year and ten years Annual goals

Steps taken to meet the goals Actions and steps taken and will take to meet the goals

Progress in recruiting minority teachers/administrators Progress in meeting two required goals

Measures to be used to meet employment goals Evaluative methods to be used to measure progress

The reasons goals are not met The reasons goals were not met and the steps to take to overcome reasons

Steps to encourage minority students to pursue a career in education Steps to encourage students to pursue a career in education

- Include specific steps for encouraging students of minority race/ethnicities

Percentage and numbers of minority teachers/admin. employed last five years Recruitment and retention data

• Racial/ethnic composition of teachers/admin. employed by EACH of 3 prev. years

• Effectiveness of the plan

Racial composition of the student body and district/charter residents Racial and ethnic composition of the student body and district/charter residents



Current Law New Law
(MTARP) 2021-2022 School Year (TARRP) - Beginning 2022-2023 School Year

Arkansas Department of Education supports and role

Equity Assistance Center shall provide technical assistance, guidance and support in 
plan development and in setting and meeting goals

Equity Assistance Center shall provide technical assistance in plan development

Set goals for increasing teachers/administrators of minority races and  ethnicities

Division of Higher Education to create a strategic plan in collaboration with

• State Board of Education

• Universities and colleges

• Public school districts and open enrollment charter schools

The strategic plan should

• Identify methods for increasing percentage of teachers/admin. of minority 
races/ethnicities in proportion to number of students

• Establish programs to identify & recruit minority races/ethnicities with college degrees in 
other fields

Division of Higher Education to promote education preparation programs that

• Increase minority races who enter and complete four year degree

• Provide support to minority race and ethnicities

Division of Higher Education to submit  to House/Senate Education Committee

• report by July 2022

• report every 2 years



Goals for today
• Participants will…

• Understand the reason for the MTARP/TARRP √
• Learn ways to increase diversity in certified staff √
• Know the expectations of the law (new & old) √
• Gain skills and tools to create strong plans



SMART Goals



SMART Goals

Specific (and Strategic)

Measurable

Attainable

Results Oriented

Time bound

Learning by Doing, pg. 90; Leading a High Reliability School, pg. 6



Measurable

Attainable

Results Oriented

Time bound

The district will monitor  
the racial composition of  

staff members in an  
attempt to increase the  
ratio of minority staff to  
minority students by 5%

Specific (and Strategic)



Measurable

Attainable

Results Oriented

Time bound

The district will  
decrease the gap  

between the percentage  
of minority staff and the  
percentage of minority  
students by 5% by the  
beginning of the 2021-

2022 schoolyear.

Specific (and Strategic)



Measurable

Attainable

Results Oriented

Time bound

The district will attend  
virtually and onsite  

college and career fairs,  
including Historically  
Black Colleges and  

Universities, to recruit  
qualified minority  

applicants

Specific (and Strategic)



Specific (and Strategic)

Measurable

Attainable

Results Oriented

Time bound

The short-term goal is to  
abstain from receiving  

any citations on the  
Cycle 2 reports that are  

submitted to the  
Arkansas Department of  
Education on October  
1st of each school year



Current vs. New Law



MTARP Creation Tool



Planning Tool

The EAC has created a tool to help in 

planning your Minor ity Teacher and 

Administrator Recruitment Plan .

Use of this tool is not mandatory . It is

designed to help in the planning 

process .

MTARP Planning Tool
https://bit.ly/EAC-MTARP

This tool is based on the current law. As enter your data and answer the 
guided questions, the tool creates a plan on the required form for your to 
print out and submit to the EAC.

TARRP Planning Tool
https://bit.ly/EAC-TARRP

This tool is based on the new law. As enter your data and answer the 
guided questions, the tool creates a plan that you can print as a PDF to post 
on your school website.

Important!!!!
-- For both -- In your copy, it is essential that you follow the instructions 
and only type in the areas marked for typing. Typing in other cells may 
override the functions that make the tool work. 
(You can always “undo” what you just did to fix the problem, or make a new copy)

https://bit.ly/EAC-MTARP
https://bit.ly/EAC-TARRP


Goals for today
• Participants will…

• Understand the reason for the MTARP/TARRP √
• Learn ways to increase diversity in certified staff √
• Know the expectations of the law (new & old) √
• Gain skills and tools to create strong plans √



EQUITY ASSISTANCE CENTER TEAM

Arkansas Department of Education
Division of Elementary and Secondary Education

Four Capitol Mall, Mail Slot 25
Little Rock, AR 72201

501-682-4213

ADE.EquityAssistance@ADE.Arkansas.gov
OLIVER DILLINGHAM
Program Manager

LASONIA JOHNSON
Program Advisor

LANCE LEVAR
Program Advisor

DAISY REYES
Program Advisor

Feedback Link: https://bit.ly/DESE-EAC-Feedback

https://bit.ly/DESE-EAC-Feedback


REFERENCED AND ADDITIONAL RESOURCES
Greater Than Diamonds: Recommendations on Improving Teacher Diversity 

in Arkansas from Teach Plus Teacher Policy Advisory Board
Pamela Criss, Joel Lookadoo, Stacey McAdoo, Christhian Saavedra, Tykeena Watson

https://teachplus.org/sites/default/files/publication/pdf/ar_greater_than_diamonds.pdf

Can money attract more minorities into the teaching profession? Michael Hansen, Diana Quintero, and Li Feng

https://www.brookings.edu/blog/brown-center-chalkboard/2018/03/20/can-money-attract-more-minorities-into-the-teaching-profession/ 

America Needs More Teachers of Color and a More Selective Teaching Profession Lisette Partelow, Angie Spong, Catherine Brown, & Stephenie Johnson

https://www.americanprogress.org/issues/education-k-12/reports/2017/09/14/437667/america-needs-teachers-color-selective-teaching-profession/ 

Why we need a diverse teacher workforce Dan Goldhaber, Roddy Theobald, and Christopher Tien

https://kappanonline.org/why-we-need-diverse-teacher-workforce-segregation-goldhaber-theobald-tien/ 

How Racially Diverse Schools and Classrooms Can Benefit All Students Amy Stuart Wells, Lauren Fox, and Diana Cordova-Cobo

https://tcf.org/content/report/how-racially-diverse-schools-and-classrooms-can-benefit-all-students/?agreed=1

Why Do Schools Need to Hire a Racially Diverse Teaching Staff? Chandra Williams

https://www.csas.co/why-do-schools-need-to-hire-a-racially-diverse-teaching-staff

Who Believes in Me? The Effect of Student-Teacher Demographic Match on 
Teacher Expectations

Seth Gershenson, Stephen B. Holt, Nicholas Papageorge
https://research.upjohn.org/cgi/viewcontent.cgi?article=1248&context=up_workingpapers 

A Teacher like Me: Does Race, Ethnicity, or Gender Matter? Thomas S. Dee

https://www.jstor.org/stable/4132809 


