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 INTRODUCTION 
In Illinois, 53 percent of the school system is composed of students of color, while only 
18 percent of staff are teachers of color.1 A deep body of research shows the positive 
impact teachers of color have on both students of color and white students.2 While 
considerable research has focused on the challenges of retaining teachers of color 
in the classroom, there has been less attention paid to the equally critical issue of 
retaining candidates of color in teacher preparation programs.

Initial research on this topic shows that a lack of support from Education Preparation 
Programs, (EPPs) at Predominantly White Institutions (PWIs) hinders program 
completion for teacher candidates of color.3 Candidates of color  need to see a 
clear pathway to becoming a teacher, no matter if they are joining the field after 
high school or through a non-traditional route. The Illinois State Board of Education’s 
Diverse and Learner Ready Teacher Network acknowledged this problem and 
identified “increasing the number of minority teacher candidates” as one of its 
main goals.4  But increasing the number of candidates must be paired with a focus 
on retaining them in their EPPs.The practice of recruiting and retaining teacher 
candidates of color in Illinois needs attention, and it also needs to be informed by the 
voices of those teacher candidates.

We are a group of diverse educators and Teach Plus Policy Fellows from across Illinois 
who believe in the importance of retaining and recruiting teachers of color — starting 
with the students in EPPs. To better understand the issue, we held focus groups 
with teacher candidates of color in EPPs across the state. In this brief, we present 
findings from our research and recommendations for EPPs and institutions for higher 
education in our state on retaining teacher candidates of color.

Findings
1. Teacher candidates of color believe that faculty at EPPs must be diverse and 

representative of  the students they teach. 

2. Teacher candidates of color agree that faculty in the EPPs often do not 
demonstrate cultural competence in their classes.

3. Teacher candidates of color find mentoring, particularly from other people of 
color, a key component of their success in the program.

4. For many candidates of color, cost is a barrier to teacher preparation program 
completion.

Recommendations
1. Illinois institutions of higher education should commit to hiring practices, 

supportive cultures, and financial incentives that prioritize faculty diversity.

2. Educator preparation programs should provide cultural competence training 
for faculty and staff in order to ensure affirming spaces for people of color. 

3.  Educator preparation programs should establish mentoring programs that 
connect students of color with peers, faculty, working educators, and faculty of 
color.

4. Illinois legislators should address the cost of becoming a teacher by expanding 
the state’s Minority Teacher of Illinois program, and university leaders should 
create emergency relief funds for students of color in their EPPs.
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METHODOLOGY
To better understand the lived experience and needs of pre-service teachers of 
color in undergraduate teacher preparation programs, we formed a partnership 
with Golden Apple, an organization which supports nearly 800 teacher candidates 
yearly, 45 percent of them candidates of color. The Teach Plus team consisted of 
seven teachers with backgrounds in early childhood education, bilingual education, 
and secondary education, all from diverse backgrounds. The Golden Apple scholars 
were all undergraduate students of color currently enrolled in teacher preparation 
programs. 

Our research was driven by the following two questions: 

 + How can undergraduate teacher preparation programs more effectively 
create an engaging and supportive program of study for pre-service 
candidates of color?

 + How can undergraduate teacher preparation programs more effectively 
retain pre-service candidates of color?

We designed a focus group protocol to collect both quantitative and qualitative 
data on the experiences and perspectives of pre-service teachers of color in their 
teacher preparation program. Fourteen Golden Apple scholars of color led virtual 
focus groups with 48 pre-service teachers of color who attend public and private 
universities across the state. Of these participants:

 + Fifteen percent (7) of the focus group participants identified as Black, 17 
percent (8) identified as Asian, 54 percent (26) identified as Latinx, 10 percent 
(5) identified as multiracial, and the race of two participants was unknown. 

 + Ten percent (5) of the focus group participants were freshmen, 40 percent (19) 
were sophomores, 42 percent (20) were juniors, and eight percent (4) were 
seniors.

