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Having Our Say:

Examining the Career Trajectories of Black Male Eci2&discatiBn

BYDRS.KIMBERLY UNDERWOOD, DONNA SMITH, HILARNOHMNBON]OY TAYLOR, J. MEDGAROBERTS

INTRODUCTION

Achieving a diverse and inclusive
workforce within P12 education is
critical to ensure that students receive a
robust, quality educational experience.
However,overcoming the shortage of
educators of color has been a major
AETATT A £ 0 1060
decades. And, despite students of color
comprising over 50% of current
classroom populatiorisand the United
30A0AO0 #A1 00O
people d color will become the
Of AEII GEOWEOUOG EI
States population by 2043these trends
fail to correlate with representations of
educators of color in2 education,
especially for new cohorts of Black male
teachers. In fact, according the

National Center for Education Statistics
(NCES), male educators comprise only
23% of the public school workforce and,
more troubling, Black male teachers
represent less than 2% of the total
teacher populatior?
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Source: U.S. Department of Education. (2016). The state of racial diversity in the

educator workforce. Retrieved from https://www2.ed.gov/rschstat/eval/highered/racial-
Qrsly/slaleracadverstyworkforcepdf /




Undoubtedly, the clarion call of all
stakeholders within PL2 education should

be seeking and retaining qualified and
caring educators regardless of race or
ethnicity. As such, race and ethnicity cannot
be the sole factor in determining how
teachersare recruited, hired, and promoted.
However, there is an abundance of evidence
to support the presence of diverse racial and
ethnic demographics as necessary,
influential factors in creating progressive
school systems. Therefore, the
diversification of P12 schools should

remain a key priority in current education
reform strategies.

Through their goal of transforming the
teaching profession and increasing the
cadre of educators and administrators in P
12, the National Network of State Teachers
of the YearlNNSTQOY) has partnered with
University of Phoenix (UOPX) to examine
the current trajectories of Black male
educators as they enter into and advance
within school settings. Each year, NNSTOY
recruits dynamic Black male teachers1P
administrators, and

higher education professionals for
participation in their yeattong fellowshipz
the Outstanding Black Male Fellowshgp
and provides a forum for discussion of key
Issues relevant to the professional
development and advancement of Black
male educators in A2 education. NNSTOY
AOOAOOOKh OG0OT i 1T OET C
means developing and empowering highly
effective teachers to take a leadership role
In innovation, collective capacity, and
continuous improvement in polcy,
””””” AT A AAOIT AA;

The content of this white paper will include
a critical examination of the career
trajectories of Black male educators from
three perspectives: recruitment, retention,
and mobility. Throughout this document,
we have incorporated the insights,
observations, and opions of these
dynamic fellows, using reflective quotes and
personal narratives. Finally, this focused
dialogue presents recommendations for
future initiatives, models, and actions
supporting Black males in education.

OO0 O [ teadHer le@adership means developing and empowghty
effective teachers to take a leadership role in innovation, collective capacit'

continuous improvement E 1
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THE CRITICALNATURE OF REPRESENTATION

Although the teaching profession has representation thoughout their schoolind.
become slightly more diverse in recent Subsequently, many students may lose
years, Black male educators remain in high access to valuable insights and perspectives
AAT ATA xEOEEWM21T 60 1 A O EdmithisQroup and, for some, the vital and

schools historically and currently necessary interactions needed to develop
dominated by White women. With the rapid and realize their own aspirations. A common
growth of the minority youth population in assertion within he literature is one of
classrooms, there is a greater need to cultural congruence and the advantages
diversify the teacher workforce. arising from homogeneous, cultural

associations. Various studies suggest that
While research findings vary surrounding the  Black students, especially, benefit from
benefits of Black male representation within having a Black male teacher, as evinced by

the teaching profession, there is an lower dropout rates, fewer digglinary
overarching leveof agreement: The lack of Issues, more positive views of schooling, and
Black males in teaching positions has serious better test scores. Evans and Leonard
implications forall students. AOOAOOh Of AYl OET OCE A

generalized, Black teachers are more likely
to be familiar with the cultural nuances and

nbom 1 n educati yerﬂachar%f Blgckes{u&/en?s arh%ve the

@ specific purpose:tomake an  S:EET i S AT A AAE] EOUS Of
Il mpact 1 n my c OwRdREoRsitiefinY the gab in the number
make the conscious choice t0  petween Black students and Black teachers,
stay focused and actively seek researchers further postulate that Black
opportunities where ¢an teachers are more likely to be familiar with
i ni ti ate meani nhgdulturbl needhiohBrack students, thus
creating a space for positive academic
achievement to occur® According to a joint
Black teachers, and Black male teachers in study by American University, John Hopkins
particular, have always been in the minority University, and the University of California
in school settings. Many students note the Davis, having just one Black teacher during
absence of Black male educator elementary school reduced leimcome male




¢
AAt the end of the day, it's
aboutus contributing to the
next generation and making
difference for kids. That's
what it's really about. When
you look at society, a large
percent of the population is
represented Db
I'm not going to make the
argument that you have to
look likethe kids in order to
serve them, but it does help
have that additional means t
build a relationship. It's abou
building an educational
system that is designed to
serve the children of our
country in a way that is
equitable, effective, and

meaningfuld

OOOAAT OO6 BHOT AAAEI EFOU |
Research further suggests that, when provided
with opportunities to engage with Black male
teachers, Black male students had higher test
scores and decreased instances of disciplinary
actions?

