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Abstract

This study attempts to address the question of what attracts minority teachers to a position or community.  Data was generated from interviews with minority teachers, responses from minority teachers to a survey, which was placed on two national minority recruitment websites, and a survey of school district HR professionals in Iowa and Nebraska.  Minority teacher responses were examined to determine if they align with what HR directors believe to be important to minority candidates in a position or community.  Thirty-five completed online surveys resulted from posting the survey on the two national minority recruitment websites.  Individual interviews were conducted with a small group of minority teachers currently teaching in Iowa.  Eighteen school district HR professionals participated in completing the online survey. Findings include analysis of responses regarding minority teacher preferences in selecting a position and community.  Findings from HR professionals surveyed include their beliefs in what minority teachers prefer in a position or community and the current recruitment efforts they are using and those they believe are most effective. 
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What Attracts Minority Teachers to a Position or Community?

Chapter One, Introduction

The need for minority teachers in our schools has been a focus of attention since the early 1980’s.  However there has been little progress made in successfully identifying and recruiting minorities to the teaching profession (Jackson & Bolden, 2001). Recruitment of minorities to teaching is a burning issue that faces public education today.  There continues to be a shortage of teachers (Burkhardt, 2001) and in particular, a shortage of minority teachers (Gursky, 1999).  Given this shortage, the competition for minority teachers has become a significant challenge for school districts across the nation and especially in the more rural Midwest (Burkhardt, 2001; Collins, 1999; Theobald & Michael, 2001).   

There is an abundance of research supporting the belief that the presence of minority teachers in schools benefits all students (Chaika, 2004; Gursky, 2002).   The teaching staff should be representative of the diversity of our society.  However, there is further research that supports that the presence of minority teachers in schools benefits minority students in particular. (Ford & Grantham, 1997; Kane and Orsini 2004).  Minority teachers relate culturally to students of similar backgrounds resulting in better teacher-student relationships and better student outcomes (Siddens, Kearney, & Yarbrough, 1997).  Thus school districts are taking a closer look at what it takes to attract and retain minority teachers from this very small pool of candidates. 

Student population statistics indicate a growing number of minority students across the country.  The makeup of students from 1976 to 1990 has changed significantly with a 17% decrease in White students, a 2% decrease in African American students while Hispanic students increased by 68% and Asian/Pacific Islanders increased approximately 158% (Lewis, 1996). Even though there has been growth in enrollment of minority candidates to teacher education programs, it is not sufficient to keep pace with the growing student population (Torres, Santos, Peck, & Cortes, 2004).  More recent statistics indicate that as many as 27.1% of school districts have 50% or more minority students while another 41.3% of school districts have 10 – 50% minority students.  At the same time, 61.1% of districts report having 0 or less than 20% minority teachers and only 25.1% of districts report having 20% or more minority teachers (Levine, Christianson, & Hammer, 1998, p. 13-14).  

Many school districts across the country are competing for a comparatively small number of minority teachers.  Districts have established incentives to recruit candidates that include such things as student loan forgiveness, tuition reimbursement, and relocation packages in the hopes of attracting from among these few candidates (Iowa Association Of School Boards, 2005; Salathe, 1999). Yet many school districts remain frustrated with their results.

A summary review of the literature reveals that most research on the recruitment of minority teachers has focused on recruitment of minorities to the teaching profession itself.  A study conducted by M.S. Lewis (1996)for example, reviews the supply and demand of teachers of color and looks specifically at the need for minority teachers as it relates to the obstacles minority students face in entry to teacher education programs.  Siddens, Kearney and Yarbrough (2002) followed with a qualitative study on the results of a national program to recruit minority students to teaching careers.  As recent as 2004, the subject of recruitment of minorities to teacher education programs was again addressed by Chaika in his article on recruiting minority teachers. As important as the recruitment of minorities to the profession is, it serves little purpose in helping districts to attract and retain minority teachers from among the present small pool of candidates.

What is not present among the literature is specific insight from the minority teachers themselves.  What is it that a minority teacher is looking for in a community or district?  Developing programs and incentives to attract candidates without knowledge of what they want may lead to ineffective use of resources and little success in the hiring of minority teaching candidates. 

Purpose of the Study

Very little information has been gathered from minority teachers on their preferences for teaching positions or communities.  The purpose of this research project is to explore what attracts minority teachers to a community or position.  It is intended that the information generated from this study will provide insight for more focused recruitment efforts of minority teachers.

Key Questions

Answers to the following questions will frame the results of this project.  

· What do school district human resource professionals perceive as the preferences of minority teachers in choosing a community or position?  

· What, if any, community characteristics are of importance to minority teachers?  

· What, if any, position characteristics are of importance to minority teachers?  

· To what extent do the perceptions of school district human resource professionals regarding minority teacher preferences align with the preferences identified by minority teachers?

Significance

Information from this study will help to fill a gap in providing HR professionals with information to better align their recruiting efforts with the expressed needs of minority candidates.  While the bulk of literature addresses recruitment of minorities to the profession, this exploration attempts to take recruitment to a more specific level. It is intended to engage the candidate in identifying specific preferences in subjects like community size, community amenities, position incentives and position amenities.   

Definitions

The following terms will be used throughout the review of findings: 

· HR - human resource, the functional management of the human assets of a business or industry. 

· Minority, ethnic minorities not inclusive of gender or religion. 

· Community preferences - relating to the characteristics of a community such as size, recreational amenities.

· Position preferences - relating to district initiatives, district size, and district support programs.

· HBCU - historically black colleges and universities.

· MOEC – Metropolitan Omaha Educational Consortium, a group of job alike professionals from metropolitan schools in Omaha, Nebraska and western Iowa.

· Nemnet – National Employment Minority Network, a national educational minority website.

· QUIA.com - Quintessential Instructional Archive. An online website that provides educational services, including a collection of shared online activities, surveys and quizzes.

Limitations and Delimitations

This study was conducted utilizing an online survey for minority teachers, an online survey for school district HR professionals and interviews of minority teachers.  

The survey for teachers was posted on two national recruitment websites; HBCUconnect.com and Nemnet.  Both of these sites cater to minorities who are seeking employment.  HBCU is an acronym for historically black colleges and universities.  While the patrons of this site are typically individuals with advanced education, they are not all teachers.  Nemnet is a site that caters specifically to minority candidates in education.  This site records 39% of its 1000 online resumes as those of teachers.  Since the survey participation was voluntary and random, the results of the study are limited in number. Each website posted a link to an online survey form. Thus the results cannot be attributed to the specific site from which they were generated. 

Timing of this project was not ideal in that teachers are off contract for the summer and difficult to contact for participation.  In attempting to identify newly graduated teaching candidates, universities and colleges were unable to provide contact information for minority students.

Chapter Two, Literature Review

The following literature review encompasses two primary areas.  The majority of the literature on the recruitment of minority teachers focuses on recruitment of minorities to the teaching profession.  A second focus will be on the very limited amount of literature that is currently available on recruitment methods and techniques used in recruiting minority teachers to a specific community or position.