 + Participants came from 11 different Illinois colleges and universities; four were 
public universities and the remainder were private colleges or universities.

FINDINGS 

Teacher candidates of color believe that faculty at EPPs must be diverse 
and representative of  the students they teach. 1.

A common theme across all focus groups was the need for a more representative 
faculty in teacher preparation programs. One respondent stated, “The most 
important thing for me has always been working with and meeting other teachers of 
color.”

Nationwide, 76 percent of higher education faculty are White, which does not reflect 
the diversity of their students.5 Students need to see their cultural identities reflected in 
their professors, as one respondent noted, “I think that diverse faculty is so important 
because [even though I would like to turn to] someone who has been in my shoes, 
it’s not possible.” In addition to providing representation for students of color, diverse 
faculty members can contribute to a tighter sense of community belonging. Another 
respondent noted, “I feel as though a diverse faculty can [help] students [of color] 
feel seen and heard within their [teacher preparation] programs.”
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Faculty of color have the ability to inject shared experiences that connect to the 
curriculum and therefore are more likely to create an inclusive classroom that 
engages all students in deep discussions around relevant topics such as identity, 
race, and culturally responsive teaching. Students noted that when their White 
professors addressed issues of race in the classroom, they were oftentimes not 
able to explain the impact or convey the appropriate emotions. One focus group 
participants explained: 

“As of right now, I’ve had only one teacher of color, and that [does not] sit right with 
me, especially when I’m taking classes about people of color. It’s just odd that ALL of 
my teachers are White, but most of my classes are about specific groups of color in 
America.” 

The need for increased faculty diversity at EPPs cannot be overstated. One 
respondent put it this way, “If you really want to retain students and future educators 
of color we need to start with who is teaching in these pre-service programs.”

Teachers candidates of color agree that faculty in the EPPs often do not 
demonstrate cultural competence in their classes.2.

The National Education Association describes cultural competence as “having an 
awareness of one’s own cultural identity and views about difference, and the ability 
to learn and build on the varying cultural and community norms of students and their 
families.”6

Focus group participants felt that some White faculty members showed deficits in 
cultural competence, specifically when teaching about people of color. When 
conversations about culture and identity did occur, they felt that these were 
surface level and done with the intention of just checking a box. As one participant 
noted, “[While the student body is very diverse], we rarely have discussions 
about our backgrounds, interests, or needs. We are left to reflect on our identities 
independently. We don’t have enough discussions about inclusivity in general.” 
Some participants also indicated that people of color were only discussed during 
one-off conversations about a holiday or celebration, but their stories were not 
integrated into the curriculum as a whole. Overall, the teacher candidates of color 
felt that conversations surrounding culture, diversity, or inclusion lacked substance 
and depth. 

Only 12 percent of focus group participants responded “strongly agree” when asked 
if their EPP valued diverse student experiences. White professors often asked students 
of color to speak on behalf of all people of color. The experience of having to single-
handedly represent an entire population of historically marginalized people left many 
participants feeling frustrated and tokenized. One participant shared, “Teacher prep 
programs say they want to hear student stories that represent multiple perspectives, 
however, many biases and assumptions get in the way. Our professors often see 
people of color as monolithic entities and we need to challenge this misconception 
if we truly want to engage with students from diverse backgrounds.” 

Teacher candidates of color indicated that when discussions on diversity do take 
place in the classroom, White professors tend to focus on the negativity that 
surrounds communities of color versus the positive or uplifting aspects. When readings 
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about people of color were included in the curriculum, “the readings only focus on 
the struggle and trauma of people of color.” Additionally, the participants reported 
only receiving course-related readings about people of color when the professor or 
teaching assistant was also a person of color. Many participants had no other choice 
but to find resources on people of color on their own time outside of class.

Teachers candidates of color find mentoring, particularly from other 
people of color, a key component of their success in the program.3.

