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Repairing the Teacher Pipeline: Strengthening the
Human Capital Infrastructure in Alabama Schools
EXECUTIVE SUMMARY

Current indicators for the health of the US teacher workforce are worrisome. Undergraduate
enrollment in education programs nationwide is down dramatically, with just 4.6% of 2017
college freshmen planning to pursue an education degree.1 Rural and high-needs districts
increasingly struggle to fill vacancies in STEM, foreign language and career tech positions. In
addition, annual teacher attrition rates hover at 8%, with 17% of all new teachers leaving the
profession in the first five years.2 National and state policy makers from every state have been
forced to acknowledge a difficult reality: there are a number of critical fissures in the nation’s
current teacher pipeline.
Though these “leaks” are certainly attributable to a host of factors, including difficult working
conditions, competition for talent and stagnant wage and career growth opportunities, the
diminished health of the teaching profession is also attributable, in part, to a less-discussed but
more obvious factor: the state of teacher preparation programs. Standard teacher preparation
programs play a critical role in determining both which candidates become teachers and how well
prepared they are to stay and succeed in their posts. The current structure, design and
implementation of traditional teacher preparation programs is not meeting the human capital
needs of the nation’s public school students. As states and local school districts seek to build a
more robust and reliable 21st century teacher workforce, strengthening teacher preparation
programs should be central to their efforts.

SCOPE OF THE PROBLEM

OVERVIEW
Approximately 70% of all current teacher training programs represent “traditional teacher
training” models.3 While the components of these programs vary, the models are almost always
based at an Institute of Higher Education (IHE) and involve three semesters of coursework
divided between general content and professionally-specific coursework (pedagogy, classroom
management, child development, etc.). In addition, trainees participate in one semester of student
teaching/field work under the guidance of a teacher-of-record.4
The traditional teacher training infrastructure that undergirds the teacher pipeline is in need of
modernization. Too often, rural and high-needs school districts operate in what amounts to a
perpetual staffing crisis; Alabama schools with this profile are no exception. According to recent
data, nearly 300 positions statewide were filled through Emergency Certification status, with
almost one quarter of all new Birmingham City School teachers entering the classroom through
this route.5 Teacher attrition accounts for a substantial portion of the teacher churn, with 90% of
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annual nationwide teacher demand attributable to teachers leaving the profession.6 The current
mechanisms for identifying, recruiting, training, and retaining teacher talent in Alabama are not
producing the strong and stable teaching pool needed to raise student achievement. The essential
challenges are as follows:
Challenge #1: Traditional teacher preparation models are not producing teachers in the range
of subject areas or in the geographic regions where they are needed. School districts cannot
find enough qualified candidates to fill STEM, foreign language, career tech and SpEd positions,
and the shortages are most acute in rural and high-needs districts.7 The disparity is not an
anomaly but represents the worsening of a long-term trend that has grown more pronounced
since the 1990s.8 According to the 2018 Educator Preparation Report Card issued by the
Alabama State Department of Education (ALSDE), traditional teacher preparation programs
awarded 2,452 total Class B certificates in the prior year. Of those candidates, 57% completed
Praxis subject tests in either Early Childhood or Elementary Education; by contrast, only 4%
took Praxis subject tests in STEM fields (with less than 1% completing either Foreign Language
or Career Tech testing).9 2017 stats show that, statewide, only 177 certificates were issued in any
Math or STEM subject area.10 Further, in a recent district survey, Special Education alone
accounted for 128 of Alabama’s statewide teacher vacancies -- more than the bottom five other