This review was undertaken as part of a research study to determine what attracts minority teachers to a community or position.  In order to establish a foundation of knowledge regarding recruitment of minorities, current statistical data was reviewed relative to the number of minority teachers and the number of minority students.  In an effort to validate the existence of past efforts in recruitment, articles, studies and other scholarly papers were reviewed.  Literature dating back as far as 1996 was reviewed for relevance to this topic.  This literature review will thematically include information regarding the recruitment of minorities to the teaching profession and more specifically recruitment methods and techniques used to recruit minority teachers in general.  

Recruiting Minorities to the Teaching Profession


Siddens, Kearney and Yarbrough (1997) review the success and value of the Consortium for Minorities in Teaching Careers program. The CMTC program was founded on the premise of three factors of success for attracting pre-college minority students to teaching careers. These factors include mentoring, peer support and value change.  A sampling of students from seven sites using surveys and interviews was conducted to determine the effectiveness of this program in determining and then affirming minority students who expressed an interest in the teaching profession.


The under-representation of minority teachers in gifted education is addressed in an article by Ford and Grantham (1997).  While the overall demand for teachers increases and the supply decreases, the number of minority students continues to increase (Ford & Grantham, p. 1). The belief that teaching staff should reflect the diversity of the students is the foundation for the conclusions drawn in this article.  Minority teachers can positively impact the academic well being of minority students, (Ford & Grantham, p. 10). The authors believe that increasing the representation of minority teachers in gifted education may be one more way to address school failure and alienation of minority students. 


Teacher turnover in the Midwest is the subject of this policy issue by Theobald (2001). An overview of recruitment and retention strategies for teachers in the Midwest is reviewed from several perspectives.  The study specifically addresses teacher turnover in the Midwest disaggregated by gender, ethnicity, tenure, subject area and degree status.  Other variables that impact turnover include ongoing educational reform challenges and salaries.  Of significance is the conclusion that increasing candidates to the profession is likely to prove inadequate in the face of such large numbers of teachers who leave, transfer or remain mobile due to other economic or aesthetic factors.


A report by Gursky (2002) outlines the need for increased recruitment of minorities to the teaching profession based on student demographics. Gursky asserts that minority students benefit from the presence of minority teachers in the classroom.  The study also looks at barriers that minority students face in passing state licensing certification exams such as the Praxis and cultural barriers faced when entering the profession.


Genzuk (2003), delivers an overview on the teacher diversity challenge in a presentation to the American Association of Colleges for Teacher Education Conference.  A review of current teacher demographics reveals the serious shortfall in the percentage of minority teachers as compared to the percentage of minority school age children.  The discussion includes comparison of the overall teacher demand and the needed effort to recruit minorities to the teaching profession.


Dee (2004) reviews recent research on the relationship between student performance and student assignment to a teacher of the same race. The experimental evidence from Project STAR (Student Teacher Achievement Ratio) suggests that students are more favorably treated by teachers of their own racial or ethnic background.  The project presents new evidence on the test score consequences of a teacher’s race by examining data from Project STAR, a Tennessee experiment in class size reduction.  When teachers and students were matched by race, both African American and White students experienced gains in test scores equal to about one-third of the test score gap in the Tennessee data, Dee (2004, p. 55).  The average student improved performance by approximately 2 to 3 percent in the first year they were assigned to a teacher of the same race. Dee cautions that this should not be a cause to advocate for segregation of classrooms and teachers.  This conclusion would ignore the obvious adverse social consequences to such a policy.

Recruiting Minority Teachers to a Community or Position


Wyman (2000) reports on the trends in teacher recruitment as part of her doctoral studies at the University of Colorado at Denver.  A review of current efforts to recruit qualified teachers, minority teachers and teachers in the critical shortage areas is provided in this overview published by the Education Commission of the States. Wyman does a state-by-state analysis of teacher recruitment efforts.  Findings indicate that 

of 29 states reporting specific legislation to address the recruitment of teachers, only 15 states specifically address the recruitment of minority teachers as part of the program description, Wyman (p. 2-9). Those 15 programs include incentives to minority students to pursue the teaching profession.  Many of these same states offer incentives such as scholarships, tuition loan forgiveness and interest rate reductions on housing loans.


Futrell (1999) reflects the similar theme of the need to attract and retain minority teachers to better meet the diversity needs of all students.  The complexity of the problem continues to challenge educational leaders and many schools are investigating multiple strategies to first attract candidates and get them into the pipeline and then to recruit them by using incentives.  Money matters both in overcoming the cost of acquiring the necessary education to become a teacher and in keeping minority teachers in the field (Futrell, p. 32). Other factors that impact the recruitment of minority students to teaching professions include the need for restructuring the preparation programs to reduce barriers to minorities, structuring partnerships with school districts to support students through their education process, enhance salaries and working conditions to make them more competitive with other professions.


Salathe (date unknown) asks the question, why should the Missoula County Public School District hire more minority teachers?  In answering her own question, Dr. Salathe reviewed the research supporting the benefits to all students in being taught by a diverse teaching staff.  Missoula County has a high number of American Indian students and enjoys access to local Native American Colleges for recruitment of teaching staff.  Among the methods proposed for recruitment of minority teachers is the establishment of a partnership with Native American institutions, begin dissemination of all job postings to Native American organizations and associations, direct contact with teacher preparation programs regarding the need for minority teachers.  Most aggressive among the recommendations was the creation of a peer-tutoring program among students and teachers for support and encouragement of students interested in entering the teaching profession.


Durham, (2004) provides a comprehensive book review of Kane and Orsini’s book, The Color Excellence, Hiring and Keeping Teachers of Color in Independent Schools(Kane & Orsini,2004. The book chronicles the efforts of various schools to recruit and retain minority faculty. The authors use the term “teachers of color” as a representation of various races and ethnicities.  With growing diversity among students, just over 7% of teachers in private schools are people of color (Kane & Orsini, as cited by Durham p. 216).  In a study of 43 New York City private schools, the authors looked at the efforts used to recruit and retain minority-teaching staff.  Three recruitment strategies studied were pre-college recruitment, university level recruitment and retention and mid-career programs. The findings of the National Survey of Teachers of Color and an Analysis of the NAIS Database explores the results of the survey of 691 teachers on what factors at independent schools attract or repel candidates of color.


Torres, Santos, Peck and Cortes (2004) delve into the research on recruitment, development and retention of minorities to teaching. The authors cross traditional research lines in accessing information from business articles and economics studies to discuss similar problematic areas within industries beyond education.  Perhaps one of the more comprehensive studies among the literature, this report addresses both recruitment of minorities to teaching as well as the continued development and retention of minority teachers once employed in education. Under representation of minority teachers seems to have occurred widely post Brown v. Board of Education, Topeka, Kansas (1954) when many minority students were transferred as part of the desegregation efforts but minority teachers were in many cases demoted or dismissed often replaced with white teachers, Torres et al. (p. 9).  A review of current practices for the recruitment and retention of experienced teachers includes discussion of incentives including salary, housing assistance, signing bonuses and on the job support and development.

