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Introduction 

TeachDE’s advisory council identified four 

challenges to the strength of the Delaware 

teacher pipeline and created recommendations 

that span the K–12 landscape from the practices 

of local education agencies, the preparation at 

institutions of higher education, state-level 

policies, and to the profession at large. The 

TeachDE advisory council has created 

recommendations with the goal of creating a 

high-quality, diverse K–12 workforce that meets 

the needs of Delaware’s schools and its 

students. The recommendations are intended 

to increase enrollment in education preparation 

programs; decrease the number of emergency 

teacher certificates; lower teacher attrition 

rates; and increase the numbers of diverse 

educators enrolling in teacher preparation 

programs, entering the K–12 workforce, and 

advancing to leadership roles. 

These recommendations are a 

call to action. Local education agencies, 

institutions of higher education, policy making 

bodies, and K–12 stakeholders will need to 

work together to create the changes needed to 

ensure the high-quality, diverse workforce that 

Delaware’s children deserve. The path forward 

is ultimately placed in the hands of the 

Delaware education community. The 

recommendations are not intended as an 

implementation plan, nor are they intended as 

a panacea to all the challenges of the education 

system. The hope is that by elucidating the 

challenges, creating recommendations, and 

highlighting best practices, we can continue to 

come together for the creation of innovative 

solutions necessary to address the systemic 

nature of the teacher pipeline challenge. The 

recommendations are a call to strengthen the 

Delaware teacher pipeline through 

collaborative efforts that reflect a shared and 

unwavering commitment to Delaware’s 

students and teachers.  

 

 

Delaware, like the rest of the country, 

faces a challenge to ensure a high-

quality, diverse K–12 workforce that 

meets the needs of its schools and 

students. TeachDE was launched in 

2017 to identify the challenges 

Delaware faces in strengthening its 

teacher pipeline and to develop 

creative recommendations to 

address those challenges. TeachDE’s 

advisory council is a coalition of 

teachers, local education agency 

leaders, representatives from 

institutions of higher education and 

teacher preparation programs, and 

other community stakeholders.  
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Challenge 1:  
Teacher Supply  

Enrollment in traditional teacher preparation 

programs in Delaware has steadily declined 

over the past five years. Between academic 

year 2011–12 and 2015–16, Delaware’s teacher 

preparation programs have seen a 47% 

decrease in education preparation program 

enrollment and a 25% decrease in degree 

completion. The steady decline of enrollment 

presents a clear challenge to Delaware’s 

teacher pipeline, as half of all teachers licensed 

in Delaware annually are prepared in-state.1 

Also contributing to the challenge of a long-

term teacher supply are the pervasively held, 

negative perceptions of the profession. While 

respondents to an incoming freshman survey 

overwhelmingly agreed that teaching was a 

valuable community service, respondents also 

agreed that it was a difficult, stressful, 

underpaid, and socially undervalued career.2  

The teacher supply recommendations are 

intended to increase the attractiveness of the 

profession and in turn increase enrollment in 

teacher preparation programs. It is the 

expectation that through the implementation of 

the following recommendations, in-state 

institutions of higher education (IHEs) will see 

an increase in teacher preparation enrollment 

numbers and in the number of students 

completing their preparation program over the 

next five years.  

Recommendations 

1.1 Reimagine traditional teacher 

preparation programs to appeal to 

today’s students and attract additional 

students to the teacher pipeline. 

IHEs should be working collaboratively to share 

best practices and models for improving 

teacher preparation program quality and 

attractiveness. Efforts should be made to 

explore and expand clinical experiences through 

yearlong residencies. The state, IHEs, and local 

education agencies (LEAs) should work to 

address the financial barriers posed by the 

immersive, yearlong teacher residency 

programs. Across the state, several notable 

efforts are already underway to revamp and 

revitalize teacher preparation. Wilmington 

University is partnering with multiple districts 

and school sites across Delaware to provide a 

full immersion, yearlong experience to 

undergraduate and graduate candidates in 

teacher preparation programs. The University 

of Delaware is redesigning its teacher 

preparation programs in Science, Technology, 

Engineering and Math (STEM). Relay Graduate 

School of Education and Colonial School District 

are collaborating to provide flexible and 

immersive teacher preparation experiences. 

Wesley College offers a 4+1 program for 

students interested in earning their secondary 

teacher degree.  

1.2 Develop a strategic plan to promote 

education as a profession, draw 

awareness to the breadth of career 

opportunities, and promote its 

attractiveness.  