specialty areas combined.11
In addition to lacking subject specialization breadth, traditional teacher training graduates are not
entering or remaining in the state’s rural and high needs schools. A 2015 Public Affairs Research
Council of Alabama (PARCA) analysis found that 80% of Alabama school systems with the
highest concentration of vacancies were located in the state’s rural areas; the other 20% were
high-needs districts.12 Several regions remained on the list for multiple years, suggesting the
chronic nature of the staffing issue. Faced with unfillable shortages, districts often hire teachers
without adequate subject knowledge or training and such unprepared novice teachers are 2.5
times as likely to leave their positions after one year as their sufficiently-trained peers.13 The
failure to funnel potential educators to the fields and locations where they are needed fuels the
constant teacher flux that so often disrupts school and student achievement.
Challenge #2: Comprehensive clinical training should be central to all traditional teacher
preparation programs. Even though the majority of teachers identify student teaching
experience as the most valuable component of their training, traditional teacher preparation
programs too often provide limited opportunities for guided clinical practice prior to licensure.14
Most undergraduate programs typically include, at most, 10 to 15 weeks of student teaching
experience.15 Based on the standard protocol, candidates are given a limited amount of time to
learn how to “handle all the responsibilities of long-serving veterans” on Day One.16
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The 2018 National Council on Teacher Quality (NCTQ) Teacher Prep Review graded the quality
of teacher preparation programs in every state, assessing each program using a series of seven
different indices: candidate selection criteria, candidate preparation knowledge (reading, math
and content), classroom management and student teaching. While several Alabama teacher
preparation programs earned high marks for candidate selectivity and secondary education
content knowledge, most state programs struggled with their student teaching scores. The
majority of Alabama’s programs earned an “F” for the student teaching component, with the
highest ranking earned from any Alabama program being a “C.”17 Though many teacher prep
programs nationwide took issue with the standards and indicators used by NCTQ in the review,
the assessment does indicate a gap between what is understood as best practice and the actual
“on the ground” clinical experiences typically provided to teacher candidates. A separate
national study found that only 5% of all traditional training programs included two of the
components essential to effective student teaching experiences: ensuring that participating
mentors are truly high-skilled teachers and requiring that emergent teachers have opportunities
for frequent observation with substantial feedback.18
Challenge #3: Traditional teacher program graduates do not reflect the growing diversity of
the student population they serve. Though Alabama’s student population continues to become
more diverse, the state’s teacher workforce is growing more homogeneous. While only 55% of
the Alabama’s public school student population is white, 79% of Alabama’s public school
teachers fit that demographic.19 Hispanic students represent over 7% of the state’s students, but
fewer than 1% of teachers are Hispanic.20 A recent report found that, of the 40 Alabama school
districts where the majority of students were black, only 18 also had a majority black faculty.21
Some of this imbalance stems directly from a lack of diversity in traditional programs: only 25%
of graduates from such programs are individuals of color.22
Research shows that students benefit when they have opportunities to sit in the classrooms of at
least some teachers who look like them.23 In addition to lowering disciplinary rates and
improving graduation rates, studies indicate that educators of color are significantly more likely
to identify giftedness in and demonstrate higher expectations for students of color than their nonminority peers.24 As long as diversity levels in traditional teacher preparation programs remain
disproportionately white, the potential for that positive impact will be diminished.