Summary of the Literature Review

Recruiting minority students is essential in meeting the present and future needs of a very diverse student population.  Research findings support that all students can benefit from the presence of minority teachers in their classrooms.  The research also supports the findings that an insufficient number of minority students are entering the profession.  Entry of minority students to the teaching profession lags significantly behind the growth of minority students in schools.  Various programs have been attempted to remedy this imbalance but with limited success.

Recruiting from among the small pool of minority teachers continues to be a challenge for school districts.  Various research efforts report mixed results in the recruitment of minority teachers by schools districts.  Recruitment strategies including peer mentoring, salary adjustments, relocation programs and hiring bonuses are documented as efforts made by both state and local education advocates.  

The literature supports the need for additional study of what attracts minority teachers to specific communities and positions.

Chapter Three, Study Methods

In order to study what attracts minority teachers to a position or community, it was paramount to solicit input from minority teachers both in the Midwest and externally.  Current and prospective minority teachers were identified as the most logical source of the information sufficient to meet the needs of the study.  Additionally current HR professionals in two Midwestern states were solicited for input in an effort to compare their opinions on what attracts minority teachers to a position or community with the opinions generated from the minority teachers.  The study was conducted using mixed methodology including surveys and interviews.

Survey Participants

Participants were solicited from among human resource professionals in Iowa and Nebraska school districts, current minority teachers in Iowa and Nebraska and self identified minority educators who are subscribers of two minority recruitment website organizations.


Two websites were utilized to solicit survey participants.   The survey was made available on the Historically Black Colleges and Universities website for 45 days.  Representatives from the National Education Minority Network website invited their subscribers to participate both in a general newsletter and via a personal email.  The researcher waited an additional 45 days after solicitation of subscribers to close the survey to participants. 


Historically Black Colleges and Universities, (HBCU) is a website that caters to ethnic minorities who are graduates of historically black colleges.  The subscribers are typically seeking employment in professional level jobs. HBCU claims over 10,000 subscribers including job seekers and employers.  Current statistics on the subscribers with educational degrees was unavailable.  

The National Employment Minority Network, (Nemnet) was founded in 1994 as a service to ethnic minorities seeking jobs.  Nemnet serves approximately 5000 subscribers including job seekers and employers.  Approximately 39% of the job seekers subscribing to Nemnet are self identified as educational professionals. 

HR professionals from urban school districts in Iowa and Nebraska were contacted by phone and via email and asked to forward the link to the online survey to minority teachers in their districts.  The education department heads for the University of Northern Iowa, University of Iowa, University of Nebraska at Omaha and Lincoln and Drake University were contacted to forward the minority teacher survey to students in the school of education at their university or college. 

Survey Instruments

The two survey instruments were designed utilizing forced choice methods inclusive of ranking, yes/no, and multiple-choice questions.  Answers to three open-ended questions constitute the qualitative component of the survey.  One survey was designed for use with minority teachers and/or teaching candidates.  The other survey was designed for use with school district HR professionals.  Both survey instruments were designed using QUIA.com a website commonly used by educational professionals for production of online classes, quizzes and surveys.


Questions on the minority teacher survey instrument were designed to generate information on participant demographics including ethnic affiliation and level of education and completion in a teacher preparation program. Additionally, participants were asked to select from a list of attributes the issue that was most important to them in selecting a position or a community.  

In an effort to generate information regarding current status of minority hiring efforts, the survey instrument used with HR professionals was different from the one used for minority teachers.  It included questions regarding current district demographics such as community size and minority population, number of students, number of teachers and student and teacher minority percentages.  The HR professionals were also asked to choose from among a list of attributes those things they believe minority teachers look for in a community or position. The survey instrument designed for HR professionals was distributed via email directing participants to an online survey.  A total of 40 school HR professionals in Iowa and 7 school HR professionals in Nebraska were contacted for participation. 

Interview Methods

Interviews were conducted utilizing seven open-ended questions with candidates.  The four participants were interviewed in the office of the researcher. Participants consented to the process by signing an informed consent form. The interview questions were specifically designed to get personal perspectives from the participants regarding their current status and their preferences in a community and position.

The researcher, asking seven open-ended questions of the participants, conducted the interviews. The researcher has ten years of experience as a human resource professional, holds a current PHR (Professional in Human Resources) from the Society for Human Resource Management and has been trained in using structured, formal and informal interview methods.

Interview Participants   

Interview participants were solicited from among the self identified minority teachers in the Council Bluffs Schools. HR administrators in Iowa were contacted for assistance in identifying minority teachers in their districts for participation in the interviews.  Interview participants were selected based on the following criteria; self identified ethnicity other than Caucasian and employed as a current teacher in a school district. The availability and access to teachers was an obstacle for the researcher since most teachers were not working in the early summer at the time of this study.

Interviews were conducted with four minority teachers, all are currently under contract to teach in the Council Bluffs Community School District. 

Interview and Qualitative Question Results Analysis 

Field notes were taken as the participants discussed the questions.  After each interview, the researcher reviewed the notes with the participant for clarification and to guarantee accuracy and understanding of the answers. 


Analysis of responses for interviews and the qualitative component of the surveys were done by sorting information by thematic occurrences and then determining the frequency of response to each theme area. The process included the following steps:  

· Read and re-read the data 

· Code themes according to subject matter

· Identify recurring themes 

· Develop a matrix of occurrence among themes 

· Summarize findings 


The coding of responses was done as similarities were recognized.  Once these patterns or similarities were identified, then a theme became apparent.  For example, similar responses to a question on preference for a position included such things as “preference for a geographic area”, “family living in the area”, “educational opportunities for me or my family” were all identified as a personal need. Once identified, they received a code of “P”.  The total number of coded items were analyzed within each category and reported out as findings.  The researcher’s HR administrative assistant did a second review of the qualitative data findings to provide input on the accuracy of themes, identify any gap areas and to provide insight as an objective reader.

Quantitative Data Analysis


The quantitative data was accumulated and disaggregated by category including percent response by identified ethnicity group, percent response by item category and overall response rates.  The online survey instrument was designed using QUIA an online class and survey website.  The response data for each question was calculated by the programming built into the website operation.  

Chapter Four, Study Results

This study was designed to capture input from two data sources regarding recruitment of minority teachers to positions or communities in an effort to address the four guiding questions of this study.  In review, the guiding questions were as follows:

· What do school district human resource professionals perceive as the preferences of minority teachers in choosing a community or position?

· What, if any, community characteristics are of importance to minority teachers?

· What if any, position characteristics are of importance to minority teachers?

· To what extent do the perceptions of the school district human resource professionals regarding minority teacher preferences align with the preferences identified by minority teachers?

The two data sources solicited for input was college HR professionals from school districts in two Midwestern states   and both current and prospective minority teachers. The surveys and interview questions were therefore designed specifically for the individuals in each of the data source categories.  HR professionals were asked to provide opinion on what they believe to be important in attracting minority teachers to a position or community. HR professionals were not asked to identify themselves with a specific minority group.

Minority teachers were asked questions intended to solicit their personal perspective on what is important to them when choosing a community or a school district in which to work and live.  Minority respondents were asked to identify themselves with a specific minority group.