The most valuable teaching promotion 

campaign begins in our classrooms with our 

teachers. Promoting teaching as a profession 

means ensuring teachers are well-resourced 

and their social, emotional, and pedagogical 

well-being are supported. Additionally, this 

means ensuring the messages shared about 

teaching within the classroom and the 
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community are positive. Teacher leaders should 

be encouraged and supported to attend 

community events to promote the profession 

and their schools. Additionally, schools should 

be understood as open spaces that actively 

engage the community.3 In order to effectively 

attract potential teacher candidates, messaging 

intended for the promotion of the profession 

should align with the values and commitments 

of today’s rising college freshman. Those values 

include a commitment to community service, 

the desire to work in a career that makes a 

difference, and a desire to work in careers that 

afford promotion and advancement.2 It is 

important that teaching be framed in a way that 

speaks to the profession’s valuable community 

service, ability to make meaningful difference, 

and potential for career advancement.  

1.3 Foster and expand “grow your own 

teacher” initiatives.  

Research shows that teachers, distinct from 

many other professions, prefer to work close to 

where they grew up.4 Grow-Your-Own-Teacher 

(GYOT) initiatives recognize the importance of 

community connection in selecting the teaching 

profession. These initiatives present a vital 

opportunity to address geographic teacher 

shortages by fostering entry into the profession 

among students that may be more likely to 

return upon completion of a teacher 

preparation program. In addition to increasing 

recruitment at-large, GYOT initiatives can be 

utilized to target diverse teacher candidates 

that more aptly reflect the ethnoracial diversity 

of Delaware’s schools.5
 Wherever possible, LEAs 

should create, expand, and support Teacher 

Academies and Educators Rising. GYOT 

initiatives should ensure that the most highly 

qualified teachers are adequately supported 

and incentivized to participate so students have 

the best exposure to the profession. Across the 

state there are efforts underway to foster and 

expand GYOT programs. Indian River and Red 

Clay Consolidated School Districts both received 

funding from Delaware Department of 

Education (DDOE) Innovation Grants to support 

GYOT programs. Appoquinimink School District 

is establishing relationships with IHEs to 

increase in-state matriculation and create 

scholarships for teacher pathway participants.  

1.4 Establish and support paraprofessional-

to-teacher pathways across the state.  

Paraprofessionals play a crucial role in the 

classroom assisting teachers, supervising 

students, and offering administrative support. 

Their experience, commitment to students, and 

familiarity with school communities make them 

great potential teacher candidates. Over one-

fifth of Delaware’s paraprofessionals have a 

bachelor’s degree or higher, substantively 

decreasing the necessary course work to obtain 

teacher certification. Also noteworthy, 1-in-3 

paraprofessionals in the state are educators of 

color, making paraprofessional pathways an 

additionally viable means for the recruitment of 

teachers of color.6 However, many 

paraprofessionals report they are unable to 

seek certification due to the financial burden of 

teacher preparation courses and field-

experience.7 Wilmington University is actively 

working to create a new alternative routes to 

certification (ARTC) program, Para-to-Teacher 

Residency, that would allow paraprofessionals 

to begin work as a teacher upon beginning the 

two-year degree process. IHEs, LEAs, DDOE, and 

Delaware State Education Association (DSEA) 

should be called upon to further develop and 



 

 
- 4 - 

foster flexible and responsive paraprofessional 

pathways.  

1.5 Create and promote meaningful loan 

forgiveness programs that incentivize 

teaching in Delaware schools.  

Substantive loan forgiveness presents a 

meaningful opportunity to attract students to 

the profession and teachers to Delaware’s 

schools. In June 2018, the 149th Delaware 

General Assembly passed House Substitute 1 

for House Bill 346 to establish a High Needs 

Educator Student Loan Payment Program; 

however, a more substantive commitment is 

needed to address the mounting cost of higher 

education and the comparatively low starting 

teacher salaries. The state can be called upon to 

establish an in-state loan forgiveness program 

modeled after Federal Teacher Loan 

Forgiveness, which provides tiered-funds up to 

$17,500 for teachers in eligible schools and in 

high-need content areas. Additionally, the 

eligibility for federal loan forgiveness should be 

shared widely by teacher preparation programs 

and LEAs for recruitment efforts.8 

1.6 Conduct a comprehensive examination 

of the salary and non-monetary 

compensation practices of surrounding 

states.  

On average, Delaware teachers are paid less 

than teachers in neighboring states.9 Delaware 

should conduct a comprehensive analysis of its 

own salary and non-monetary compensation. 