Additional research suggests the dearth of Black
men in the teaching profession has negative
implications for children oéll races and the
teaching profession as a wholéMany researchers
and theorists argue that the lack of a diversified
teacher workfor@ continues to undermine
egalitarianism within society through the
reinforcement of perseveringocial inequalities
and inequities. To underscore this point, Rivera
and Plantpostulate, through their research on the
ET £ OAT AA 1T £ " AOAAE | AA
campaign on other races, that the visibility of a
Black male authority figure can dramatically
decrease bias and prejudice in other raées.

Regardless of the varying views of what makes the
Black male educator important in the classroom, a
common threadthroughout all of the narratives is
the resounding acknowledgment of the ubiquitous
need to increase Black male educator
representations in school settings.

Al'm here to help students grow, regardless of
whotheyareandhher e t hey ¢ ame
going to help you do b
as a Black male educator.




THE LEAKY CLASSROOM PIPELINE

As school districts transition to majority Black male students in teacher preparation
minority student populations, graduate and  programs.

undergraduate teacher preparation programs

are increasingly challengedwith special
emphases on recruitment and retention Public School Student Enrollment
efforts? to provide R12 classrooms with (by race/ethnicity)
diverse,qualified teachers. Teacher
preparation programs must also ensure that
their teacher candidates are capable of

delivering highquality teaching and learning ,

experiences to all students. Unfortunately, :

the recruitment of qualified Black male |

educators coninues to be a longtanding

challenge for teacher preparation programs
across the nation.

1995 2000 2005 2010 2015

¥ White ¥Minority

ENROLLMEN

Source: Selected years, enrollment in public elementary and secondary schools (by race/ ethnicity).
Source: Digest of Education Statistics, 2017; table 216.50

Scholars suggest that the number of Black
males who enter the teaching profession is
often impacted by the decreasing number of Although the 2019 National Centdor

Black males who finish high school. Black Education reportStatus and Trends in the
students, as a whole, are not taking the Education of Racial and Ethnic Minority
rigorous classes needed to prepare them to beGroups notes a promising increase in the
teachers and continue to be marginalized and numbers of Black students attending colleges
blocked from opportunities for academic and universities, (from 11.7% in 2000 to 13.7%
achievement, to include gifted programming in 2016)}°this upsurge has notubstantially

and advanced placement cours€Additional  contributed to any notable growth in the

factors, including low graduation rates of number of Black males entering teacher
Black males?disproportionate rates of preparation programs. In fact, the number of
behavioral discipline and suspensiotisand Black teacherslecreasedavithin the same

the negative views of teaching as a time frame (from eight percent to seven
professioni*have all been cited as major percent)®Moreover, a recent studyx@loring

factors influencing the low representation of  the reasons why Black males choose not to




consider the teaching profession as a viable

career option determined that negative

teachers of color. Within their summary
report surrounding racial achievement on

perceptions about the teaching profession are their Praxis | teacher licensure assessnzent

often established before they leave high
school. In their study of Blackate high
school students, Goings and Bianco

currently required in the majority of states
and territorieszthe Educational Testing
Service noted an African American

specifically noted that the decisions of these performance rate 35% lower than White

participants to bypass teaching were largely

counterparts!®In addition to challenges with

influenced by their personal experiences with standardized testing, instances of racism,

stereotyping, overdisciplining,
microaggressions, and lack of support kit
P-12 school interaction$’

AAs a profession, you don't

E hear educators themselves

Y talking about our profession
as something that they like to
do. When talking to kids
about what they can become,
we r ar eWhgtamowd vy ,

beingateacheP 6 We 6 r e

always telling them they can
be | awyers or
rarely teachers

For Black males who choose to become

marginalization, and isolation often have
serious implications foBlack students,
resulting in the temporary or permanent
departure from higher education at greater
rates than their counterparts?®

Although recent statistics demonstrate a
larger number of Black students entering
higher education, Elck males face major
challenges in retention and graduation from
ingtitutions of higher education overall. In
fa%t, Black males represent only eight percent
of all undergraduates in higher educatish.
dAmon st all undeygraduate education majors,
120t BRE SOCOOAAT 60 AOOAE]
degree within six years, while 73% of Whites
do sa?! Given the already low number of
Black males represented in colleges and
universities, this statistic paints a daunting

teachers, difficulties navigating within teacher picture of the numbers of Black males

preparation programs frequently become
contentious barriers to teacher certification.
Culturally-biased standardized assessments
often impede the progression of potential

represented within teacher preparation at
these institutions and who are likely to enter
theteacle1 ¢ &I OAA OEOIT OCE
teacher preparation pipeline.