The results were reviewed by individual response group and a comparison of HR director responses and minority teacher responses was done thematically addressing the four primary research questions.

HR Professionals Respondent Demographics and Participation Rates

Fifty-two HR professionals in Iowa and Nebraska school districts were solicited for participation in the survey.  There were 18 respondents to the survey of HR professionals for a 34% response rate. Of the respondent HR professionals, 44.4% were from communities with populations between 25,000 and 75,000.  Another 33.3% of the respondents were from communities with populations greater than 75,000.  There were 3 respondents or 16.6% who represented communities of 10,000 to 25,000 and only one respondent or 5.5% of the total from a community of less than 10,000 people. This information is important in recognizing the total population as it compares to the total number of teaching staff both minority and non-minority and to the total student population both minority and non-minority in respondent districts. 

Seven or 38.8% of the respondents indicate that the community they represent has less than 5% minority population.  Another 38.8% indicate that the community they represent has a minority population of 11-20%. 

A full 50% of respondents indicate that they employ more than 500 teachers in the districts they serve.  Another 38.8% indicate they employ 201-500 teachers and the remaining 11.1% employ 51-200 teachers.

Chart 1

Total Number of Teachers in Respondent Districts
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Note: The chart represents the percentage of respondent districts by total number of students in their district by range.

Chart 2

Number of Minority Teachers in Respondent Districts
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Note: The chart represents the percentage of respondent districts according to number of minority teachers they employ by range.
Nearly 45% of the respondents indicated that they employ 5 or less minority teachers in their district.  Another 38.8% employ 6-25 minority teachers.  Only 11.1% of respondents indicate they have 26-100 minority teachers in their districts and 5.5% employ 101 – 300 teachers.  No respondents indicated having greater than 300 minority teachers on staff. 

Forty-four percent of respondent HR professionals indicate they serve in school districts with 5001-10,000 students while 38.8% indicate they serve in districts of greater than 10,000 students. 

At the same time, 33.3% of respondents indicate that 6-10% of the students in the district they serve are minority students.  Another 27.7% indicate that 11-20% of the students they serve are minority students and an identical percentage of 27.7% indicate they serve 0-5% minority students in the district.  Two respondents or 11.1% indicate 21-50% of the student population is made up of minority students.

Chart 3

Percentage of Minority Students in Responding Districts
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Chart 4

Number of Total Students in Respondent Districts
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All of the districts report serving more than 1000 students with 39% indicating they serve a minority student population of 11 – 50 percent. 

Minority Teacher Respondent Demographics

The survey of minority teachers was completed by 35 respondents.  Since the survey was completed on a random and anonymous basis utilizing two minority recruiting websites, it was impossible to determine where the source data was generated.  

Respondents were asked to indicate with which of the following ethnic minority groups they most closely identify: African American, American Indian, Asian, Hispanic, Middle Eastern or Other.  Of the 35 respondents, 60% identified themselves as African American, 20% Hispanic, 5.7% Asian and 2.8% American Indian.

Respondent Education Level

  In response to the question, “What is the highest level of your education?” 60.6% indicated that they have a master’s degree followed by 21.2% with a bachelor’s degree, 12.1% with a doctorate and 6.06% with an associate’s degree. 

Additional breakdown of the data reveals that among those reporting they have a masters degree 82% identified themselves ethnically as African American, 11.7% as Hispanic, 5.8% as Asian and the balance as “other.” 

With 41.1% response rate, participants indicated they prefer to work in a community with a population of 20,000-100,000.  Another 29.4% of respondents prefer a large urban area of 500,000 or more. An urban population of 100,000 – 500,000 was preferred by 17.6% of the respondents and a small rural population of 5000 – 20,000 was preferred by 11.7% of respondents.

Nearly 73% of respondents indicated they have completed a teacher preparation program with the remaining 27% of respondents indicating they had not completed such a program.

When asked if they were currently teaching in elementary or high school in any state, 54.4% of the respondents indicated “no” and 45.4% indicated “yes.”  More than 91% of respondents answered “No” to the question, “Are you currently teaching in a school district in the Midwest?” 

Response to the question on participant’s willingness to relocate to a position outside their current community revealed that 84.8% of the respondents were willing to relocate to another community.

HR Professionals Survey Response Results

HR professionals were highly consistent in their belief of what they believe is most important to minority candidates when considering a district in which to work. A clear majority or 61.1% of respondents indicated they believe minority population density is the most important issue for minority candidates.  Another 27.7% of respondents believe that location and amenities is the most important issue for minority candidates. Only 5.5% of respondents indicated that they believe wages and benefits are most important.  Another 5.5% of the HR professional respondents indicated they believe the district’s diversity philosophy is the most important issue for minority teaching candidates in choosing a district.

Chart 5

HR Respondent Beliefs of What is Most Important 

to Minority Teachers
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Breakdown of Responses by Community Size

A further breakdown of HR professional’s responses reveals an interesting divide among the respondents based on the size of the community in which they serve. HR professionals in communities with a population of 75,000 or more often cited “location amenities” as the most important issue to minority teachers in selecting a district while respondents in communities of 25,000 to 75,000 people overwhelmingly cited “minority population density” as the most important issue for minority teachers in selecting a district.  Consistent with the HR professionals in slightly larger communities, 50% percent of the responses from HR professionals serving communities of less than 25,000 indicate they believe that minority population density is the most important issue to minority teachers in selection of a position.  

Survey Responses of Current Recruitment and Turnover

Two questions on the survey dealt with recruiting methods used by the HR directors in seeking minority candidates.  When asked to identify all of the methods from among a list of seven they currently use to recruit minority teachers, 100% indicated newspaper advertising, 77.7% attend job fairs, 66.6% use internet sites, 55.5% recruit on college campuses, 33.3% utilize workforce development and only 5.5% do individual mailings to minority graduates. None of the respondents use employment firms in recruiting minority candidates.

HR professionals were also asked to indicate the most effective recruiting method they use in seeking minority candidates.  Thirty-one percent of respondents believe job fairs are the most effective way to recruit minority candidates, while 25% believe traditional newspaper advertising is the most effective recruitment method.  These are followed closely with 18.7% of respondents who believe Internet sites are the most effective and another 18.7% who believe individual mailings to minority graduates are the most effective.  Only 6.2% of the respondents believe that recruiting days on college campuses are the most effective recruiting method in attracting minority candidates. None of the respondents believe that workforce development or employment firms are effective methods for recruiting of minority teaching candidates.


The last quantitative survey question asked HR professionals to consider from among a list of items what they believe impacts minority teacher turnover.  Again HR professionals provided a majority response of 61% that they believe minority population density is the issue that most greatly impacts minority teacher turnover.


Once again breaking the responses down by the size of the community that respondents serve reveals some interesting differences.  HR professionals serving communities of 75,000 or more are split with 50% of the respondents believing that minority population density is the reason for minority teacher turnover and 50% of the respondents believing that location/amenities has the greatest impact on minority teacher turnover.  Compare this to HR professionals serving communities of 25,000 to 75,000 who by an impressive majority of 80% believe that minority population density has the most impact on minority teacher turnover.  Of the HR professionals serving communities of less than 25,000 the responses are split equally among “location amenities”, “minority population density” and “personal reasons.”