When asked to identify programmatic components that were crucial to the retention 
of students of color in a teacher preparation program, our focus group participants 
ranked mentoring from working educators and faculty of color as number one. 
Research shows that mentoring can provide students of color with relational outlets 
that facilitate adjustment at their institution. Furthermore, students of color exhibit 
higher self-esteem, self-efficacy, and fulfillment when engaged in mentoring 
relationships with others, especially with other people of color.7

Focus group participants reported feeling “othered” in their preparation programs. 
Mentoring, specifically from peers, working educators, and faculty of color, could 
help assuage these feelings. As one teacher candidate of color expressed, “I put 
mentoring first because it’s crucial for me to feel recognized. If I don’t feel like I 
belong at school, I’ll become uninterested in the curriculum as a whole.” Mentorship 
from people of color allows teacher candidates of color to feel more connected to 
their education programs and helps students of color process feelings of ostracism 
particularly at PWIs.

Mentors of color can help create a community with students of color because they 
often share similar lived experiences and struggles. One focus group participant 
stated, “Having teachers of color as mentors is important because they can identify 
with our struggles.” Having a mentor who represents them has also led our focus 
group participants to believe that they can make it too. Being mentored by people 
of color increases persistence and positively impacts program retention for students 
of color. Additionally, respondents believed that mentorship experiences with working 
educators or faculty of color could better help them navigate a career path that 
lacks diversity. One teacher candidate of color stated, “As a student of color, it is 
really difficult to feel validated and motivated in a space where you see no one else 
that looks like you, so having mentors of color would be very beneficial.”

It is important to note the difference between an advisor and a mentor. All focus 
group participants had an academic advisor, however, this advisor was not 
considered a mentor. Teacher candidates of color felt that their universities tried to 
pass off this advisory transaction as a mentoring relationship, when that was not the 
case. One teacher candidate of color clarified, “I have a very supportive advisor 
but my advisor does not serve as a mentor. I go to them for class advice but not for 
support regarding my lived experiences the way I do with my mentor. That is not my 
advisor’s job and they do not look like me.”

Overall, mentors of color play an important role in the trajectory of students of color 
in EPPs. Mentors of color not only provide academic and career-related guidance 
but also contribute positively to a student’s social, emotional, spiritual, intellectual, 
and physical well-being. Teacher candidates of color believe that mentorship 
from working educators and faculty of color can provide the support they need to 
complete their education degree and persevere as teachers.
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For many candidates of color, cost is a barrier to teacher preparation 
program completion.4.

College is an expensive investment for those who do not have financial resources. 
Financial challenges were brought up frequently throughout all the focus groups 
and our respondents felt that EPPs often overlooked the economic barriers faced by 
teacher candidates of color. One respondent shared: “Teachers of color typically 
come from families that do not have the means to supplement income lost due 
to clinical placements or student teaching.” For many, financial stability heavily 
influences the decision to continue or leave a teacher preparation program. As one 
focus group participant stated: “Cost heavily influences whether I stay in my teacher 
prep program; it is number one for me. If there were more programs to support 
students financially, other aspects of my life would fall into place.” 

Teacher preparation programs often lose sight of the seemingly minor expenses that 
accrue as a result of education coursework. One respondent expressed frustration 
at a surprise $800 fee that accompanied one of her education classes. A music 
education teacher candidate of color struggled to complete a class because they 
could not afford to purchase the required music software. These additional expenses 
add undue financial burden to teachers candidates of color, many of whom find 
themselves working part-time jobs or taking out additional student loans to cover the 
costs. 

Teacher candidates of color are eager to enter the teaching profession, but many 
struggle to come to terms with the fact that teaching is a low-paid profession. 
One focus group participant stated: “Teachers are underpaid, so if an expensive 
preparation program is accompanied by a low future salary, it can be hard to justify 
staying in the program even if you want to.” The teaching profession needs and 
deserves more teachers of color. For this reason, teacher candidates of color need 
additional scholarships, grants, and other emergency relief funds to ensure they finish 
their preparation program and go on to enter the classroom to serve students.

RECOMMENDATIONS 

Illinois institutions of higher education should commit to hiring practices, 
supportive cultures, and financial incentives that prioritize faculty diversity.1.