RECENTDIVERSIFICATIONEFFORTS

The Black male teacher recruitment agenda Call Me MISTEfRentors Instructing Studets
continues to be a necessary topic in Toward Effective Role Models) program, with
educational reform. The creation of several a particular focus on Black male college
grassroots, Black male teacher recruitment  graduates, to increase the pool of diverse
initiatives has heightened the visibility of this teachers from diverse backgrounds in low
issue. During the Obama administratiotie performing elementary school¥

U.S. Department of Education introduced the

Teach Campaigmoting a hopeful five percent Additionally, Teach Tomorrow in Oaklatal

increase of Black males in the teaching patneOOEED AAOxAAT OEA |/
profession by 20262 Under this initiative, office and Oakland Unified School District)
former Secretary of Education Arne Duncan emerged as a promising teacher recruitment
targeted Historically Black Collegesd and development model aimed at placing

Universities (HBCUSs), such as Morehouse andclassroom teachers who reflect the ethnic and
Howard, in order to shed light on this critical cultural demographics of their city, by

gap in the P12 workforce and champion recruitingfrom the local community?>While
teaching as a viable career optiéfiwhile this  such programs have received numerous and
clarion call did not lead to the lofty, well-deserved accolades, a critical
anticipated increase in Black rea examination of the number of potential Black

diversification in classrooms, it did encourage male educators in the last decade

the development of various local programs to demonstrates that the attrition rates for this
create additional strategies to recruit Black  group continue to ésproportionately exceed
males. those of White teachers, suggesting that

remedies beyond recruitment are necessary.
asrow Your Owa Initiatives. Grounded in

the grassroots organizing tradition, Minority Serving Institutions.Historically
policymakers, educators, antigher Black Colleges and Universities (HBCUs) have
education administrators noted several served as another viable option for alleviating
developing and emerging programs aimed at the shortage of Black male representation in
preparing and mentoring Black males for teaching ranks. Although HBCUs comprise
service in teaching. For instance,Clemson [ 11 U & OO0 DPAOAAT O 1 &

University implemented the widehadopted universities, thampact of these institutions is




indisputable. HBCU teacher preparation Alternative Routes toCertification. In an
programs graduate 50% of African American effort to diversify classrooms across the
OAAAEAOO xEOE AAAEAI Inaidromatiugivedkites) 8choolidistrictd, land
urban and rural settings that have HBCUSs, private entities offer alternative certification
these institutions furnish high percentages of programs. These programs, some of which
teachers tathe local school district. In allow participants to teach while completing
addition, many HBCUs have graduate degree the requirements, weremplemented in the
offerings in educational administration and early 1980s to attract a fresh pool of

also prepare significant numbers of principals prospective teacher candidates holding a

for local school districts. As such, HBCUs havPA AAEAT T 086 O AACOAA AT A

served as a vital resource in diversifying teaching profession without having to

Al AOEAAGO 11 001 U 7 E E Ohavigatk hrAugttfougeardiaditbnilg
teacher preparation program&.This

A model at Howard University showed collection of teachers often serves in hatat

extensive potential as a national prototype for staff schools or teach higheed subject areas,
the recruitment, preparation, and placement such as mathematics and the scienc®s.

of African American male teachers in high

need schools. ThReady to Teach Program For examplethrough the Departments of
serval as a nationwide, collaborative effort Defense and Educatiof,roops to Teachers

led by the Howard University School of provides funding to members of thammed
Education in partnership with five urban forces who wish tstart a teaching career
school districts. Supported by a $2.1 million  following military serviceParticipation
dollar grant from the U.S. Department of requirements include the possession of a
Education, the program recruited African baccalaureate or advanced degre%s such,

Americanmales (and other underrepresented this program has assisted over 17,000 military
populations) and prepared participants fora members to enter PL2 classrooms, any

career as a2 teacher through their College through alternative certification programgt

of Education?” While this program was

deemed highly successful, this promising According to the U.S. Department of

model is currently no longer in operation due Education, approximately 18% of public

to alack of continued federal fundingj. school teachers entered-B2 classrooms




through an alternative certification
program 32 When dissecting this percentage
by race and gender, a higher percentage of
both Blacks and males enter the education

profession through this route.

-~
Public Elementary and Secondary School
Teachers: Route to Certification (by race)

100%

90%
® Two or more races
80%
B American Indian/
70% Alaska Native
60% H Asian
50%
= Hispanic
40%
30% H Black
0,
A m \White
10%
0%
Traditional Alternative
Route to Route to
Certification Certification
SOURCE: U.S. Department of Education, National Center for Education Statistics, National Teacher and
Principal Survey (NTPS), @ PubTilb SeePigdstobHducaliensmtistes201D,at a
\\table 209.24.

%

As each state determines its own
requirements for its approved alternative
certification programs, thee programs have
produced varying results in relation to
teacher preparedness and retention.
Following reports of mixed results of

Al OAOT AGEOGAT U AAOOE £E
performance and effectiveness,
policymakers at the state and federal levels
have enbarked in ongoing efforts to create
more rigor and standardization within these
programs?33 While alternative certification
continues to seve as a viable pathway for

"1 AAE [ AT AO ETO1 100
unfortunately, statistics suggest that those
entering through alternative certification
pathways are also more likely to leave the
classroom3*

It remains uncontested that efforts, such as
these, have positively assisted in diversifying
the pool of qualified, dynamic, Black male
teachers. However, the pervasive issue of
underrepresentation continues to plague
those who seek to increase the presence of
Black males in classrooms across the nation.
In retrospect, statistics strongly suggest the
continued need for comprehensive
strategies for diversification within the
teaching profession.