HR Professionals Results to Free Response Question

The survey for HR professionals included the free response question, “Briefly add comments you feel may be important in the hiring and retention of minority teachers not addressed in the previous questions.” Only 50% of the respondents completed this question.  Answers to the question revealed three themes; personal contacts, quality of life and overcoming barriers to becoming teachers.  

Personal Contacts as a Preferred Recruitment Method

The first theme of personal contacts most often noted by HR Directors included items such as making personal contacts with candidates at job fairs and on university campuses and mailing invitations directly to graduating minority candidates.  The quality of life theme relates to items such as money and community climate including minority population density.  The third theme of overcoming barriers includes the concerns for high standards for licensure and pre-license testing.

Five respondents noted that personal contacts with minority students at the undergraduate level were an important need in hiring and retention of minority teachers.  

Quality of Life Issues as a Recruitment Issue

In the area of quality of life issues, salary and benefits, housing and amenities were only noted three times among the nine respondents.  

Lack of Minority Teacher Supply as a Recruitment Issue

The third theme, noted by respondents twice, underscores the concern for lack of supply of minority undergraduate students and certification due to unrealistic standards for licensing and inability to access education.  Lack of supply of minority teachers was the response most often indicated by respondents despite the fact it did not address the question. 

Minority Teacher Survey Responses


Teacher respondents were asked to rank their answers on three questions relating to their preferences in selecting a position or a community.  When asked to rank a list of features of a position in a community that most influences their decision to accept a position, the average rank of respondents favored “organization philosophy” with an average rank of 2.41, followed by wages/benefits and organization support for employees both with an average rank of 2.58 and 2.67 respectively.

Table 1

Average Rank of Community and Position Features by Minority Teachers

	Features
	Average Rank

	Wages/benefits
	2.58

	Geographic location
	2.75

	Minority population density
	3.38

	Organization philosophy
	2.41

	Organization support for employees
	2.67

	Other
	5.83


Note: Average rank from most important to least important with 1 being most important.

Respondents were asked to rank from most important to least important, the following reasons they would choose a position; competitive wages and benefits, mentoring and induction programs, community connection to similar minority groups, assistance with relocation, assistance for additional education or other.

Table 2

Average Rank in Choosing a Position by Respondents

	Feature
	Average Rank

	Competitive wages/benefits
	1.97

	Mentoring and induction programs
	3.56

	Community connection to similar minority group
	3.34

	Opportunities for spouse or partner
	4.32

	Assistance with relocation
	4.06

	Assistance with additional education
	4.09

	Assistance with housing acquisition
	4.41

	Other
	6.82


Note: Average rank from most important to least important with 1 being most important.

Competitive wages and benefits ranked highest among respondents as the most important reason to choose a position with an average rank of 1.97. Community connection to similar minority groups received an average rank of 3.34 followed closely by mentoring and induction programs at 3.56.


Respondents were asked to rank community features and amenities from most important to least important including recreational amenities, affordable housing, educational opportunity, minority population, school district reputation, and community size or other.  Affordable housing ranked the highest among respondents with an average rank of 2.85.

Table 3

Average Rank of Reasons to Choose a Community by Respondents

	Features
	Average Rank

	Recreational amenities
	4.56

	Affordable housing
	2.85

	Educational opportunities
	2.94

	Minority Population
	3.56

	School district reputation
	3.28

	Size of community
	3.97

	Other
	5.85


Note: Average rank from most important to least important with 1 being most important.

Minority Teachers Results to Free Response Questions  


The survey included three free response questions tied to the ranking questions intended to capture response to the “other” category.  The responses were reviewed and as similarities were noted, they were categorized and coded.  Twenty-nine of the total 35 participants provided responses to the question “Please briefly describe the most important issue that influences your decision to consider a particular teaching position.”  The five emerging themes, not listed in order of occurrence were: administrative support, school philosophy or mission, needs of students, school and community connections and personal needs.

What is Important to Minority Teachers in a Position or District?


The two themes of school philosophy or mission and personal needs occurred most often in the responses.  Specific comments in the theme area of school philosophy or mission include the following; “the culture and mission of the school”, the school philosophy and colleagues” and “welcoming atmosphere that exudes a feeling of community, pride and high academic and behavioral standards.” In the area of personal needs, the following specific comments were reported; “a diverse community” and “the benefits to myself as a teacher and the resources I have to continue my education.”  


In the area of “student needs” the following specific comments were noted, “positive role models for students”, “a desire to produce good students” and “having the needed resources to educate students.”


While only 28 of the 35 respondents answered the question “describe the most important reason you would choose a particular position,” there responses were very consistent.  Four emergent themes were derived from these answers.  

They include: personal needs, student demographics and needs, administration and district climate.                                                                    

Personal Needs as a Preference for Minority Teachers


Personal needs included such things as pay, benefits, extra curricular opportunities, location and community size. Overall these personal needs were cited seventeen times as reasons for agreeing to come to work in a position.

Minority Teachers Preference based on Student Needs and School Administration 


Student needs and school administration were also noted as important reasons for accepting a position.  It is especially important to note that these theme areas were cited only four times each thus giving even more emphasis to the high number of responses in the category of personal needs.  Respondents noted school district climate only three times as an issue that influences their decision to accept a particular position.


The final free response question generated 27 responses from among 35 total participants.  In answering the question “describe the most important reason you would choose a community to work in” three themes emerged from respondent comments.  These themes include: community climate, diverse population and personal needs.  

Minority Teacher Preference based on Community Climate


Community climate comments far surpassed the other two theme areas with 23 recorded responses.  Specific examples of comments include “what the community values as a whole and where the community envisions itself and it’s students”, “the progressive nature of the community”, “low crime rate”, “community support of minorities” and “community values and direction.”

Minority Population Density Preference among Minority Teachers  


While not ranked high among respondents in the quantitative part of the survey, population diversity did surface as an important issue to minority teachers in the qualitative component of the survey. Minority population density was cited as important in selecting a community eight times by respondents. Examples of comments made by respondents include “a diverse population”, “community is diverse and upwardly mobile” and “international and ethnic diversity.”  While noted as important, minority population density was still noted far less often than community climate as important to respondents when choosing a community.

Personal Needs as a Preference of Minority Teachers


The third theme area of personal needs included the following comments; “opportunity for continuing my education”, “community resources for my family” and “workable racial 

environment with amenities available.” Curiously, personal needs were highly valued by participants when considering a teaching position but were the least important to participants in choosing a community.

Interview Participant Responses


Four personal interviews were conducted with minority teachers currently teaching in Iowa (See Appendix D).  

Interview Participant Demographic Information


The average teaching experience among respondents was 13.75 years with two respondents having additional teaching experience outside of the United States.  


Personal needs were most often noted as the  reasons for accepting their current position.  These reasons included such things as familiarity of the region or family needs in the area.  Three of the four respondents were required to relocate to a new community to take their present positions.