As noted in our first finding, teacher candidates of color place a high priority 
on seeing faculty of color in their programs. For this reason, institutions of higher 
education need to commit to diversifying their faculty. We offer three suggestions to 
achieve this goal:

Improve hiring practices. While it is true that there are fewer scholars of color 
when compared to their white counterparts, by no means are there none. In 2015, 
approximately 37 percent of all doctoral degrees were conferred to graduate 
students of color.8 In order to make sure these candidates can obtain tenure-
track positions, EPPs need to eliminate hiring practices that perpetuate the status 
quo. University hiring committees need to actively focus on eliminating bias from 
the selection process. They should ensure that the initial review of cover letters 
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and curriculum vitae is “blind,” meaning that candidate names do not appear to 
reviewers: a 2003 study showed that White-sounding names receive 50 percent more 
callbacks than Black-sounding names.9 EPPs should also standardize their interview 
process, so that each candidate is asked the same set of defined questions. 
Universities should set diversity goals to guide their hiring process. While such goals 
can cause backlash from traditionally privileged groups, they can also help keep 
diversity in mind during the hiring process.10 Programs should establish interview 
panels which include a diverse set of colleagues to mitigate unconscious personal 
biases, make diverse applicants feel more comfortable, and consider an applicant 
from a broader perspective. Finally, programs should establish diversity goals to hold 
themselves accountable.11

Create supportive environments for faculty of color. Just as K-12 teachers of color 
frequently voice their reluctance to stay in the classroom in schools where they do 
not feel included, scholars of color in academia also desire more targeted and 
intentional support.12 Many faculty of color have suggested that, for them, academia 
has not been a supportive and inclusive environment, which has led them to seek 
employment elsewhere.13 To counter this, the American Council of Education 
suggests several solutions. Departments and universities need to implement 
safeguards that eliminate insular academic cultures that allow implicit bias and 
microaggressions to go unattended. EPPs need to acknowledge and reward the 
scholars of color who carry heavier loads of service work (serving on committees, 
mentoring students, etc) than their peers, particularly as relates to tenure.14 Scholars 
of color may also benefit from  support with the tenure track and promotion process. 

Provide financial incentives. Financial incentives, particularly when combined with 
an effort to create a supportive and affirming environment, could be particularly 
powerful. One promising program shows inclusive space for scholars of color. 
The University of Illinois at Chicago (UIC) has developed a Pipeline to an Inclusive 
Faculty (PIF) Program that is designed to “recruit and support outstanding historically 
underrepresented PhD students, who are interested in pursuing careers as faculty 
members.” The intent of the PIF Program is to “support these [promising scholars 
of color] with competitive funding packages, skills and professional development 
opportunities and mentoring in order to ensure their success in graduate school and 
in their future careers.” The PIF program at UIC offers funding, mentoring, grant writing 
experience, networking, and professional development. With regards to funding, “PIF 
Scholars receive three years of funding at $28,000 and one year of top-off funding at 
$10,000 to add to the stipend provided by a teaching assistantship.” The extra funds 
provided by UIC help alleviate the disproportionate financial burden that scholars of 
color experience when compared to their White colleagues. PIF Scholars engage in 
both faculty and peer-mentoring opportunities that include other scholars of color, 
thus creating a support network that actively advocates for the needs of emerging 
scholars of color in academia.15 The PIF program at UIC is an excellent example of 
how institutions of higher education can actively prioritize the needs of scholars of 
color in order to maximize retention in academia.



8

Educator preparation programs should provide cultural competence 
training for faculty and staff in order to ensure affirming spaces for 
people of color.

2.

Because our findings clearly highlighted gaps that faculty have in their cultural 
competence, we recommend comprehensive, ongoing, job-embedded cultural 
competency training for all EPP faculty. This training needs to address and begin 
to resolve bias, stereotypes, and discrimination. It should include active learning 
techniques in which all participants can engage, and should be ongoing and 
consistently provide opportunities for growth and reflection among faculty groups.