EXPERIENCE3S A BLACK MALE EDUCATOR

Irrespective of the certification pathway,
Black male teachers often note similarities
within their experiences once entering school
settings. Overall, teachers of color are often
recruited to teach in schools serving large
populations of students of colpmany
plagued with a lack of resources and high
teacher turnover rates. Though not
suggesting this as an absolute, NNSTOY
Fellows relate inequitable teaching
conditions, the lack of peer and leadership
support, unrealistic accountability
expectations, andgcarce resources as
common experiences when entering a new
school setting.

Within the research on Black male educators,
there is an immense amount of scholarship
focused on teacher preparation, student
impact and influence, and recruiting Black
males ino school settings. While these
aforementioned areas remain critical to
guiding Black males to the teaching
profession, there remains scant empirical

especially reflected within this section to echo
the varied, yet often similar experiences of
Black male teachers within school settings.

Socialization. Organizational socialization is
the experience of learning and adjusting to
organizational standards and norms that
relative newcomers encounter following the
selection and hiring proces$|t is through

this socialization process that employees
learn, not only the parameters of their new
job titles, but the rules and mores of the
organizational culture and their role within
the institution. Although socialization occurs
duringthe manystad O | £ AT ET AE
career, the initial period of socialization upon
entry into the organizational culture is critical,
as this is when employees develop their
understanding of the organization and their
identities as new member¥.

Upon entering scholosettings, specifically as
new teachers, Black males are simultaneously
faced with socialization tasks of

literature focused on the experiences of Black understanding their role within the

male teachers once they enter the classroom
setting.2>As sich, the voices of the 2018
cohort of NNSTOY Outstanding Black Male
Educators fellows, while strategically infused
throughout the entirety of this paper, are

organizational culture and navigating the
assimilation process within the school. The
primary role assumed by th group is that of
the classroom teacher. However, the
juxtaposition of balancing assigned roles and




tasks, assimilating within existing groups, all

while crafting their identities as Black men AOftentimes, Black male

within settings where they are clearly the e educators in schools operate in

minority, often poses immediate challenges H silos that are only occasionally

for this group to navigate effectively. broken b3fhe casual 'f'St bump or .

Dichotomies within the perceptions of others the : W.h at’ s Uup?o

and misguided understandings of the true celilomtailon IS one of the ways
o _ we can help with the retention and

purpose of their existence in schools can advancement of Black male

further complicate their socialization process. educators in the fielo.

The stark reality remains that much of their

success hinges on the successful acclimation

to a world where they are sorely John King, Jr. (former United States Secretary
underrepresented. of Education) wrote an extensive article

AAOAEI ET ¢ OEA OET OEOE
Role Delineation Early within the Black male educators. This tax includes

socialization cycle, Black male teackesften ~ Serving as the expert on diversitglated

find themselves in positions of being the only | AOOAOOh AT A AAET C OE

or one of a select few males of color, resulting £E CZn@luding mentoring and disciplining

in the hyperawareness of their children of color, especially Black mal& For

representation within school settings. Limited Some, these additional responsibilities can

representation on the teaching staff often has have a detrimental impact on teacher

unintended consequences ffthis population,  effectiveness, especially if they become a

including challenges with others surrounding recurring distraction or deterrent within

the acknowledgment of their value, classroom instruction.

consideration of their opinions, and the

navigation of professional relationships with e

both fellow teachers and administrators. As S_)

with many underrepresentedemographic

groups in organizational settings, the limited

number of Black males may resultin feelings —_gpaning off al of our energy iata all

I £ Ol OEAOT AOGOho Al EAT AO N ﬁg.ﬁAf‘A ESTTINEE M &
of these different streams, our core
function to help kids begins to
unintentionally decend as a priority.

AAs Black male educators, we
sometimes hear ware worth our

wei ght in goldeé So
us to be all things to all people. The
problem with that is, when we start




An emerging strand of scholarship has raised
valid questions about the presumption of
Black male teachers as ideal disciplinarians
for urban Black youth. Of specific concern is
the disproportionate responsibility often
delegated to Black male teachers, whoe
viewed as resources for successfully
navigating issues of student misconduct.
Brockenbrough (2015) noted that the over
reliance on Black male disciplinary talents
OAOAATI AA A AEOOACAOA
workload and failed to recognize his
strengths in other aspects of teaching.
Unfortunately, in many instances, there is a
recurring perception that colleagues and
AAT ET EOOOAQOI OO OEAX

AEOOO AT A OAAAEAOO OAA

this dilemma, Black male teachers often
state that their decision to teach in hastb-
staff schools encourages the detrimental
impact on their reputation as enforcers, not
educators.

E fiBlack males are often brobhgin to be
! the disciplinarian When other teachers
have disruptive children, especially
children of color, they bring them to
me. So, there is the recurring thought
that, when something challenging
happens on the
tod guy. The
of color or disruptive students are
likely to respect the male eduoat It
makes me question how others perceive
my value aso an

OEAI

In addition to the role of de facto
disciplinarian, Black male educators are
often cast in the role of primary mentor of
students of color, specifically perceived by
some as the solubn for effectively molding
young Black students. Although there are
notable benefits within these associations,
unspoken expectations surrounding this
additional responsibility place an unfair and
inequitable burden on many Black male
Ehchers madceptilkesgorsbildydfad thd x 1
successful social development and academic
achievement of this specific population of
students.