Consistent with the recommendations of the 

148th General Assembly Education Report and 

building upon the work of the Committee to 

Advance Educator Compensation & Careers 

(CAECC), starting teacher salaries should be 

increased to ensure the state is regionally 

competitive and capable of attracting highly 

qualified teachers.10 This recommendation is 

not only a matter of regional competition but 

also an important reiteration of the 

commitment to Delaware’s teachers.  

 

Challenge 2:  
Content-Area Shortages 

Over the past five years, emergency teacher 

certificates in Delaware have nearly doubled.11 

For the 2018–19 school year, identified critical 

needs positions include: middle and secondary 

math, science, and English Language Arts; 

special education; business education; 

agriscience; family and consumer sciences; 

English Language Learner, bilingual, world 

language, and immersion teachers; library 

media specialists; school nurses; speech and 

hearing therapists; and school psychologists. 

Based on the current teacher preparation 

enrollment numbers, longitudinal trends, and 

the growing establishment of dual-language 

immersion programs, there is reason to believe 

critical need shortages will only continue to 

grow.  

The following content-area recommendations 

are intended to ensure shortages are 

adequately monitored, teachers are being 

appropriately recruited, and LEAs are afforded 

the flexibility to address those needs. It is the 

expectation that through the implementation of 

the following recommendations, the state will 

be able to steadily reduce the number of 

emergency teaching certificates in the 

upcoming years.  
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Recommendations 

2.1 Ensure areas of critical needs and 

teacher shortages are tracked, 

projected, and adequately 

communicated to relevant 

stakeholders.  

In addition to DDOE’s annual critical needs list, 

critical needs areas should be reported by 

geographic area and at the school level so 

attention can be given to the hardest-to-staff 

schools. This information should be 

transparently defined, effectively 

communicated, and made publicly available to 

facilitate planning among and between IHEs and 

LEAs. IHEs and LEAs should also ensure teachers 

and teacher candidates are aware of loan 

forgiveness and critical needs tuition 

scholarships associated with critical needs areas 

to bolster targeted recruitment efforts.  

2.2 Actively recruit students into educator 

preparation programs that address 

critical shortages.  

Institutions of higher education and teacher 

preparation programs should actively promote 

and recruit potential and current students into 

teacher preparation programs that prepare 

teachers in critical needs areas. Additionally 

GYOT and paraprofessional-to-teacher pathway 

programs, aforementioned in recommendations 

1.3 and 1.4 respectively, should emphasize and 

promote critical needs content-areas.  

2.3 Establish a flexible and responsive 

system that allows schools to fill critical 

needs areas efficiently. 

The state currently has nine ARTC programs 

that address critical needs areas—including 

recently created programs to address special 

education shortages. The state should also be 

called upon to revisit the process for 

onboarding and obtaining licensure for skilled 

and technical educators and provide additional 

supports to ease this process. As additional 

programs are created and grow, IHEs and 

teacher preparation programs should ensure 

that they are aligned with projected critical 

needs. IHEs and teacher preparation programs 

must be called upon to continue to create, 

expand, and support alternative routes to 

certification and establish intensive, flexible 

programs for Praxis content preparation for 

existing licensed teachers.  

Delaware can also lead the way in creative 

policies to address critical needs. Examples 

include flexible funding models that would 

allow LEAs to cost-share teaching professionals; 

creating partnerships to allow unlicensed 

content area specialists or teacher candidates in 

residency to teach collaboratively with certified 

teachers in critical needs areas; and developing 

policies to allow districts to hire unlicensed 

teachers while establishing a time frame for 

certification—such as the Type 29 Certificate in 

Illinois specifically designed to address 

shortages of bilingual educators.12  

 

Challenge 3:  
Teacher Attrition 

Teacher attrition rates in Delaware, consistent 

with national trends, averaged 7.5% over the 

past five years.13 It is estimated that 90% of the 

annual teacher demand nationally is caused by 

teachers leaving the profession.14 Strengthening 

the teacher pipeline requires ensuring our 
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teachers are supported to remain in the 

classroom and develop their craft. Additionally, 

teacher attrition is costly; annual teacher 

attrition—just of those teachers leaving the 

state entirely—is estimated to cost Delaware 

between $2.8 and $6.1 million dollars 

annually.15  

The teacher attrition recommendations call for 

more supportive mentorship experiences, 

improved data collection, increased 

individualized professional learning, and the 

mitigation of late teacher movement—teachers 

leaving soon before or soon after the school 

year begins. It is the expectation that through 

the implementation of the following 

recommendations, the state will consistently 

reduce yearly attrition rates in the upcoming 

years.  

Recommendations 

3.1 Develop more supportive induction 

and mentorship experiences. 