Top Three Things Minority Teachers Look for in a District  


Interview participants were split between personal needs and professional needs in response to the question “what are the top three things you look for when considering teaching in a school district.”  Two respondents indicated that student needs, academic support, appropriate curriculum, technology availability and administrative support were the top reasons for 

choosing a district in which to teach.  Two respondents stated that faculty personalities, collaborative environment, family benefits, diversity of students and salaries were most important to them in choosing a district.  These responses are very consistent with those of the survey participants when asked to rank what most influences their decision to accept a teaching position in a community.  Only one respondent stated that family need was the exclusive reason for considering a teaching position in a district.

Top Three Things that are Important in a Community


When asked to consider the top three things that are most important in considering a community in which to live, participants consistently noted three themes.  These themes include community amenities, school-home connection and population diversity.  Three of four interviewees indicated that diversity among students and the community was important when considering a community.  All respondents stated that family benefits and community amenities were important when 

considering a community in which to work and live.  Two of the respondents stated that the school-community connection was important to them in choosing a community in which to live.

Suggestions by Minority Teachers on Recruitment/Retention 


The final question of the interview was intended to solicit insight from minority teachers on what a district could do to attract and retain minority teachers.  Four distinct themes emerged from the answers to this question.  These themes are early recruitment at undergraduate levels specifically including personal contacts by the school district, assistance in overcoming barriers to licensing or other legal requirements, communication of the advantages for minorities in living in the community, and assistance with relocation.  All five interviewee’s stated that communication of the advantages of a community was critical.  In probing further, two of the five respondents indicated that the advantages communicated should include information on meeting the personal needs of an ethnic population.  Also noted was the safety and security of the community and the amenities offered by the community as important to them.  Two respondents stated that assistance with overcoming issues related to visas or licensing was important in their decision to accept a position.  Recruitment of minorities at the undergraduate level was cited as the most important step that a district could take in establishing interest in the district and community by all interviewees.


In responding to a similar question, HR professionals most often indicate that personal contact was the best way to recruit minority candidates.  Personal contacts through principals and supervisors, state-wide contact with minority candidates and utilizing current minority teachers to assist in recruitment were most often stated as the best methods for minority teacher 

recruitment.  This is in strong contrast to the fact that less than 6% of the respondents use individual mailings and less than 7% believe that campus visits for recruitment are effective.

Chapter Five, Summary of Findings and Conclusions

This study has produced some interesting information that will hopefully provide insight to individuals charged with recruitment of minority teachers.

The need for better recruitment of minority teachers is reinforced by the data derived from the HR professional survey.

A full 89% of reporting districts indicate they employ 200 or more teachers.  Yet 83% indicate they employ less than 25 minority teachers. Only one district reported employing more than 100 minority teachers while nine or 50% of the respondent districts report employing more than 500 teachers in total.

 Minority teachers clearly have preferences and express needs that are in some ways unique as they consider a position in a community.  Consistent with most individuals who are seeking employment, wages and benefits ranked high among reasons to choose a position.  However, just as important in influencing the minority teacher’s decision to agree to a position was the organization’s philosophy. This ranked higher than wages and benefits, geographic location, organizational support and minority population density, as the most important influence to respondents in agreeing to accept a position.

How Important is Minority Population Density?

While minority population density surfaced as an important issue for minority teachers in choosing a community it was far less important to respondents than the climate of the community and personal needs.  A disconnect between minority teachers and HR professionals seems to exist when 61% of the HR professionals believed that minority population density was the most important issue to minority teachers when considering a district. Further indication of this disconnect becomes obvious when the minority teacher responses by ethnicity reveals that there is no clear cut preference among minority teachers for large communities that might have greater diversity in population.  Among the respondent groups only 36% of African American respondents and 42% of Hispanic respondents indicate a preference for a community population of 100,000 or more. Most often noted by all identified ethnic categories, as the preferred community size, was 20,000 to 100,000.

The recurring themes of personal needs inclusive of wages and benefits, community climate, administrative support, student needs and school philosophy consistently emerged from minority teacher survey responses. However when asked to choose what they believe to be most important to minority teachers when selecting a position, 61% of the HR respondents indicated minority population density was most important and only 22% indicated that location and amenities was important to minority teachers when considering a district in which to work. Additionally only 5.5% of HR professionals noted wages and benefits as important to minority teachers when considering a position in a district. The other choices of district academic philosophy, personal reasons, district diversity philosophy and district student performance in total were indicated as important to minority teachers by less that 20% of the HR professionals.

What Recruitment Efforts are Effective?

Thirty-one percent of HR professionals responding to the survey indicated that they believe the most effective recruiting method for attracting minority candidates was attendance at job fairs.  Newspaper and job fairs were most often indicated as current methods for recruitment of minorities.  Only 6% of respondents indicated that campus recruitment was an effective recruitment method.  At the same time nearly 19% indicated that individual mailing to minority candidates was most effective in recruitment of minority teachers.  However less than 6% of responding HR professionals indicated that they use individual mailings as a recruitment method.  Among seven districts reporting student population of 10,000 or more only 3 report having 25 or more minority teachers on staff. Noted as the most effective recruiting method by these 3 respondents was attendance at job fairs, college campus visits and traditional newspaper advertising.

Compare this to the responses of minority teachers who were interviewed.  When asked what they consider to be the most important thing a district could do to recruit minority teachers, all participants stated that recruitment of minorities at the undergraduate level was the most important thing that a district could do. This was followed by communication to minority candidates of the district and community advantages.

Minority Teacher Turnover

While this study did not address minority teacher turnover or retention, one question for HR professionals was intended to solicit input on turnover among minority teachers.  A strong majority of 61.1% of HR professionals again indicated that they believe minority population density greatly impacts minority teacher turnover.  Compare this to the Torres, Santos, Peck and Cortes (2004) research study that suggests the development of strong community partnerships and incentives will aid in recruitment and retention of minority teachers. This opinion strongly aligns with both the survey and interview responses of minority teachers as they relate to community and district preferences in the areas of affordable housing, educational opportunities and assistance in overcoming barriers. 

Conclusions

Recognized as important in these findings is the obvious disconnect between the HR professional’s beliefs regarding the preferences of minority teachers and the noted preferences of minority teacher respondents.  The belief that minority population density is highly important to minority teachers reoccurred consistently among the responses of HR professionals. Whether this is an opinion based on personal knowledge and experience or on a preconceived belief is unknown.  Clearly the responses of minority teacher participants would indicate that their interests go much more strongly toward meeting personal needs in a particular community and district.  This information may be helpful in designing recruiting activities that will more effectively address the interests and concerns of minority candidates.  

In anticipation of a teacher shortage, states across the nation have begun to address the recruitment of teachers.  However, not all states have incorporated the recruitment of minority teachers into their plans.  Only fifteen of 29 reporting states in the May 1999 report by the Education Commission of the States include specific recruitment programs for minority teachers (Wyman, 2000).  Some of these programs specify their recruitment of minorities only to teacher shortage areas.  Others only direct recruitment effort toward undergraduate students in attracting them to the profession by way of loan forgiveness and alternative licensure programs (Wyman, p. 6).    