_AO OAEOAEDI ET AOEA
17 48 2 Black e guggior who i
not conscious of the perceptua
restraints on me, | can think that my
role is to command ahcontrol

rather than relate and educatéet,|
think that is a trap that I've seen so
many of my fellow Black male
educators fall into because they
beli eve, nalf | k e
and if | make sure that they are not
Owi |l di ng outButds t h
not about that. Being a Black male
educator, principal, professor, or

4

c amp u s consultaatris abontdel@ng &ids
per cept i oelate ard undérstand whiatls gaing e

on in the worldo

educator é




Interactions with Colleagues and
Administrators. Often cognizant of the
social and cultural implications of their
status, many educators of color experience
ongoing frustrations with encounters of pre
existing generalizations and consternation
over being singled out as spokesmen for all
people of colorThere is often a notable
contradiction in perceptions of Black male
teachers in that they are considered to be
both villains and savior® Within

mainstream society, this group is often
unfairly and inaccurately portrayed as being
unemployed, absent frontheir families,
poorly educated, and likely to engage in
criminal activities*' By contrast, Black male
teachers are often characterized as
OOOPAOEAOI AbGo xEI
stereotypes??However, within this
exceptionality, Black male educators arellsti
often more closely scrutinized and more
likely subjected to unfair or inequitable
treatment within their school districts which
results in a continuous cycle of resistance
accommodation to historic, marginalized
norms and practices as a way in which to
survive the professiof®

AAs a Black male, you operate in a

e system of privilege as a male and

Y also marginalization as someone
whoisBlack..l t 6 s s o
the only one or one of a few in a
building or in a systemgspecially
given that you
t hingso Bl ack. 6

EAOA

har d

t hen

Black males have noted various challenges
as they navigate the teaching environment
and, due to their hypervisibility as Black
males in spaces historically dominated by
other demographics, they gy experience
O1 AOO OEAT xAl AT 1 ET Cbo
environments. Black males are often
challenged to navigate spaces where their
identity and purpose are misunderstood or
decisively disregarded by others within the
school setting.

AAs an administrator, while dre

E was recognition of the value of

Y having (Black males) in the
building and to have us as a part
of the educational environment

i oARbAperienced sl dont think

there is a true acknowledgment of
the benefits of having us around
or the skills we holdtlis very
much a marginalized experience;
It is a situat:.
into the room but we're not going
to let you really be deeply a part
of the conversat

fBlack male teachers have to be
E unapol ogetically
H others ara@ntimidated by my
presence. Although people will
b Ray e,p%[ceptlons about you, the
challenge is not letting others
define who you are.

become o6al l




The few studies conducted on the perceptions effect of these factors may significantly

of Black male teachers indicate that these

educators exprience microaggressions and

contribute to why so few Black males choose
education as career initially and why so

biases from others at a higher rate than other many leave after a short time in the

demographic groups in educational settings

at all levels. For instance, as detailed by
NNSTOY Fellows, microaggressions and
micro-insults are often presented as
compliments, whilecontaining unspoken
messages that they are somehow not
gualified to teach or are perceived as
exceptions within their race.

Al've always had an extensive
vocabulary and people have
said, fAYou tal
AWhen | cl
seeaBlacher son. o
reflection, if you choose to close
your eyes in response to my
presence, you
persono

&

The research focused on African American
males in mainstream, middelass society
found that there are subtle, widepread,
societal percepbns that African American

d
k so \g/r]gdncﬁ othBre O F

ose my

classroom.

AMy struggle i1 s ¢
e appear intimidating or am | not
Y assertive enough?
trying to balance myself in between
those two worlds, as a Black man.
ti s exhaustingé |
to find this area where | have to
walk this tight rope by not being
0t oo Bl ackd arour
not being 0BI
eyes, I on't
n

Building Inclusivity. Equitable and consistent
applications of supportliscipline, and

do (ﬁb(gsFon n?‘al@nﬁ are%gsﬁ'ive efforts

correlated with increased retention of
teachers of color and job satisfactidh.
Schools in which teachers enjoy classroom
autonomy, feel valued as a member, and are
placed into decisiommaking leaderslip roles
are more likely.to retain more teachers,

AT AO AOA Of I “Ageihgthe Ol %r%?pec?v@ 6% baBend gendétOften, Black

single representative of a race and/or gender

in any working situation can present the
AEAT T AT CAO 1T £ AAET C
different, and being subjected to the

(mis)perceptions obthers, rather than having masculi

ITA80 OET OCEOO AT A DA&QQ

and valued, and receiving fair treatment as

member of the organizatiort> The cumulative

male teachers are characterized as a
SDAAACT CEAAI T.U. Ej.i 1.CA

~

LA Bdofbion b8 ol EADS, 10

different interpretation and expressioof
;g)ty tq the classroorft Schoo] leagers

AR these (%/na'rar‘]ilcs.I of uffrét C%A A

and begin to appreciate how Black male




teachers connect with their diverse and
complex student populations. Additionally,
leaders need to develop and build upon this
cultural knowledge to encourage the

Absent longterm, sustainable mentoring
opportunities, Black male teachers experience
the highest rates of attrition in both urban

and rural school setting® According to

OOAT OA&I Oi AOET T 1T A& "1 Awohg, ihsariick @dches Ard FeticEderGed

practices in meaningful and relevant ways.