Strong and supportive mentorship through 

induction is an important aspect to reducing 

teacher attrition.16 According to the 2017 TELL 

Delaware survey, almost half of new teachers 

did not have an established time to meet with 

mentors during school hours, were observed 

less than once per month, and 71% reported 

observing their mentor teacher less than once 

per month.17 Efforts should be made to expand 

these experiences to meet and exceed state 

minimum requirements.  

Relatedly, LEAs should mindfully remove 

barriers to strong mentorship experiences for 

pre-service teachers—such as limits to the 

number of teacher candidates a mentor may 

have over a certain period that may limit the 

development of mentorship expertise—and 

should ensure mentor recruitment should 

reflect a commitment to diversity. Additionally, 

LEAs should adequately incentivize cooperating 

teacher participation.  

Efforts and innovative programs are underway 

around the state to strengthen induction and 

mentorship experiences. The Red Clay 

Consolidated School District’s retired teacher 

mentorship program hires retired teachers to 

provide more intensive mentorships to novice 

teachers through induction. The DDOE offers 

New Teacher and Mentor Academies to provide 

supports for novice teachers and their mentors, 

as well as Comprehensive Induction Program 

(CIP) Grants for funding to develop and/or 

deliver innovative induction programs for new 

educators.  

3.2 Establish a statewide system of exit 

surveys to assist in the identification of 

the needs of Delaware schools and 

teachers.  

The use of exit surveys is a best practice to 

assess why teachers are leaving the profession 

and can support a plan for informed teacher 

attrition reduction.18 Exit surveys are often 

completed at the district level, but there is 

presently no statewide system of survey 

administration. Not only should data be 

collected at the state level, it should be made 

publicly available to inform best practices and 

reduce overall attrition.  

3.3 Explore pathways for individualized 

professional development.  

There is both a need and demand for teachers 

to continue to grow and lead in their profession 

while remaining in the classroom. Sixty-four 

percent of respondents to the 2017 TELL 

Delaware survey reported having a small or no 
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role in the development of in-service 

professional development experiences.19 

Delaware should explore a competencies-based 

licensure renewal process that could serve as an 

alternative to clock hours and allows more 

meaningful professional learning experiences, 

tailored to the needs and interests of individual 

teachers. Additionally, teacher salary structures 

should be tailored in ways that recognize 

professional learning through endorsements, 

specialized credentials, or performance-based 

skills and knowledge clusters.20  

3.4 Conduct a comprehensive examination 

of the impact of late-movement and 

practices intended to minimize the 

incidence. 

Late teacher movement is a source of school 

inconsistency and staffing instability and 

presents a challenge for schools to fill vacancies 

in a timely manner. Delaware can look to other 

states for practices designed to decrease late-

movement such as the Maryland public school 

system, which requires that teachers and school 

systems mutually advise one another by 

specified dates to terminate a teaching 

contract. The local school system further 

reserves the right to report violations to the 

state Department of Education.21  

 

Challenge 4:  
Diversity and Equity-
Literacy 

The ethnoracial diversity of Delaware’s teacher 

workforce is not reflective of the K–12 student 

population thus creating a representation gap. 

While students of color represent 55% of the  

K–12 population, teachers and administrators 

of color represent only 15% and 27% 

respectively.22 The issue however is not merely 

demographics, teachers of color are shown to 

have significant and demonstrable impact on 

student outcomes and school climate; teachers 

of color improve student educational outcomes, 

increase placement of students of color in 

advanced courses, and may also increase 

parental engagement.23 In addition to matters 

of the representation gap, less than half of 

Delaware’s recent teacher preparation 

graduates rated themselves as very well-

prepared to teach diverse communities and 

over half of all respondents to the 2017 TELL 

Delaware survey selected equity-related-

subjects as desired for further professional 

learning.24  

The diversity and equity-literacy 

recommendations include meaningful support 

systems for pre- and in-service teachers of 

color, training to address bias in human 

resources practices, and equity-literate pre-

service teacher training and professional 

learning. It is the expectation that through the 

implementation of the following 

recommendations, there will be a substantive 

and sustained increase in the numbers of 

diverse educators entering teacher preparation 

programs, in the K–12 workforce, and 

advancing to leadership roles across the state. 

Recommendations 

4.1 Support and expand meaningful 

support systems for pre- and in-service 

teachers of color and men.  