The findings of this study are consistent with those of Torres, Santos, Peck, and Cortes (2004) in their study of minority teacher recruitment and retention.  Recruitment of minority teachers goes beyond monetary incentives.  It includes providing professional development and developing collaborative relationships within the schools. (Torres et al., p. 54).

Money does matter (Futrell, p. 16) to minority teachers in choosing a position.  Financial incentives such as signing bonuses, loan forgiveness and various other extrinsic motivators may help; however, there is an absence of research on the effectiveness of such incentives (Torres et al., p. 54).   

So while money does matter, just as important according to these respondents is the ability of the community and district to meet their personal needs.  While these results cannot be generalized to all minority teachers or all HR professionals, they do provide further insight for those that are challenged with recruitment of minority teachers to their communities and districts.
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Appendix A

Survey of HR Professionals 

You are being asked to participate in a study to determine what attracts minority teachers or teaching candidates to a position in a community.  This survey should take approximately ten minutes to complete.  This study is being completed under the direction of Terri Deems, Professor at Drake University, Des Moines, Iowa.  Responses will be tracked for participation purposes, however results will be reported in aggregate only – no identifiers of any sort will link you to your responses.  All responses will be held in strictest confidence.  The data will be kept in a locked file cabinet on secured premises with access limited to the researcher only.  The risks of participating in this study are minimal.  This study should provide important information for understanding what attracts minority teachers to a position in communities.  Participation is voluntary.  There will be no consequences to you if you decide not to participate.  If you decide to participate you will have the right to withdraw from the study at any time with no consequences to you.  Completing and turning in this survey will indicate that you have read and understood the conditions under which this study is taking place, that you are aware of your rights and privileges.  Thank you for your willingness to participate in this survey. 

Mark the answer that best describes the current population of the community your district services.

─Less than 3000

─3001- 5000

─5001 – 10,000

─10,001- 25,000

─25,001 – 75,000

─More than 75,000

Indicate the current percentage of minorities within the community(s) the district serves?

─0 – 5%



─6 – 10%


─11 – 20%


─21 – 50%


─More than 50%

Indicate the category that best describes the number of  students in the district?

─Less than 500



─501 – 1000


─1001 – 5000


─5001 – 10,000



─More than 10,000

What is the current percentage of minority students within in the district?

─0 – 5%



─6-10%



─11 – 20%


─21 – 50%


─More than 50%

How many teachers do you currently employ in your district? 

─Less than 50




─50 – 200



─201-500 



─More than 500

How many minority teachers do you currently employ in your district?

─0 – 5





─6- 25




─26 – 100



─101-300

─More than 300

What recruiting methods are you currently using to attract minority teacher candidates to the district?  Mark all that apply.

─traditional newspaper advertising

─attendance at job fairs

─internet sites

─recruiting days at colleges with high minority       population

─individual mailings to minority graduating students

─workforce development

─employment firms

─Other please describe  

What has been the most effective recruiting method for attracting minority candidates?

─traditional newspaper advertising

─attendance at job fairs

─internet sites

─recruiting days at colleges with high minority population

─individual mailings to graduating students

─workforce development

─employment firms

─Other please describe  

Which of the following do you believe is the most important issue to minority candidates when considering a district?

─location/amenities

─minority population density

─wages/benefits

─district student performance history

─district academic philosophy

─district diversity philosophy

Which of the following reasons do you believe most greatly affects minority teacher turnover? 

─location/amenities

─minority population density

─wages/benefits

─lack of administrative support

─lack of colleague support

─performance issues

─personal reasons not related to the district

Appendix B

Survey of Minority Teachers and Prospective Minority Teachers

You are being asked to participate in a study to determine what attracts minority teachers or teaching candidates to a position in a community.  This survey should take approximately ten minutes to complete.  This study is being completed under the direction of Terri Deems, Professor at Drake University, Des Moines, Iowa. Responses will be tracked for participation purposes, however results will be reported in aggregate only – no identifiers of any sort will link you to your responses.  All responses will be held in strictest confidence.  The data will be kept in a locked file cabinet on secured premises with access limited to the researcher only.  The risks of participating in this study are minimal.  This study should provide important information for understanding what attracts minority teachers to a position in communities.  Participation is voluntary.  There will be no consequences to you if you decide not to participate.  If you decide to participate you will have the right to withdraw from the study at any time with no consequences to you.  Completing and turning in this survey will indicate that you have read and understood the conditions under which this study is taking place, that you are aware of your rights and privileges.  Thank you for your willingness to participate in this survey. 

Please indicate which of the following groups with whom you most closely identify.

─African American

─American Indian

─Asian



─Hispanic


─Middle Eastern

─Other

What is the highest level of your education?

─Associates Degree

─Bachelor Degree

─Masters Degree

─PhD 

Have you completed or are you currently enrolled in a teaching preparation program in elementary or secondary education?

─Yes






─No

Are you currently licensed to teach elementary or high school in any state?

─Yes 






─No

Are you currently teaching in a school district in the Midwest?

─Yes






─No

Are you willing to relocate to a position outside your current community?

─Yes






─No

Rank the following items that influence your decision on agreeing to a teaching position in a community from most important to least important with number 1 being the highest.

─Wages/benefits

─Geographic location

─Minority population density

─Organization philosophy

─Organization support for employees

─Other (Please describe) 

Rank the following reasons you would choose a position from most important to least important with number 1 being the most important.

─Competitive wages and benefits

─Mentoring and induction programs 

─Community connections to similar minority groups

─Opportunities for spouse or partner

─Assistance with relocation

─Assistance for advanced education

─Assistance with housing acquisition

─Other (Please describe)

Rank the following reasons you would choose a community from most important to least important with number 1 being the most important. 

─Recreational amenities

─Affordable housing

─Educational opportunities

─Minority population

─School district reputation

─Size of the community

─Other (Please describe)

What size of a community would you most want to work in?

─Rural – population of less than 5000

─Town – population 5000 – 20,000

─Small Urban – population 20,000 – 100,000

─Urban – population 100,000 – 500,000

─Large Urban – population 500,000 or more 

Appendix C

Interview Participant Informed Consent Form

You are being asked to participate in a study to determine what attracts minority teachers or teaching candidates to a position or a community.  This interview should take approximately thirty minutes of your time.  This study is being completed under the direction of Terri Deems, Professor at Drake University, Des Moines, Iowa.  This research project is intended to gather information on what attracts minority teachers and minority teaching candidates to a community or position.  The process for gathering this information is through a personal interview either conducted in person or by telephone.   Participation in this process is completely voluntary.  While general data and information will be gathered and reported in the findings of this study, your name or any other descriptors of you personally will not be revealed.  If you prefer to answer the questions associated with this interview process in writing, please let me know and a form can be provided to you. If you have questions regarding this research project and wish to discuss them prior to agreeing to participate, please contact Janet Reiners, Director of Personnel Services, Council Bluffs, Iowa, 712-328-6429 or by email jreiners@cbcsd.org.