Al dont feel there is intentional

Eed support for Black male educators.
| believe there are times when I'm
included because it's good to keep
up appearances. Yet, people need
to get to know me for who | am,
things | have accomplished, and
tasks | would like to do.feel like
| am here but not intentionally
included in the opportunities that
create meaningful change and
have an impaab.

Retention of this group can also increase by
providing opportunities for leadership roles,
advancement, and autonomy, as well as
working conditions that support recognition
of professionalism and respect. One way
school leaders can effectively encourage
Black male educator retention rates is
through advocacy networking and promoting
their roles in the district. Further, leaders
shoul consider effective ways to foster
organic mentoring relationships for Black
male teachers.

by professional teacher/coaches who are
good at their jobs, share professional
knowledge, and show novice teachers how to
perform the various tasks associated with
teaching®®We further posit the irportance of
identifying culturally competent teachers for
this important task, as homogeneous
influences may result in exclusionary practices
as well as implicit and explicit biases that are
counter-productive and detrimental to the
mentoring process. Threfore, to encourage
COAAOAO OAAAEAO AEOAO
schools school leaders are tasked with the
critical imperative to develop and to foster
inclusive climates that are conducive to
mentoring and coaching Black male teachers.

Al definitely support the idea of
E meaningfulmentoring and coaching.
Y It is essential to building systems to
support the teachers that you have,
in addition to building pipelines to
get more teachersThe pipe line
does not end, just because you were
hiredé 0




LEAVING THE CLASSROOM

Given historic efforts of policymakers and The latest NCES School and Staffiggrvey?
school leadership to diversify the teaching and Teacher Follovp Survey* provide

professiorywith a keen focus on recruiting some concerning statistics:

Black malegone might assume that similar

levels of attention would b&cused on 0 Alternatively certified teachers were
retaining and maintaining adequate 25% more likely to leave their schools
representations of Black males in schools and or the profession

across districts. However, there are few
current initiatives (such as the NNSTOY
Outstanding Black Male Fellowship project)
concentrated on retention and advanceme
within the profession. Future research and
initiatives focused on teacher retention are
critical; while the overall teacher attrition rate 0 Teachers noting a lack of support from

0 Mathematics, special education, and
science teachers were more likely to
leavetheir schools or the profession
than other subjecimatter teachers
and

has remained fairly steady at around eight school leaders were twice as likely to
percent>!this statistic is far less encouraging leave their schools or the profession
for teachers of color. than their counterparts

Exiting the ClassroomThe exodus of While these factors likely pose a higtvel of
teachers of color from the classroom, concern for many, additional factors may

especially Black males, negatively impacts thespecifically contribute to the exodus of Black

overall educational system. Teacher turnover male teachers from the classroom. Teachers
exacerbates the persistent problem of having of color are more likely than their

little to no Black male representation witn counterparts to work in underfunded, hard
schools. As such, schools often resort to hiringto-staff schools, resulting in an inased
inexperienced and undeprepared teachers,  |ikelihood of leaving the classroom and/or P

eliminating or reducing classes, or increasing 12 entirely>®> Moreover, the lack of classroom

class sizes, all of which can adversely affect autonomy and inability to contribute to

both teachers and student¥: decision making within school settings are
often cited by teachers of color as a
determinant to leave the professioftt.




Low pay is another prominent factor better career opportunities, retiremat, and
iImpacting the retention of highly qualified personal reason&®

Black male teachers. When compared to

other degreed professions, the lower than the Advancement into Administration.

average salary of teachers may also serve as &ducational leadership that reflects the

point of contention. According to the most cultural and ethnic composition within society
recent NCES National Teacher and Principal is important forall students. A recent NCES
Survey, 45% of national teacher participants survey notes approximately 30% of teachers
ACOAAA xEOE OEA OO0A O Aihdléadelihe Agssorh mokd irfol adosiGoh C
EECEAO PAUET C EIT Ah ) &wih ddriiristalion®Yed MricdnlAGeridai® C

AO bl &OEAI A8d males are often passed over for principalships
and superintendencies or are consigned to the
Overall, teachers who voluntarily left the ranksof coach, disciplinarians, or other non
teaching profes®n provided a variety of curricular positiorf°
reasons for their exodus. In the latest NCES
Teacher Followdp Survey, reasons for While there is a robust body of literature
leaving R12 education included surrounding the recruitment of Black male
dissatisfaction with school conditions, teachers, there is scant research surrounding
minimal opportunities for advancement, the importance of supporting the
advancement of the Black mateacher into
Teachers: Reason for Attrition positions of leadership, such as curriculum
(%) leader and principal. Principals of color can
positively contribute to student levels of
‘3‘2 ' comfort, motivation, and achievement in
30 schools with high populations of students of
zg color. Few efforts of sde have been mounted
05 that build on existing minority teacher
10 , ﬂ pipeline programs and press for greater
i fon ﬂ l‘l - diversity in the principalship and
F & ¢S superintendency.
\@f’ %%c}o Q’é‘ J@“ \@C’ é& Q
ey RS S & S &
& é@*‘b %&,@Q’ S & While nonHispanic White teachers comprise
& 5 approximately 82% of the 22 workforce,
¥