It is important to recognize the needs and 

provide support for historically 

underrepresented and underserved teacher-
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candidate and in-service teacher populations.25 

Delaware’s institutions of higher education 

have the opportunity to create meaningful 

systems of support and recruitment for diverse 

teacher candidates, much like Clemson 

University’s “Call Me MISTER” program that 

provides tuition assistance through loan 

forgiveness, academic mentorship, a cohort 

system of social and cultural support, as well as 

job placement assistance.26 Efforts are 

underway in Delaware to provide meaningful 

systems of support for in-service teachers of 

color. The Educators of Color group at Colonial 

School District provides four dimensions of 

support: 1) a system of social and cultural 

support; 2) curriculum development;  

3) recruiting efforts, including actively 

identifying underrepresented students that may 

be interested in the teaching profession for 

recruitment into the GYOT program; and  

4) engaging in community outreach.  

4.2 Provide training for administrators and 

human resource professionals to 

address implicit bias and racism in 

hiring and promotion practices. 

Research suggests that hiring and promotion 

practices in school districts are highly 

discretionary and may rely upon preferences of 

existing administrators.27 It is therefore 

important that administrators and human 

resource professionals be adequately trained to 

address implicit bias and racism; awareness 

training can serve as the first step to addressing 

bias in hiring and promotion practices. LEAs can 

be called upon to create diversity goals and 

consider making applicant and hiring 

demographic data publicly available in order to 

access the extent to which diversity recruitment 

efforts are fostering increased applications and 

hiring of educators of color.28  

 

4.3 Establish equity-literacy as a cross-

cutting theme of education 

preparatory programs and professional 

learning.  

All teachers and teacher-candidates should 

engage in continued equity-oriented 

professional learning to address the needs of a 

diverse student population. An equity-literacy 

approach offers a comprehensive framework 

and lens that teachers can use to recognize bias 

and inequity in the classroom and knowledgably 

address inequities.29 Teacher preparation 

programs present a unique opportunity to 

begin equity literate education for teacher-

candidates early in their career and may also 

serve to redress many of the challenges 

identified by teacher-candidates of color.25 For 

in-service teachers, equity-oriented 

professional learning should be conceived of as 

more than a training but rather a professional 

learning journey. Across Delaware, schools such 

as Shue-Medill Middle School in the Christina 

School District, Warner Elementary School in 

Red Clay Consolidated School District, and the 

Colonial School District are already taking the 

lead to identify equity-oriented professional 

learning pathways for teachers and 

administrators.  

 

 

 

 

 



Recommendations to Strengthen the Teacher Pipeline in Delaware | August 2018 

 
- 9 - 

References 

1  2017 Title II Reports National Teacher 
Preparation Data. (n.d.) Retrieved April 15, 
2018, via 
https://title2.ed.gov/Public/Report/StateHome.
aspx  

2  Teach DE Survey of Incoming College Students 
Attitudes About Teaching Survey Preliminary 
Descriptive Statistics. Partnership for Public 
Education. Retrieved June 13, 2018, via 
https://cpb-us-w2.wpmucdn.com/ 
sites.udel.edu/dist/8/4456/files/2017/03/ 
Survey-Report-1h9fcf7.pdf. 

3  The advisory council discussed the 
disproportionate burden the current clearance 
requirements (14 DE Admin. Code 745) has 
placed upon low-income communities. The 
advisory council recommends the state be 
cognizant of the interpretative discretion of 
LEAs in evaluating the current clearance 
regulations and the potential hindrances to 
parental and community engagement.  

4  Reininger, Michelle. (2012). Hometown 
Disadvantage? It Depends on Where You’re 
From: Teachers’ Location Preferences and the 
Implications for Staffing Schools. Educational 
Evaluation and Policy Analysis, 34(2): 127-145. 
DOI: 10.3102/0162373711420864.  

5  Irizarry, Jason G. (2007). Home-growing Teachers 
of Color: Lessons Learned from a Town-Gown 
Partnership. Teacher Education Quarterly 34(4): 
87-102 

 Place, A. William, Charles Payne, and James 
Rinehart. (1996). An Investigation of reasons for 
professional career choice among African-
American college students. Education 117(1): 
43-50. 

 Schmitz, Steven, Steven W. Nourse, and Molly E. 
Ross. (2012). Increasing Teacher Diversity: 
Growing Your Own Through Partnerships. 
Education, 133(1): 181-188. 

 Villegas, Ana Maria and Danne E. Davis. (2007). 
Approaches to Diversifying the Teaching Force: 
Attending to Issues of Recruitment, Preparation 
and Retention. Teacher Education Quarterly 
34(4): 137-147.  

 
 

6  The Delaware Department of Education (2018), 
reports there are 533 paraprofessionals with a 
bachelor’s degree or higher and 945 
paraprofessionals of color. The educational 
attainment of another 704 paraprofessionals is 
unreported.  