POLICY ALTERNATIVES

CURRENT LOCAL & STATE POLICY
To date, Alabama has taken limited measures to address issues of teacher workforce capacity at
the teacher preparation program level. Instead, state policy makers have focused largely on
adjusting credentialing expectations: raising cut scores on the Praxis II subject knowledge
exams, encouraging institutes of higher education to raise the minimum GPA needed for
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entrance into their teacher prep programs, and mandating a teaching demonstration component
(edTPA) as a means of assessing a candidate’s teaching skill.25
In terms of STEM educator preparation, Alabama’s colleges and universities do have a record of
demonstrated outreach and engagement. Several STEM educator initiatives within the state are
attempting to address current staffing challenges through innovative efforts. In the southern
portion of the state, the University of South Alabama currently operates both a Pathways to
Mathematics (PTM) program and a Pathways to Science (PTS) program.26 The specific goal of
both programs is to recruit and retain highly-qualified STEM teachers for rural and high-needs
districts. The program targets individuals who already hold a bachelor’s degree in math or
science but who do not have a background in education. By providing advanced coursework and
education certification through USA’s Alternative Master’s program, PTM and PTS hope to
prepare 25 secondary education math teachers and 12 secondary science teachers respectively.27
Locally, two programs at The University of Alabama at Birmingham (UAB) distinguish
themselves from the rest of the local teacher preparation landscape. UABTeach and CESAME
are designed to prepare the next generation of STEM teachers. Modelled on the nationally
recognized UTeach program at the University of Texas at Austin, UABTeach provides
participating STEM-major undergraduates with comprehensive content-specific educator
training at no additional cost to the student. The curriculum consists of 24 credit hours of
UABTeach coursework as well as coursework required for the STEM field. Working with
experienced middle- and high-school Mentor Teachers at partner schools, UABTeach
participants learn to plan and implement effective lessons. Upon successful completion of the
program, participants earn a bachelor's degree, a teaching certification, and a STEM Education
minor.28 The program is currently on track to produce 30-40 graduates annually.
In the summer of 2018, UAB’s CORD (the Center for Community Outreach Development)
office announced the CESAME (Collaboration for Excellence in Science and Mathematics
Education) project. The program hopes to engage 20 participants in a comprehensive STEM
teaching preparation program that will lead to teaching certification and an MS in STEM
education. After a paid summer internship-style experience in STEM education, candidates
undertake demanding coursework specific to teaching STEM subjects and, upon graduation,
receive a high-level support structure of classroom mentors, outside observation/feedback,
regular professional development (peer seminars), and ongoing access to both the STEM
Resource Lab and a network of STEM education professionals. Additionally, participants receive
$10k/year to offset their education costs.29
Outside STEM-focused programs, the University of West Alabama’s (UWA) College of
Education currently runs a “Grow-Your-Own” teacher initiative (see Overview of Alternative
Policies section) known as the Black Belt Teacher Corps. The Teacher Corps supports future
educators for that rural region by providing tuition scholarships and targeted service and
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leadership training opportunities. In return, participants commit to teaching in the Black Belt
region for a minimum of three years. UWA graduated the inaugural 10-member cohort of the
Black Belt Teacher Corps in 2017.30 By building on the expertise of the Rural Schools
Collaborative and strong partnerships with local districts, the program continues to thrive.
In addition to spawning individual, university-based programs, state teacher shortages have
prompted a few recent attempts at statewide policy solutions. In 2018 (through Alabama Act
2018-504), the state initiated the Alabama Math and Science Teacher Education Program
(AMSTEP).31 Administered by the Alabama Commission on Higher Education, AMSTEP is a
loan repayment program whereby graduates of an Alabama teacher preparation program who
both hold a professional secondary education certificate in math or science and teach in a critical
needs subject area are eligible to receive $5,000 in loan repayment annually ($2,500 for each
semester worked).32 Participants may claim the loan repayment benefit for up to four consecutive
years. It should be noted that, though the program signals a recognition from state officials about
the need for statewide action and offers a promising investment in the state’s secondary
education STEM teachers, AMSTEP may not have the substantive impact imagined by its
creators. According to recent reporting, only 15 teachers in the state qualified for the program in
2018-19.33
This year also marked the return of funding for the Alabama Teacher Mentoring Program. The
program enables districts throughout the state to provide a $1,000 stipend to any teacher serving
as a mentor to a first-year teacher with no prior teaching experience.34 Though there are no
qualifications explicitly required for the mentor teachers, reinstituting the ATM program
nonetheless reaffirms the state’s commitment to new teacher support and acknowledges the
critical importance of peer feedback and guidance in the teacher preparation process.
Alabama’s current ESSA (Every Student Succeeds Act) Plan specifically identifies the state as
playing a role in promoting the equitable staffing of Title I schools and systems. Addressing the
“Disproportionate Rates to Access of Educators” requirement, the plan commits Alabama to
“encourage partnerships and collaborations between LEAs and IHEs around teacher preparation
in areas/subjects of need, ‘grow-your-own’ initiatives and high-quality student internships in
local classrooms.”35 TRs and GYOs certainly fall within the scope of that articulated goal.