It should also include opportunities to deepen knowledge of their students beyond 
“surface” issues such as holidays and musical preferences, preparing faculty to hold 
courageous conversations around race and ensuring that they do not rely on their 
candidates of color to educate their White peers about marginalized communities. 
This cultural competence training would also help prepare undergraduate faculty 
to better implement Illinois’ new Culturally Responsive Teaching and Leading 
Standards at their EPPs. Prior to the end of the training, each professor should create 
an individual growth plan that can work as a tool box of resources and a plan that 
will aid students in the process of deepening self-awareness and continued growth in 
their cultural competence journey. 

Educator preparation programs should establish mentoring programs that 
connect students of color with peers, working educators, and faculty of color.3.

Our findings show that students of color are looking for opportunities to be mentored 
by faculty, peers, and working educators of color to help navigate a career path 
that is still predominantly White. Interactions between mentors and teachers 
candidates of color should be: 

1. Comprehensive and specific enough to address their social, academic, 
and personal development needs during their academic journeys. As one 
candidate noted, “Connect them with organizations that have their success 
in mind and align with their desired goals as a teacher, and advocate for 
summer internships, and fellowships, to help students continue to enhance their 
skill set and knowledge.”

2. Rooted in a social justice approach that is individual, holistic, and systemic 
across their universities.

3. Established at the beginning of a teacher candidates’ career. Some students 
mentioned that they felt like giving up early in their college career. As one 
participant emphasized, “ I believe that one-on-one support can be so helpful 
as a way to not feel intimidated and feel as if you can ask for questions and 
ask for support.” 

 One promising peer mentoring program at Illinois State University called Mentoring, 
Academics, Scholarship, and Achievement Initiative (MASAI) is doing just that.16 The 
program targets students of color, first-year, and first-generation students. The MASAI 
program sets students up with student leaders on campus, with the goal of retaining 
students of color. A mentor from the program gave their perspective, “The MASAI 
program allowed me to give back the knowledge and opportunities to those in 
need.”17 



9

Programs like MASAI are promising examples of how universities can support students 
of color through mentoring. Each student in the program is connected to someone 
who understands how college works and guides them through it. Mentees in the 
program are supported academically and socially on campus, andget cultural 
support from their mentors. One participant put it this way: “Mentoring opportunities 
with experienced teachers/faculty of color [is important] because I would want to 
see how teachers of color are treated or how their experience has been in a school 
setting and give me tips on what to do or what to look out for.”

Illinois legislators State and University leaders should address the costs of 
becoming a teacher by expanding the state’s Minority Teacher of Illinois 
program and institutions of higher education should consider creating 
emergency relief funds for students of color in their EPPs.

4.

Focus group participants most frequently mentioned the high cost of college as a 
barrier. While the Minority Teachers of Illinois scholarship program currently provides 
$5,000 yearly scholarships to eligible students, the demand for this program far 
outstrips the available scholarship monies: 705 aspiring teachers of color applied 
for the MTI scholarship in 2020, but available funding could support just 362 teacher 
candidates. Furthermore, the award amount for this scholarship has remained 
unchanged since 1992 — and in this same period, tuition costs at Illinois four-year 
institutions have more than doubled.18 

The Illinois Legislature, in passing the omnibus education bill HB2170, created a 
window for changes to take place. The law allows, for example, for increasing the 
MTI award amount to $7,500 pending appropriations, as well as creating a priority 
for Black male candidates and for bilingual candidates.19 Increasing funding for the 
program from its current funding levels of $1.9 million to $4.2 million would allow Illinois 
to both add 200 more candidates to the program and expand their grant to $7,500.  
The legislature, if it is serious about equity and addressing teacher diversity, needs to 
fund this expansion.

Additionally, as noted in our Findings, unexpected program costs such as hidden 
fees or costly software programs may derail some students. To address such costs, we 
recommend that EPPs establish emergency relief funds for their students of color.  