public school principals also reflect a racially
Source: National Center for Education Statistics (20Tégcher Attrition and MobilityRetrieed from homogenOUS grOUp, W'th 78% |dent|fy|ng aS

https://nces.ed.gov/pubs2014/2014077.pdf




White 81 The proportion of individuals in these employment practices within the profession.
roles remains an inequitable representation of There is a need to increase diversity and

the percentage of enrolledR2 students representation of school leaders comparable
either by race or societal racial demographic to that ofthe overall student population and
distributions. The same pattern holds true for wider community populations. To fully

the superintendencies, as less thdmee explore the presence of racism in hiring and
DAOAAT O T &£ OEA 1 AOET 1ptomotibnbracided) it iskirfdored  first
superintendents are Black. The under understand the different levels at which
representation of Blacks and other racial racism manifests: individual, institutional, and
minority groups within the P12 cultural. Such racism may be due to structural

administrative workforce, comparable to their inhibitors, racial microaggressions, and
representation in the wider population, may invisible selection criteria that people of color
serve asn indicator of intentional or encounter as they seek to progress their
consequential racism and inequitable career ambitions®

Al ncreasing the number of

across elementary and secondary education would allow

more Black male educators to feel that it is okay that they

~S

Nl ealhe cl assroomo without

students without Bl ack mal




Reflections of a Black Male Educator

Philosophically speaking, the role of the Black male educator is to provide a
positive model, not only for Black males but for all students (and for the faculty,
admini stration, par entingbealdButcertainlyy ¢ o m
for our Black youthBlack male educatsrprovide alternative narratives to the
negative images of Black males as criminals and convicts, or the
overrepresented images of success through sports and the music industry, or the
misperceptions of Black males as lazy, trifling, promiscuous, predatory, angry,

t hreateningé | certainly think that
economic truths that may overlap other groups but lack our distinctive voice.

| wish Black maleeducatos were more numerous; that we were well

represented in A2 across all grades and disciplines. | wish that we had more
diverse roles across settings and were reflected within and across
administrations, as well. If this were the case, then | wauldn f e e | SO m
pressure asalBckmalet o be &6representative. 6 Or
perception of others. However, | believe that my colleagues respect me for my
work ethic, my intelligence, and my commitment to personal growth and
professional dvelopment. For these same reasons, | feel that administrators

may see me as arrogant or intimidating. Overall, | have a good rapport with my
students, which only comes after several weeks of consistency, fairness,
classroom management, content and pedegbgnowledge, and transparency.

One challenge | have experienced &lack male educatas the challenge of
Afitting intod spaces culturally, so
the overwhelming diversity found in our country, Black smébachers often

work in school buildings and systems in which we may be the only one, or one
of a paltry few. We make up a very small percentage of the teaching population
and an even smaller number of administrators. And, we may be overrepresented
propot i onal ly in fimarginali zedo areas,
Paraprofessionals, Deans, and Coaches, rather than content, honors, and
Advanced Placement teachers.



For me, Afitting ind has become abou
White and female school culture and making myself palatable and non

threatening to my administration. Pr
Aprofessionalismo | imit my ability t
students |l est | embody Bhac#kamgt ¢0so
expectations for student excellence devolve into conversations about
Aappropriate toneo and dAcli mate. 0O

One of the ways that | have overcome these obstacles is by being grounded in
pedagogy and allowing the research to speakiy teaching outlook and

practices. | make sure that my instructional methods are rooted in sound,
current pedagogy that | can reference and articulate ad nauseam. Justifying my
educational choices in cultural relevance, backward planning, universajresi
social studies practices, etc., has proven a bulwark against administrative
opinion and whim. Also, | work to build among my students the expectation of
excellence in my classroom, and achieving demonstrable outcomes in terms of
student academic gaitas helped i t 6 s di ffi cult to cri
Finally, | 6ve sought professional de

I have NO interest in being a princi
figuring out how to support my students in their academic journey, the science
of curricular planning, seeing light bulbs go on when students are engaged.
However, | believe a mayj benefit to having morBlack male educatasrin
administrative roles is the increase of diversity at the upper levels of the
education system. Black male administrators could bring their identities,
experiences, and ways of being to shift the adminmg&raind academic cultures

of school systems and buildings. Increasing the number of Black teachers at all
levels across elementary and secondary education would allowBreure
maleeducatw t o feel that i1t is okay that
fear of leaving their students without Black male teachers in the classroom.




PROMISINGRECOMMENDATIONS

AWe may not be able to change the perception others may have of us,

but we can definitely giveeimmor e t hings to think a

Increasing the Black male teacher representation in schools across the nation requires strateg
deliberate planning, including targeted, collaborative efforts at the national, state, local, and
district, and school levels. lang-term commitment of resources and continuous championing
£ O OEA AAANOAOA AEOAOOEZAEAAOQEITT T &£ 100 1A
to effectively staff Black male educators within schools and create seamless voyage through tf
career trajectory into and within the teaching profession.