 Becket, Diane R. (1998). Increasing the number of 
Latino and Navajo teachers in hard-to-staff 
schools. Journal of Teacher Education 
49(3):196+. 

 Lau, Kam Fui, Evelyn B. Dandy, and Lorrie 
Hoffman. (2007). The Pathways Program: A 
Model for Increasing the Number of Teachers of 
Color. Teacher Education Quarterly,34(4): 27-40 

7  National Education Association. (n.d.). Getting 
Educated: Paraeducators. Retrieved May 15, 
2018, via http://www.nea.org/home/18605.htm  

8  For the 2017–18 academic year, 195 of 
Delaware’s schools were eligible for Federal 
Teacher Loan Forgiveness.  

 Federal Student Aid (n.d.) Wondering whether 
you can get your federal student loans forgiven 
for your service as a teacher? Retrieved May 15, 
2018, via https://studentaid.ed.gov/sa/repay-
loans/forgiveness-cancellation/teacher#low-
income-school-service-agency. 

9  In Delaware, average starting salaries are $2,729 
to $9,764 below that of neighboring states.  

 National Education Association. (December 
2017). 2016-17 Average Starting Teacher 
Salaries by State. Retrieved April, 1, 2018, via 
http://www.nea.org/home/2016-2017-average-
starting-teacher-salary.html  

10  Hopkins, Melissa. (2016). 148th General Assembly 
Education Report. Rodel Foundation of 
Delaware, July 8, 2016. Retrieved from 
www.rodelfoundationde.org/148th-general-
assembly-education-report/. 

 Committee to Advance Education Compensation 
& Careers. http://caecc.us/. 

11  The Delaware Department of Education (2018) 
reports that between the 2013–14 and 2017–18 
academic years, the annual number of 
Emergency Certificates issued across the state 
increased from 398 to 773.  

 

 



 

 
- 10 - 

 
12  Illinois State Board of Education (n.d.). Educator 

License with Stipulation. Retrieved May 10, 
2018, via www.isbe.net/Pages/Educator-
License-with-Stipulations.aspx. 

13  Based off of the Delaware Department of 
Education Dataset (2018), this figure represents 
teachers that left teaching in Delaware 
altogether. School-level attrition over the same 
five-year period averaged 15%.  

14  According to the Delaware Department of 
Education (2018), the 7.5% rate represents 
teachers that left the Delaware school system. 
School-level attrition over the same five-year 
period averaged 15%. 

 Sutcher, Lelb, Linda Darling-Hammond, and 
Desiree Carver-Thomas. (2016). A Coming Crisis 
in Teaching? Teacher Supply, Demand, and 
Shortages in the U.S. Learning Policy Institute, 
September 15, 2016. Retrieved from 
https://learningpolicyinstitute.org/product/com
ing-crisis-teaching. 

 Carver-Thomas, D and Darling-Hammond, L. 
(2017). Teacher Turnover: Why It Matters and 
What We Can Do About It. Learning Policy 
Institute, August 2017. Retrieved from 
https://learningpolicyinstitute.org/product/teac
her-turnover-report 

15  Dr. Richard Ingersoll estimated that teacher 
attrition in Delaware between the 2007–08 and 
2008–09 school years cost between $2 and $4.4 
million for recruiting and hiring new teachers 
(Haynes et al. 2014). That estimate was created 
using a low estimate of $4,365 and a high 
estimate of $9,501 for per-teacher replacement 
cost; 465 teachers left the teaching profession in 
the state in 2008–09 costing between 
$2,030,993 and $4,420,726. A 7% attrition rate 
between the 2016–17 and 2017–18 school years 
(651 leavers of 9,298 teachers) using the same 
unadjusted recruitment costs results in an 
annual cost of $2,841,615 to $6,185,151.  

 Haynes, Mariana, Ann Maddock, and Liam 
Goldrick. (2014). On the Path to Equity: 
Improving the Effectiveness of Beginning 
Teachers. Alliance for Excellent Education, July 
2014. Retrieved from https://all4ed.org/reports-
factsheets/path-to-equity/.  

16  Darling-Hammond, Linda. (2003). Keeping Good 
Teachers: Why it Matters and What Leaders Can 
Do. Educational Leadership, 60(8): 6-13. 

17  Delaware Department of Education 
Comprehensive Induction Program (2010). 
Retrieved from www.doe.k12.de.us/Page/475. 

 TELL Delaware. (2017). Reports for TELL Delaware 
2017, Last Update July 3, 2017. Retrieved 
December 2017, from 
https://telldelaware.org/results. 