OVERVIEW OF ALTERNATIVE POLICIES
Believing that there must be a more effective way to recruit, prepare, and sustain new teachers
for the profession, education advocates and the Boston Public Schools designed and launched the
Boston Teacher Residency in 2002 -- a clinical teacher preparation program specifically
designed to better prepare future teachers for that city’s urban school districts.36 The innovative
preparation model that they developed -- the Teacher Residency -- challenged many of the
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assumptions and practices that have informed standard teacher preparation for the past 40 years.
By focusing on guided, experience-driven training under the tutelage of an experienced mentor,
teacher residencies more closely follow the hands-on training of medical professionals and other
apprenticeship structures.37 Though no ‘quick-fix,’ the Teacher Residency (TR) model offers a
promising long-term vehicle for Alabama communities to address chronic issues facing the
breadth and depth of their public school teacher workforce.
In addition to the TR model, many communities across the country are investing in Grow-YourOwn (GYO) initiatives to address teacher workforce issues. Indeed, despite the increasing
mobility of the nation’s workforce, 60% of all public school teachers still teach within 20 miles
of where they attended high school. The GYO movement represents a nationwide effort to
expand the teacher workforce by intentionally targeting the teaching potential/human capital
resources that already exist within a community. The philosophy behind GYO initiatives is that
the most sustainable means for ensuring a robust supply of educators in hard-to-fill districts is to
cultivate the local talent organic to those areas.
GYO programs come in myriad forms. Some involve enrolling high school students in
experiential “cadet” projects that provide a supportive pathway into the profession. Others offer
specialized training and unique scholarship opportunities for current education students who
commit to teach in underserved geographic regions. Still others offer comprehensive support and
training to paraprofessionals, after-school program staff, community leaders or parents who
demonstrate leadership potential and aspire to make the transition into the classroom. Both the
TR and the GYO models offer promising strategies for addressing current teacher workforce
issues through teacher preparation practices, and the remainder of this report will attempt to
explain the essential components of these models and
What are Teacher Residencies (TRs)?
Though the specific components of these programs vary widely in structure, implementation,
goals, and quality, there are several common characteristics that distinguish the model.
According to an overview prepared by the Bellwether Education Partners, TRs share the
following components:
Residency Operators (comprised by one or some combination of):
•
•
•

an institution of higher education (IHE)
a Local Education Agency (LEA), charter school, or a charter management
organization
an independent preparation organization

Role of Residency Operators (ROs):
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•
•
•

Manage the candidate recruitment and selection process
Establish and maintain an extremely close partnership with the LEA (in some
cases, the LEA is the RO).
Create resident cohorts that “model good practices” 38

Teacher Candidates (with an earned bachelor’s degree):
•

•
•
•
•

Receive (at minimum) one year of intense clinical training, with the
preponderance of their learning taking place in a K-12 classroom under the direct
supervision of a trained, experienced mentor teacher.
Simultaneously complete academic coursework that is intimately linked to
everyday classroom experiences.
Earn alternative certification at the completion of their residency and, in many
cases, also earn a master’s degree.
Receive a living stipend, a salary, or some form of tuition support in exchange for
their commitment to teach in their residency district (typically for 3-4 years).
Receive ongoing professional support from the RO. 39