While we have previously noted some promising grassroots programs, we further provide the
following recommendationgfocused on the key areas of recruitment, retention, and molyglity
for consideration:

Recruitment;

Y Increase targeted recruitment initiatives and incentives, especially at the state and feder:
levels, to attract Black males to and successfully support necessary training for teacher
preparation. To help attract qualified candidates, pils financial incentives include
loan-forgiveness programs, covering certification costs, and tuition reimbursement
packages for future professional development and certifications.

Y Partner with local HBCUs in order to attract more Black males to taehmg profession.
School districts should consider building partnerships with these universities for
opportunities to provide early exposure to teaching as an option and to create the
necessary pipeline for increasing the numbers of both teacher canelsdand qualified
teachers.

Y Ensure diverse representations on all hiring committees and provide cultural competency
guidance as an element of committee preparation. In instances where gaitil efforts
cannot ensure a diverse committee within the schaodpand the committee reach within
districts.




Y Enact legislation that embeds educator diversity at all levels as a core tenant of civil right
Changes in federal and state administrations should not determine if the recruitment of
Black male teachers remas a priority. Given the persistent and extensive
underrepresentation of this population in school settings, continued advocacy for the
diversification of the teaching profession should remain a priority of policy makers and
advocates at all levels of gexnment.

Y Target males who are retired, seeking a secaradeer, or recently discharged from
military service for recruitment to increase the numbers within the teacher pipeline.
Performancebased grants at the federal and state levels can assist in expgrdfective

- - A - - ~ - .
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Retention:

Y Prioritize district funding to ensure a targeted onboarding experience for Black male
teachers and other teachers of color. Research shows that a comprehensive teacher
onboarding procesfor new teachers improves retention. This includes prior cultural
competency development of assigned mentors/Master Teachers, creating opportunities
for collaboration with other teachers, and fair and consistent feedback and policy
implementation.

Y Providemeaningful district and school level professional development and targeted
support for alternatively certified teachers. Data shows that many Black male teachers
achieve certification through alternative methods. Ensuring that teachers have the
necessay knowledge, skill and comfort in the classroom will contribute to retention.

Y Adopt state- and districtwide cultural competency initiatives. Continuous improvement
initiatives aimed at inclusivity could create specific and deliberate efforts to socialize Blac
men into the school culture and ensure they are treated equally. Schsipicts would
benefit from providing ongoing professional development on implicit bias to
administrators and staff particularly those responsible for the hiring and advancement of
Black male teachers.




Mobility:

Y Prioritize the hiring of more Blaakale educators as assistant principals, principals,
superintendents, and district officers. A critical examination of the pipeline for
advancement reveals the need to cultivate of meaningful opportunities for Black men to
engage at all levels within theesool district. Few efforts of scale have been mounted to
build on existing minority teacher pipeline programs and advocate for greater diversity at
the building and district leveld/isibility across administration provides opportunities to
highlight the benefits of Black male representation as well as the ongoing need for
diversification at this level.

LOOKING AHEAD

Germinal theories surrounding the
overarching goals of B2 education include
developingchildren to serve as contributing
members of a democratic society. With this in
mind, each of us must honestly consider the
underlying message conveyed when Black
male educators are notably absent from the
essential process of educating youth.
Moreover, wlat are our individual and
collective social responsibilities to create the
positive changes necessary for creating

~ - - .s - AN

creating inclusive classrooms and providing
equitable and supportive school environments
where all can thrive. These actions will create
embracing, diversified learning environments,
which ultimately benefit all stakeholders
within schools. Further, when reflecting on
social justicerelated systems of societal
inequalities and inequities, thismowledge
creates opportunities to strategically
challenge many of the persistent stereotypes
of Black megand all people of colgwithin
xshcety. ET 1T OO T AQOETI 160 OA

In recognition of persistent obstacles to
recruiting, retaining, and advancing Black
male educators, there is a critical obligation
for policymakers and school administrators to
continue to consciously examine and
implement sustainable initiatives aimed at

While we have presented several successful
existing initiatives targeting the recruitment
of Black male edcators, especially at the
grassroots level, current scholarship
combined with the lived experiences of the
NNSTOY Fellows affirm the need to




continually propel these issues to the highlight the continued need for further
forefront of conversations and to champion  exploration and consequential action to

the creation of deliberate and stainable increase the numbers of Black males in the
actions to diversify the teaching profession.  teaching profession. Moreover, for those
The recruitment of Black males educators Black males currently represented in the

remains a necessary imperative, and the teaching ranks, we propose that these
voices of these exceptional NNSTOY Fellows reflections lead to the generation of
OAOOA AO OEA OAT Al | Eaddkianal Mitiafivid tdAsGppdrt @ositive
highlighting the desideratum to criticl experiences within classrooms and create
examine and support the Black male additional opportunities for Black male

AAOAAOTI O60 AAOAAO OO Aeplkdedtianih schdd! leAdedHipposiBdash C
Effectively disnantling the entrenched

Moving forward, it is important to accurately hurdles many encounter within their teaching

and fully comprehend the purpose of this careers requires a dedicated commitment by

paper which is not to bemoan the plight of advocates, policymakers, and school

Black male educator by any means. Instead, administrators at all levels to critically

we present this narrative as an impetus to examine and address these obstacles.

nNnl've never wanted to
| am and | have never mourned my position as
Black male. Yes, | do have to navigate some

things. Yes, | have to think about things that otl
races don't have to consider. But, the things | h
encomt ered have made me
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