18  Kominiak, T (October 2017). Why do teachers 
leave? Retrieved March 2018, from 
https://www.k12insight.com/trusted/want-
know-teachers-leaving-just-ask/ 

19  TELL Delaware. (2017). Reports for TELL Delaware 
2017, Last Update July 3, 2017. Retrieved 
December 2017, from 
https://telldelaware.org/results. 

20  The examination should revisit the 
recommendations of the CAECC working group 
as well as the feasibility of the previous Teacher 
Leadership Program.  

21  COMAR 13A.07.02.01.  
22  Delaware Department of Education (AY2016–17)  
23  Ahmad, Farah Z. and Ulrich Boser. (2014). 

America’s Leaky Pipeline for Teachers of Color: 
Getting More Teachers of Color into the 
Classroom. Center for American Progress, May 
4, 2014. Retrieved from 
https://www.americanprogress.org/issues/race/
reports/2014/05/04/88960/americas-leaky-
pipeline-for-teachers-of-color/. 

 Card, David and Laura Giuliano. (2015). Can 
Universal Screening Increase the Representation 
of Low Income and Minority Students in Gifted 
Education? National Bureau of Economic 
Research, September 2015. Retrieved from 
http://www.nber.org/papers/w21519. 

 Lindsay, Constance A. and Cassandra M.D. Hart. 
(2017). Teacher Race and School Discipline: Are 
students suspended less often when they have a 
teacher of the same race? Education Next 
(Winter 2017): 72-78. 

 Milner IV, H. Richard. (2006). The Promise of 
Black Teachers’ Success with Black Students. 
Educational Foundations, (Summer-Fall): 89-
104. 

 Partelow, Lisette, Angie Spong, Catherine Brown, 
and Stephanie Johnson. (2017). American Needs 
More Teachers of Color and a More Selective 
Teaching Profession. Center for American 
Progress, September 14, 2017. Retrieved from 
https://www.americanprogress.org/issues/educ
ation-K–

 



Recommendations to Strengthen the Teacher Pipeline in Delaware | August 2018 

 
- 11 - 

 
12/reports/2017/09/14/437667/america-needs-
teachers-color-selective-teaching-profession/. 

 Sleeter, Christine and Yer Thao. (2007). Guest 
Editors’ Introduction: Diversifying the Teaching 
Force. Teacher Education Quarterly,34(4): 3-8. 

 Villegas, Ana Maria and Jacqueline Jordan Irvine. 
(2010). Diversifying the Teaching Force: An 
Examination of Major Arguments. The Urban 
Review, 42: 175-192. 

 Vinopal, Katie. (2018). Understanding Individual 
and Organizational Level Representation: The 
Case of Parental Involvement in Schools. Journal 
of Public Administration Research and Theory: 1-
15. 

24  Delaware Department of Education. (2016). The 
Set: Teacher-Rated Bright Spots & Areas for 
Growth in Delaware Educator Preparation. 
Retrieved from 
https://www.doe.k12.de.us/domain/355.  

 TELL Delaware. (2017). Reports for TELL Delaware 
2017, Last Update July 3, 2017. Retrieved 
December 2017, from 
https://telldelaware.org/results. 

25  Amos, Yukari Takimoto. (2013). Becoming a 
Teacher of Color: Mexican Bilingual 
Paraprofessionals’ Journey to Teach. Teacher 
Education Quarterly, 40(3): 51-73.  

 Bower-Phipps, Laura, Thomas D. Homa, Cristina 
Albaladejo, Arlette Mello Johnson, and Maria 
Cristina Cruz. (2013). Connecting with the Other 
Side of Us: A Cooperative Inquiry by Self-
Identified Minorities in a Teacher Preparation 
Program. Teacher Education Quarterly, 40(2): 
29-51. 

 Brown, Julie Esparza. (2005). Highly Qualified 
Minority Teachers: Do High-Stakes Teacher 
Tests Weed Out Those We Need Most? 
International Journal of Educational Policy, 
Research, and Practice, 6(1): 105-138.  

 Epstein, Kitty Kelly. (2005). The Whitening of the 
American Teaching Force: A Problem of 

Recruitment or a Problem of Racism? Social 
Justice, 32(3): 89-103. 

 Ingersoll, Richard, Henry May, and Greg Collins. 
(2016). Minority Teacher Recruitment, 
Employment, and Retention: 1987 to 2013. 
Learning Policy Institute, September 15, 2016. 
Retrieved from 
https://learningpolicyinstitute.org/product/min
ority-teacher-recruitment-brief. 

 Moss, Josh. (2016). Where are all the Teachers of 
Color? Ed. Harvard Ed Magazine, Summer 2016. 
Retrieved from 
https://www.gse.harvard.edu/news/ed/16/05/
where-are-all-teachers-color. 