When a teacher candidate of color or a first-generation student enters an institution, 
they often arrive unprepared for the economic hurdles that arise during their course 
work, such as day-to-day transportation, living expenses, increased tuition costs, and 
family financial obligations which many of their White peers do not often experience. 
Organizations like All Chicago, which support homeless college students with 
emergency funds, note that at least 25 percent of students who had to drop out of 
college have done so because of the inability to pay as little as $1,000 to continue 
course work.20 Pilots of the emergency relief fund approach, such as the University 
Innovation Alliance, have shown promising results. Over the course of three years, the 
11 institutions participating in the Alliance provided over $3 million in grants to nearly 
5,000 students. The average grant award was $741, and eighty-three percent of 
these students completed their degree or remain enrolled at their university.21 Illinois 
institutions that do not already participate in the Alliance should consider creating 
similar programs to support their teacher candidates of color, first-generation 
candidates, and low-income candidates.
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CONCLUSION
In order to successfully diversify Illinois’ teacher workforce, we must provide Illinois’ 
teacher candidates with a welcoming, supportive, and diverse environment in their 
educator preparation programs. Illinois’ educator preparation programs can modify 
their hiring practices, train their faculty around cultural competence, and establish 
mentoring programs for candidates of color with people of color. Both the state and 
colleges and universities can do more to address barriers of cost by expanding the 
Minority Teacher Initiative and creating emergency assistance funds. Only then will 
we be able to create a diverse teacher pipeline that our students need and deserve.

AUTHORS:
Teach Plus

Erica Abangan

Jeanette Delgado

Daniel Jackson

Jay Mehta

Irene Post

Shawnita Tyus

Lisset Rosales

Golden Apple Scholars

Joyce Matanguihan

Jazmine Barajas

Jasmine Mendez

Kareena Shah

Mikayla Vicente

Aliana Kottabi

Jennifer Robillard

Giselle Menjivar

Andrea Du

Raygn Jordan

Evelyn Martinez

Morelia Lara

Tosin Olowu

Daniela Morelos

The Teach Plus Illinois Team would like to acknowledge the contributions of Golden Apple 
towards the successful completion of this project. We’d like to specifically thank Alan 
Mather - Golden Apple President, Cheryl Flores - Director of Academic and Social-Emotional 
Supports, and Jordan Lanfair - Manager of Academic and Social-Emotional Supports. Their 
support was invaluable. Thank you!

