


The recruitment plan should include, but is not limited to, the following:

1. Data
● Racial composition of teachers and administrators for current school year

● Racial composition of teachers and administrators hired in the past five (5) years

● Racial composition of the current student body
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● Racial composition of the current student body by grade level and building
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● Racial composition of the community supported by our school district

4



● Racial and gender composition of the students in our Ignite education cohort

● Racial composition of the college interns placed in our district for Fall 2021
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● Racial and gender composition of the licensed applicants in our district
(3/1 to 9/30 - Note:  Applicants could be counted in multiple licensed groups)
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2. Analysis and summary of data collected
● The top two minority groups represented in our community and our student body

continue to be Hispanic and Asian. We have 11 schools in our district in which
minority groups are definitely more prevalent. We also tend to have a higher minority
population in our “alternative” and “virtual” school settings.

● We get a relatively small percentage of applicants from minority groups and thus have
hired very few over the last five years. We have hired 18 Hispanic licensed staff over
the last three years, which is a definite improvement, but we have hired zero Asian
licensed staff during this same time period.

● We have 40 students in our high school Ignite education cohort, with 4 of them being
from a minority group, which is a slight improvement over last year. We have placed
36 student interns in our district for the Fall 2021 semester from the various colleges
in our area and 4 of them are also from a minority group which is much better than
last year when we had none.

● We still have work to do in our minority recruitment efforts in order to better align
our licensed staff composition with the minority percentages represented in our
community and student body.

3. Short-term goal(s) and progress in goal attainment
Our short-term goal is to increase the number of Hispanic, Asian, and African American
licensed staff hired annually, especially focusing on those schools who have a higher
minority population.

We have made some progress the last three years in hiring Hispanic licensed staff and in
hiring minority employees at the schools with the higher minority population. However,
our recruitment efforts in general were limited the last couple of years due to COVID,
which resulted in an applicant pool with very little diversity. In addition, we have
discovered that Asian applicants are difficult to find in the field of education.

4. Long-term goal(s) for the next ten (10) school years and progress in goal attainment
Our long-term goal is to develop a licensed staff composition that better reflects racial
and ethnic diversity and is more closely aligned with the minority percentages
represented in our community and student body.

Although we have made some progress in hiring Hispanic licensed staff, we still have a
significant gap to close between the minority percentages represented in our licensed staff
composition compared to that of our community and student body. Therefore, we have
formed a Minority Recruitment Committee to review our district’s current minority data
and brainstorm ways to increase our recruitment efforts going forward.

5. Improvements needed to increase recruitment
● We need to improve our efforts in recruiting our own high school minority students

and our surrounding area college minority students to pursue the field of education. It
is important to start the minority recruitment process early in their educational careers
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and to emphasize to them the benefits that come with being a minority teacher (i.e.
additional grants & scholarships, increased job opportunities, etc.)

● We need to target recruitment efforts in regions of our state and surrounding states
where minority groups are more heavily populated. If we can get a larger minority
representation in our application pool, then we will have a much better chance of
hiring them in order to be more closely aligned with the minority percentages in our
community and student body. However, we have noticed over time that minorities in
our region often do not pursue the field of education and those that do prefer not to
leave their particular area of the state, which makes recruiting them very difficult.

● We need to expand our search for qualified teachers to include more applicants with
non-traditional licensures because research shows that will likely increase our options
for hiring minority teachers. We have hired very few teachers with non-traditional
licensures in our district in the past and most of those were at the secondary level due
to a need in specialized areas.

6. Objectives, strategies, and activities used in recruitment and for encouraging
students to pursue a career in education
● We have an Ignite Education Innovation cohort for high school students who are

seeking a possible career in education that has a total of 40 students currently
enrolled. We will work with the Ignite Program Manager to ensure that minority
students at both of our high schools are encouraged to participate in this program each
school year.

● We also have a Career & Technical Education (CTE) program at both high schools
that offer various courses for those students who are interested in Child Development
and Teaching. We will work with the CTE Coordinator to ensure that minority
students at both of our high schools are encouraged to participate in this program each
school year.

● We are looking into other ways to encourage our secondary minority students to
pursue teaching as a career such as holding course/career fair days or visiting
advisory classes to intentionally promote the CTE and Ignite teacher education
courses and provide further information in a more personal setting rather than just by
email or video. As part of this process, we envision our current teachers talking to
students about why they love teaching and how they developed a passion for teaching
through real-world scenarios and personal stories.

● We strongly believe that the public perception of teachers needs to improve in order
to be successful in recruiting minority students into this career path. Therefore, we
are looking into various communication avenues such as social media teacher
highlights to encourage our current teachers while also demonstrating to the public
the vital importance of teachers to our community and society as a whole.

● We are involved in advisory councils at various Arkansas Universities (i.e. U of A,
Harding, UCA, etc.) and will continue to work with them on strategies to further
recruit minority college students into the field of education. The recruitment of
minority students has recently become a focus at several universities as well so we are
hopeful that we will see an increase in the number of minorities in the field of
education over the next 5 to 10 years.
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7. Action plan, including procedures for implementing, monitoring progress, and
evaluating
● We have formed a Minority Recruitment Committee to review our district’s current

minority data and brainstorm ways to increase our recruitment efforts going forward.
We plan to meet at least once a quarter to gather updates and feedback regarding our
current minority recruitment research and efforts as well as continuing to brainstorm
additional recruitment strategies.

● We will also review the minority statistics recorded in this plan with our district
administrators and encourage them to hire minority licensed staff when reasonable,
especially in those schools with a higher minority population.

● We have recently implemented a district protocol in which we require at least one
minority staff to be represented on the interview committee for administrator hires
and we encourage this same practice at the building level as well where possible.

● We will continue to allow college education students to be placed in our district for
observations, practicums and internships and will encourage placement coordinators
to recommend minority students for these placements.

● We are currently researching the possibility of collaborating with our regional
universities on a focused recruitment plan for placing minority students in our district
for internships that could lead to a probationary one-year employment contract upon
meeting certain requirements as agreed between the district and the university. As
part of this effort, we are also considering a focused mentorship for minority interns,
teachers and administrators in our district.

● We will attend recruitment events either virtually or in person in regions of our state
and surrounding states where minority groups are more heavily populated. This year
we plan to visit at least two historically Black colleges in our region and we are
researching other colleges that have a higher Hispanic and Asian population for us to
visit in the near future.

● We are also researching strategies for recruiting minority applicants that are already
in the workforce such as through community and business partnerships or through a
focused recruitment program for our district paraprofessionals. Another piece of this
strategy would be further educating the community regarding non-traditional or
alternative methods for obtaining a teacher licensure.

● We will continue to increase our use of job boards such as Handshake, ARTeachers,
AAEA, Indeed and K12JobSpot to post our positions to a wider minority audience.
We did have some success in hiring minority employees through these job boards for
this school year.

● We will continue to evaluate minority demographics and hiring statistics in our
district to ensure we are focusing our efforts in the correct areas. As a result, the
success of our minority recruitment plan will be measured by the decreased gap
between the minority percentage represented in our licensed staff composition
compared to that of our community and student body.
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