The following alternative policy suggestions profile three well-regarded TR models from the
over 50 currently in operation across the country (and one GYO program that tackles the teacher
pipeline issue from a slightly different perspective).40 They represent a sampling of how the TR
and GYO models are being effectively implemented within different community contexts.
Alternative #1: Urban Teachers Residency Program (UTRP)
The UTRP is a model for bringing high-quality clinical training and induction support to noneducation majors interested in pursuing a teaching career. Based out of Baltimore (with
additional sites in Dallas/Ft. Worth and Washington, D.C.), UTRP has been in operation for 8
years and prepares candidates for certification in Elementary Ed, SpEd, Secondary Math and
Secondary English Education. The program is operated by an independent preparation
organization in partnership with Johns Hopkins School of Education and Baltimore Public
Schools. There are currently 154 UTRP participants in Baltimore (with over 1,000 graduates
including all years and all regions).
Though UTRP applicants must go through a rigorous screening process, there is no pre-service
component to the program. In the fall of Year One, residents begin full time (FT) work alongside
a mentor teacher in a high-needs urban school. After the school day, they take practice-based
masters level coursework through Johns Hopkins. Residents receive coaching and support from
both classroom teachers and education school faculty, gradually assuming increasing
responsibility within the classroom. In Year Two, candidates are guaranteed a position,
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becoming a FT teacher-of-record, earning a teacher’s salary (typically $45 -$50K/year) and
continuing to attend classes/receive coaching from faculty. In Year Three, residents earn a
master’s degree in their specialty field and continue to hone their skills with the ongoing support
of their teaching coach. In Year 4, residents can seek advice and draw on faculty expertise as
needed. Residents receive a $20,000 stipend during Year One; health care, books and master’s
program materials are included. Beginning in their second year, residents pay 4 equal
installments of $10k each (over a 2-year period) to Johns Hopkins School of Education.
Residents often have access to other financial aid opportunities (including the AmeriCorps Segal
education awards and TEACH grants) that help defray the cost of participation.41
Selective entrance requirements make the URTR model a quality program for academicallyoriented undergraduates to enter and stay in the profession. By serving urban high-needs schools,
the program provides a strong clinically-based teacher preparation program with both a broad
theoretical component and a comprehensive, long-term induction model. Despite its strengths,
the model is not without limitations. It presumes access to a highly-motivated and skilled teacher
educator program and operates under the administration of a mission-driven independent
organization based in the Baltimore/DC region -- not a context that every community can
replicate. Though the program has expanded outside the immediate region, the model is not one
that can quickly or easily be scaled. Second, though the program provides many options for
defraying the cost, the “sticker price” remains one of the highest among current residency
models.
Alternative #2: Richmond Teaching Residency (RTR) Program
The RTR offers a locally-driven model for building a small but comprehensive partnership
between an institution of higher education and a school district. Located in Richmond, VA, the
program has been in operation for 8 years and offers tracks for Elementary Education, Secondary
Education (math and science) and Special Education. Key partners include Virginia
Commonwealth University (VCU), Richmond Public Schools (RPS), the Center for Teacher
Leadership and three additional school districts. In 2018, there were 38 RTR candidates
participating in the program.
RTR begins with a pre-service training component. During the summer semester, RTR requires
residents to take 18 credit hours of graduate coursework and participate in the RTR Forum -- an
orientation that covers topics including lesson planning, parent communication and trust-building
within the cohort. During the Residency year, candidates complete a 13-month multidisciplinary
curriculum in urban education at VCU concurrently with 1 year in residence at a high-needs
public school. They work under the supervision of a Clinical Resident Coach (master teacher).
Residents receive a $22K stipend and $500 for testing reimbursement; upon successful
completion of the program, candidates earn both a VA teaching license and a graduate degree
from the VCU School of Education. They continue to receive coaching beyond their residency
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term and join the RTR alumni network. After successful completion of the residency year,
participants commit to a 3-year minimum in one of designated high-needs, hard-to-staff school
districts.42
This program offers an effective example of how to initiate, strengthen and grow a locallyfocused teacher residency program. Through strategic partnerships and cooperation, RTR stands
as a model for how to successfully leverage federal and state dollars. Further, the program
maintains a strong track record for customer satisfaction, with a 100% placement rate in partner
schools.43 As of 2018, graduates had an 80% retention rate in local schools, with 70% of
principals rating RTR graduates “more effective than other teachers with comparable experience
levels.” While an exemplar of a strong, effective district/IHE partnerships, the design of the
program requires a high level of commitment and intense dedication from IHEs, districts and
candidates alike.
Alternative #3: Nashville Teacher Residency Program (NTRP). Though new, NTRP offers a
strong exemplar for integrating an independent preparation organization with local IHEs.
Implemented in Nashville, TN, NTRP offers both Secondary Math and English preparation. The
program partners with 11 schools, including a mixture of charter and public schools in the Metro
Nashville and Clarksville areas.
NTRP pre-service training begins with an 8-week summer internship in partner schools. The
training enables both the candidate and the partner agency to ensure that the program is a good
fit for the candidates. Residents are then officially placed in a partner school under the guidance
of a mentor teacher, concurrently completing two semesters of education coursework (at night/on
weekends). Through a gradual release model, they assume a progressively more independent role
in the classroom. At the completion of Year One, residents earn initial TN state licensure. They
continue to access coaching in Year Two. Residents are paid a minimum of $25k annually