ACKNOWLEDGEMENT



11

ENDNOTES
1 Illinois Report Card, 2020, https://www.illinoisreportcard.com/state.
aspx?source=studentcharacteristics&source2=studentdemographics&Stateid=IL 
2 Daniel Losen and Gary Orfield, eds., Racial Inequality in Special Education (Cambridge: 
Harvard Education Press, 2002); Jason A. Grissom and Christopher Redding, “Discretion and 
Disproportionality: Explaining the Underrepresentation of High-Achieving Students of Color in 
Gifted Programs,” AERA Open, (January 2016), doi:10.1177/2332858415622175; Seth Gershenson, 
Stephen B. Holt, and Nicholas W. Papageorge, “Who Believes in Me? The Effect of Student–
Teacher Demographic Match on Teacher Expectations,” Economics of Education Review 52 
(June 2016): 209-224, https://www. sciencedirect.com/science/article/abs/pii/S0272775715300959; 
Anna Egalite, Brian Kisida, and Marcus Winters, “Representation in the Classroom: The Effect of 
Own-Race Teachers on Student Achievement,” Economics of Education Review 45 (2015): 44-52, 
https://www.sciencedirect.com/science/article/abs/pii/ S0272775715000084; Seth Gershenson, 
Cassandra Hart, Joshua Hyman, Constance Lindsay, and Nicholas Papageorge, “The Long-Run 
Impacts of Same-Race Teachers” National Bureau of Economic Research working paper no. 
25254 (November 2018), https://ssrn.com/abstract=3282954. 
3 Carver-Thomas, D. (2018). Diversifying the teaching profession: How to recruit and retain teachers 
of color. Palo Alto, CA: Learning Policy Institute. https://learningpolicyinstitute.org/sites/default/
files/product-files/Diversifying_Teaching_Profession_REPORT_0.pdf 
4 Illinois State Board of Education (2020), “Diverse and Learner Ready Teacher Network - Current 
Goals.” Accessed 6/17/2021 at: https://www.isbe.net/dlrt.
5 Flaherty, Colleen. “ Professors Still More Likely Than Students to Be White 
6 Farmer, George. “How Schools and Teachers Can Get Better at Cultural Competence.” https://
www.educationnext.org/how-schools-teachers-can-get-better-cultural-competence/ 
7 Komarraju, Meera, Sergey Musulkin, and Gargi Bhattacharya. “Role of student–faculty 
interactions in developing college students’ academic self-concept, motivation, and 
achievement.” Journal of college student development 51.3 (2010): 332-342. 
8 Asare, Janice Gassam. “Why Are There So Few Professors Of Color? https://www.forbes.com/
sites/janicegassam/2019/07/23/why-are-there-so-few-professors-of-color/?sh=560f1b8e3e2e
9 Bertrand, Marianne and Sendhil Mullainathan. “Are Emily And Greg More Employable Than 
Lakisha And Jamal? A Field Experiment On Labor Market Discrimination,” American Economic 
Review, 2004, v94(4,Sep), 991-1013.  Accessed 6/21/2021 at https://www.nber.org/papers/w9873.
10 Knight, Rebecca. “7 Practical Ways to Reduce Bias in Your Hiring Process.” Society for 
Human Resource Management, April 19 2018.  Accessed 6/21/2021 at https://www.shrm.org/
resourcesandtools/hr-topics/talent-acquisition/pages/7-practical-ways-to-reduce-bias-in-your-
hiring-process.aspx 
11 Robert Waters Group. “Removing unconscious bias from your hiring process.” Accessed 
6/21/2021 at https://www.robertwaltersgroup.com/news/expert-insight/careers-blog/how-to-
remove-unconscious-bias-from-your-hiring-process.html
12 Teach Plus and The Education Trust, “If You Listen, We Will Stay: Why Teachers of Color Leave and 
How to Disrupt Teacher Turnover.”  September 25, 2019.  Accessed 5/14/2021 at https://teachplus.
org/DisruptTeacherTurnover 
13 French, Bryana H, et. al.  “As People of Color Formerly Employed by Mizzou, We Demand 
Change.” Huffington Post, November 17, 2016.  Accessed 6/21/2021 at https://www.huffpost.com/
entry/people-of-color-employed-mizzou-demand-change_b_8584756 

https://www.illinoisreportcard.com/state.aspx?source=studentcharacteristics&source2=studentdemographics&Stateid=IL
https://www.illinoisreportcard.com/state.aspx?source=studentcharacteristics&source2=studentdemographics&Stateid=IL
https://www. sciencedirect.com/science/article/abs/pii/S0272775715300959
https://www.sciencedirect.com/science/article/abs/pii/ S0272775715000084
https://ssrn.com/abstract=3282954
https://learningpolicyinstitute.org/sites/default/files/product-files/Diversifying_Teaching_Profession_REPORT_0.pdf
https://learningpolicyinstitute.org/sites/default/files/product-files/Diversifying_Teaching_Profession_REPORT_0.pdf
https://www.isbe.net/dlrt
https://www.educationnext.org/how-schools-teachers-can-get-better-cultural-competence/
https://www.educationnext.org/how-schools-teachers-can-get-better-cultural-competence/
https://www.forbes.com/sites/janicegassam/2019/07/23/why-are-there-so-few-professors-of-color/?sh=560f1b8e3e2e
https://www.forbes.com/sites/janicegassam/2019/07/23/why-are-there-so-few-professors-of-color/?sh=560f1b8e3e2e
https://www.nber.org/papers/w9873
https://www.shrm.org/resourcesandtools/hr-topics/talent-acquisition/pages/7-practical-ways-to-reduce-bias-in-your-hiring-process.aspx
https://www.shrm.org/resourcesandtools/hr-topics/talent-acquisition/pages/7-practical-ways-to-reduce-bias-in-your-hiring-process.aspx
https://www.shrm.org/resourcesandtools/hr-topics/talent-acquisition/pages/7-practical-ways-to-reduce-bias-in-your-hiring-process.aspx
https://www.robertwaltersgroup.com/news/expert-insight/careers-blog/how-to-remove-unconscious-bias-from-your-hiring-process.html
https://www.robertwaltersgroup.com/news/expert-insight/careers-blog/how-to-remove-unconscious-bias-from-your-hiring-process.html
https://teachplus.org/DisruptTeacherTurnover
https://teachplus.org/DisruptTeacherTurnover
https://www.huffpost.com/entry/people-of-color-employed-mizzou-demand-change_b_8584756
https://www.huffpost.com/entry/people-of-color-employed-mizzou-demand-change_b_8584756