Your participation is strictly voluntary and there is no threat of penalty or loss of benefits if you refuse to participate or wish to withdraw at any time during the process. 

Your signature represents your agreement to voluntarily participate in this research project.   Please indicate agreement by signing below and faxing this form to my office at 712-328-6448.  

_____________________________

____________________________

Name
(Please Print)


School or School District

_____________________________

____________________________


Signature 





Contact Phone
  






_____________________________

____________________________

Contact email address




Date

Appendix D

Interview Questions for Minority Teachers

1. How long have you been working as a teacher?

2. How long have you been teaching in your current position?

3. What were the reasons you agreed to come to work for this district?

4. Were you required to relocate in order to take this position?

5. What are the top three things you look for when considering teaching in a school district?

6. What are the top three things most important to you when considering living in a community.

7. What do you consider to be the most important thing a district could do to attract and retain minority teachers?

Appendix E

Survey Data from Minority Teacher Respondents

Respondent Identification by Ethnic Background

	Answer
	Number of Respondents
	Percent

	African American
	21
	60.00%

	American Indian
	1
	2.86%

	Asian
	2
	5.71%

	Hispanic
	7
	20.00%

	Middle Eastern
	0
	0.00%

	Other
	4
	11.43%


Respondent by Highest Level of Education

	Answer
	Number of Respondents
	Percent

	Associate Degree
	2
	6.06%

	Bachelor Degree
	7
	21.21%

	Masters Degree
	20
	60.61%

	Doctorate
	4
	12.12%


Respondent Preference in Community Size

	Answer
	Number of Respondents
	Percent

	Rural less than 5000
	0
	0.00%

	Town- 5000 to 20,000
	4
	11.76%

	Small Urban 20,000to 100,000
	14
	41.18%

	Urban 100,000 to 500,000
	6
	17.65%

	Large Urban 500,000 or more
	10
	29.41%


Respondents Who Have Completed or Enrolled in a Teaching Program

	Answer
	Number of Respondents
	Percent

	Yes
	28
	84.85%

	No
	5
	15.15%


Respondents Currently Licensed to Teach Elementary/Secondary Education

	Answer
	Number of Respondents
	Percent

	Yes
	15
	45.45%

	No
	18
	54.55&


Respondents Currently Teaching in a School District in Midwest

	Answer
	Number of Respondents
	Percent

	Yes
	3
	8.82%

	No
	31
	91.18%


Respondents Willingness to Relocate

	Answer
	Number of Respondents
	Percent

	Yes
	28
	84.85%

	No
	5
	15.15%


Respondents Ranking of Most Influential in Choosing Position in a Community

(Rank 1 to 5 – With 1 Being Most Important)

	Attribute
	Average Rank

	Wages/benefits
	2.58

	Geographic location
	2.75

	Minority population density
	3.38



	Organization philosophy
	2.41



	Organization support for employees
	2.67

	Other
	5.83


Respondent Ranking of Most Important Reason to Choose a Position

(Rank 1 to 5 – With 1 Being Most Important)

	                    Attribute
	  Average Rank

	Competitive wages/benefits
	1.97

	Mentoring/induction program
	3.56

	Community connections to similar minority group
	3.34

	Opportunities for spouse or partner
	4.32

	Assistance with relocation
	4.06

	Assistance for additional education
	4.09

	Assistance with housing acquisition
	4.41

	Other
	6.82


Respondent Ranking Most Important Reason to Choose a Community

(Rank 1 to 5 – With 1 Being Most Important)

	Attribute
	Average Rank

	Recreational amenities
	4.56

	Affordable housing 
	2.85

	Educational opportunities
	2.94

	Minority population
	3.56

	School district reputation
	3.28

	Size of the community
	3.97

	Other
	5.85


Appendix F

Survey Data from HR Professional Respondents

Responses to Current Population of District Community(s)

	Answer
	Number of Respondents
	Percent

	Less than 3000
	0
	0.00%

	3000-10,000
	1
	5.56%

	10,000 – 25,000
	3
	16.67%

	25,000 – 75,000
	8
	44.44%

	More than 75,000
	6
	33.33%


Current Percentage of Minorities in the Community the District Serves

	Answer
	Number of Respondents
	Percent

	0 – 5%
	7
	38.89%

	6-10%
	4
	22.22%

	11-20%
	7
	38.89%

	21-50%
	0
	0.00%

	More than 50%
	0
	0.oo%


Total Number of Students in Respondent’s District

	Answer
	Number of Respondents
	Percent

	Less than 500
	0
	0.00%

	501 – 1000
	0
	0.00%

	1001 – 5000
	8
	44.44%

	5001 – 10,000
	3
	16.67%

	More than 10,000
	7
	38.89%


   Current Percentage of Minority Students in Respondent’s Districts

	Answer
	Number of Respondents
	Percent

	0-5%
	5
	27,78%

	6-10%
	6
	33.33%

	11-20%
	5
	27.78%

	21-50%
	2
	11.11%

	More than 50%
	0
	0.99%


Total Number of Teachers in Respondent Districts

	Answer
	Number of Respondents
	Percent

	Less than 50
	0
	0.00%

	51-200
	2
	11.11%

	201-500
	7
	38.89%

	More than 500
	9
	50.00%


Number of Minority Teachers in Respondent Districts

	Answer
	Number of Respondents
	Percent

	0-5
	8
	44.44%

	6-25
	7
	38.89%

	26-200
	2
	11.11%

	101-300
	1
	5.56%

	More than 300
	0
	0.00%


Current Minority Recruiting Methods Used by Respondent Districts

(Mark all that Apply)

	 Answer
	Number of Respondents
	Percent

	Newspaper Advertising
	18
	100%

	Attendance job fairs
	14
	77.78%

	Internet sites
	12
	66.67%

	Recruiting on campus
	10
	55.56%

	Personal Mailing to minority graduates
	1
	5.56%

	Workforce development
	6
	33.33%

	Employment firms
	0
	0.99%


Most Effective Recruitment Method for Minority Candidates

	Answer
	Number of Respondents
	Percent

	Newspaper Advertising
	4
	25.00%

	Attendance job fairs
	5
	31.25%

	Internet sites
	3
	18.75%

	Recruiting on campus
	1
	6.25%

	Personal Mailing to minority graduates
	3
	18.75%

	Workforce development
	0
	0.00%

	Employment firms
	0
	0.00%


Respondent Beliefs of Most Important Issue to Minority Candidates in Choosing a District

	Answer
	Number of Respondents
	Percent

	Location/amenities
	5
	27.78%

	Minority population density
	11
	61.11%

	Wages/benefits
	1
	5.56%

	District student performance
	0
	0.99%

	District academic philosophy
	0
	0.00%

	District diversity philosophy
	1
	5.56%


Respondent Beliefs of what Most Greatly Influences Minority Teacher Turnover

	Answer
	Number of Respondents
	Percent

	Location/amenities
	4
	22.22%

	Minority population density
	11
	61.11%

	Wages/benefits
	1
	5.56%

	Lack of administrative support
	1
	5.56%

	Performance issues
	0
	0.00%

	Personal reasons not listed
	1
	5.56%
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