 Ramirez, AY Fred. (2010). Why Teach? Ethnic 
Minority College Students’ Views of Teaching. 
Multicultural Education, 17(3): 29+. 

26  Clemson College of Education (2018). Retrieved 
from www.clemson.edu/education/ 
callmemister/ 

27  D’Amico, Diana, Robert J. Pawlewicz, Penelope 
M. Earley, and Adam P. McGeehan. (2017). 
Where are all the Black Teachers? 
Discrimination in the Teacher Labor Market. 
Harvard Educational Review 87(1): 26-50.  

 Farley-Ripple, Elizabeth N., Jeffrey A. Raffel, and 
Jennie Christine Welch. (2012). Administrator 
Career Paths and Decision Processes. Journal of 
Educational Administration, 50(6): 788-816. 

28  Knight, Rebecca. (2017). 7 Practical Ways to 
Reduce Bias in Your Hiring Process. Harvard 
Business Review June 12, 2017. Retrieved from 
https://hbr.org/2017/06/7-practical-ways-to-
reduce-bias-in-your-hiring-process 

29  Posner, Laurie. (2015). Opportunity Matters: The 
Path to “Equity Literacy” – An interview with 
scholar and social justice advocate, Dr. Paul C. 
Gorski. IDRA Newsletter, March 2015. Retrieved 
from www.idra.org/resource-
center/opportunity-matters-the-path-to-equity-
literacy/ 

  



 

 
- 12 - 

Contributors

Aaron Bass 
CEO, Vision Academies 

Madeleine Bayard 
Vice President, Rodel Foundation 
of Delaware 

Alonna Berry 
Manager of Alumni and Teacher 
Impact, Teach for America 
Delaware 

Heath Chasanov 
Superintendent, Woodbridge 
School District 

J. Kent Chrisman, Ed.D. 
Professor of Education, 
Delaware State University 

Tammy J. Croce, Ed.D. 
Executive Director, Delaware 
Association of School 
Administrators 

Nelia Dolan 
Parent, Delaware Parents and 
Teachers for Public Education 

Christine Eisenhauer 
Dean, Relay Graduate School of 
Education 

Pavia Fielder 
Retired Teacher, Red Clay 
Consolidated School District 

Elizabeth Fleetwood 
Director of Human Resources, 
Colonial School District 

Jeffrey K. Gibson, Ph.D. 
Provost & Vice President for 
Academic Affairs, Wesley College  

Tina Mitchell, Ed.D. 
Assistant Professor of Education, 
Wesley College 

Christine Carrino Gorowara, Ph.D. 
Interim Director of the Delaware 
Center for Teacher Education, 
University of Delaware 

Marshá Horton, Ph.D. 
Dean of the College of Health 
and Behavioral Sciences, 
Delaware State University  

Rita Hovermale 
Education Associate, Delaware 
Department of Education  

Robyn Howton 
Teacher, Brandywine School 
District 

Donna Johnson 
Former Executive Director, 
Delaware State Board of 
Education 

Frank Livoy 
Alternative Routes to 
Certification Coordinator, 
University of Delaware  

John Marinucci, Ed.D.  
Executive Director, Delaware 
School Boards Association 

Mike Matthews 
President, Delaware State 
Education Association  

Lisa Peel, Ed.D.  
Instructional Director, Education 
Department, Delaware Technical 
Community College 

 

John A. Pelesko, Ph.D. 
Associate Dean for the Natural 
Sciences, University of Delaware 

Luke Rhine 
Director of Career and Technical 
Education/STEM Initiatives, 
Delaware Department of 
Education 

Charles Sheppard, Jr. 
Principal, William Henry Middle 
School 

Laurisa Schutt 
Former Executive Director, 
Teach for America Delaware  

Deborah Stevens 
Director of Instructional 
Advocacy, Delaware State 
Education Association  

Elizabeth Soslau, Ph.D. 
Associate Professor of 
Education, University of 
Delaware 

Tyler Wells 
Chair, Office of Clinical Studies, 
College of Education, 
Wilmington University 

Jackie Wilson, Ed.D. 
Director of the Delaware 
Academy for School Leadership, 
University of Delaware  

 

 

 

 

 
Report prepared on behalf of the TeachDE Advisory Council by the 

 

 

 

 

For more information visit about TeachDE and other PPE activities, 

please visit www.udel.edu/ppe or email ppe-info@udel.edu. 

 

file:///C:/Users/Liz/Desktop/www.udel.edu/ppe
mailto:ppe-info@udel.edu