12teachplus.org

14 Griffin, Kimberly A. “Redoubling Our Efforts: How Institutions Can Affect Faculty Diversity.” 
Accessed 6/21/2021 at  https://www.equityinhighered.org/resources/ideas-and-insights/
redoubling-our-efforts-how-institutions-can-affect-faculty-diversity/ 
15 University of Illinois at Chicago. “Pipeline to an Inclusive Faculty (PIF) program.” Accessed 
6/21/21 at: https://grad.uic.edu/funding-awards/graduate-college-fellowships/pif/ 
16 MASAI Mentors (2021), https://universitycollege.illinoisstate.edu/communities/mentors/ 
17 Illinois State University.  “MASAI Mentors.” Accessed 6/21/2021 at https://universitycollege.
illinoisstate.edu/communities/mentors/ 
18 Advance Illinois, “Fund the Minority Teachers of Illinois” one-pager, 2021. Sent via email. 
19 Bremer, Shelby, “HB 2170: What’s Included in the New Law Aimed at Improving Equity in Illinois’ 
Education System,” NBC News, 3/10/2021.  Accessed 6/26/2021 at https://www.nbcchicago.com/
news/local/chicago-politics/hb-2170-whats-included-in-the-new-law-aimed-at-improving-equity-
in-illinois-education-system/2458639/
20 All Chicago - Emergency Financial Assistance, https://allchicago.org/how-we-are-ending-
homelessness/emergency-financial-assistance/
21 University Innovation Alliance (2021), “Completion Grants Playbook.” Accessed on 6/26/2021 at 
https://cg.theuia.org/ 

https://www.equityinhighered.org/resources/ideas-and-insights/redoubling-our-efforts-how-institutions-can-affect-faculty-diversity/
https://www.equityinhighered.org/resources/ideas-and-insights/redoubling-our-efforts-how-institutions-can-affect-faculty-diversity/
https://grad.uic.edu/funding-awards/graduate-college-fellowships/pif/
https://universitycollege.illinoisstate.edu/communities/mentors/ 
https://universitycollege.illinoisstate.edu/communities/mentors/ 
https://universitycollege.illinoisstate.edu/communities/mentors/ 
https://www.nbcchicago.com/news/local/chicago-politics/hb-2170-whats-included-in-the-new-law-aimed-at-improving-equity-in-illinois-education-system/2458639/
https://www.nbcchicago.com/news/local/chicago-politics/hb-2170-whats-included-in-the-new-law-aimed-at-improving-equity-in-illinois-education-system/2458639/
https://www.nbcchicago.com/news/local/chicago-politics/hb-2170-whats-included-in-the-new-law-aimed-at-improving-equity-in-illinois-education-system/2458639/
https://allchicago.org/how-we-are-ending-homelessness/emergency-financial-assistance/
https://allchicago.org/how-we-are-ending-homelessness/emergency-financial-assistance/
https://cg.theuia.org/