through partner schools, through a reallocation of their paraprofessional and teaching assistant
budget line items. If residents are hired full time and making at least $40k, they are required to
pay NTR $5k in their second semester of full-time teaching. They then have the option of
pursuing a Master of Arts in Teaching from Relay GSE ($9k), Lipscomb University ($12k) or
Austin Peay State University ($12k). Partner schools pay a $7k placement fee to NTR for each
graduate hired.44
One of the unique strengths of the NTRP model is its explicit commitment to teacher diversity.
The program intentionally recruits first generation college graduates, alumni of Metro Nashville
Public Schools and candidates of color. 75% of NTR’s second cohort of residents were AfricanAmerican, with 30% being first generation college graduates.45 Upon applying to become an
approved teacher preparation program, NTR faced a number of state policy barriers including a
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requirement to demonstrate financial security (IHEs typically use an endowment to satisfy this
criterion). Implementing this model in other states may trigger similar issues.46
Benefits
The following are the benefits of the Teacher Residency model:
● Provides a viable vehicle for recruiting teachers to fill slots in “hard-to-fill” fields
and districts. According to the National Center for Teacher Residencies (NCTR), 31%
of the network’s total TR graduates teach in STEM subjects, 28% teach English language
learners, and 15% teach special needs students.47 Within individual programs, the
concentration can be much higher. Further, by offering tuition incentives and other
measures to mitigate the financial burden that candidates would otherwise shoulder, TRs
make teaching a true option for non-education majors interested in joining the
profession.48
● Retains teachers at a much higher rate than other teacher preparation models -particularly in high needs urban areas. Researchers in two separate studies found a
statistically significant difference between retention rates among residency graduates and
those emerging from other preparation routes.49 In San Francisco, the retention rate for
TR graduates is 80% after five years (compared with 50% of nonresident teachers and
28% of novice teachers overall). 50
● Appeals to a more diverse pool of candidates. TR cohorts consistently produce
graduate pools with increased levels of diversity. According to the National Center for
Teacher Residencies (NCTR), more than 52% of active residents “identified as people of
color” (compared with the 19% of national average for new teachers entering the field).51
Similarly significant diverse participation exists in TR programs across the country. In
addition to racial diversity, TR participants attract a greater range of backgrounds, with
41% of NCTR participants listing themselves as career changers.52
● Produces satisfied customers. Data from several programs indicates that the
performance of students who have TR-trained teachers outpaces that of their non-TRtrained peers; other studies suggest more inconclusive results.53 On measures of student
learning, the only conclusion that can yet be drawn is that residencies produce
comparable outcomes to traditional preparation programs.54 While student achievement
effects require further study, evaluation data reveal clear and definitive differences in
levels of stakeholder satisfaction regarding TR teachers.55 91% of principals with NCTR
network teachers believe that TR teachers “outperform teachers trained through other
pathways.”56
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● Enables LEAs to have more control and consistency in meeting their instructional
personnel needs. Since TR programs provide such close collaboration between districts
and TR operators, the model enables school districts to select and train the residents that
meet their critical staffing needs.57 Additionally, through the clinical preparation
component, districts get a valuable “sneak preview” of how those potential hires will
perform in the classroom.58
Challenges
The following are the Challenges of the Teacher Residency model:
● TR programs are not built in a day. In order to succeed, TRs require a shared vision,
deeply-motivated partners, adequate time for comprehensive planning, and a long-term
commitment to the effort.
● TR programs appear costly. Since teacher certification standards have traditionally
been operated by IHEs, the regulatory requirements for a Residency Operator outside that
structure can be logistically difficult and fiscally onerous. Accreditation and regulatory
compliance standards designed for IHEs often prove financially burdensome to nontraditional teacher preparation programs, and a sizeable segment of program costs often
go towards addressing these standards.59 A number of TR programs have, however,
through partnerships with IHEs and other strategies, found more viable and sustainable
funding models.60
Alternative #4: Grow-Your-Own (GYO) Illinois. GYO Illinois is a model for strengthening the
teacher pipeline in low-income communities by creating a viable teacher preparation pathway for
community members already active and engaged in neighborhood schools. The program has
been in operation for 13 years and is primarily based in Chicago, Illinois, with additional sites
throughout the state. GYO Illinois involves a partnership between the Illinois Department of
Education, five community organizations, two public school districts and three IHEs (though
program participants are permitted to attend the teacher prep program of their choice). Program
participants typically earn their BA while participating in the program. To date, the program has
105 graduates teaching in 26 cities across Illinois.
Through GYO Illinois, candidates already living in low-income communities receive the
financial, organizational and emotional support they need to become teachers in their local
school systems. The program targets parents, paraprofessionals and other community members
with a demonstrated passion for education and engagement. Participants attend monthly cohort
leadership trainings/meetings and have access to free tutoring, test preparation, and tuition
assistance (in the form of forgivable loans). In return for their assistance, candidates commit to
teach for five years in a high-needs subject area or school.61
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GYO Illinois meaningfully address teacher shortage issues in the state. GYO graduates stay in
the communities where they teach and reduce the teacher turnover and attrition rates that often
plague schools in high-needs areas. Further, participants better reflect the demographic profile of
the schools that they serve (51% African-American and 37% Latino) and often bring a deeper
cultural understanding to the classroom.62 Independent evaluations of the program show that
graduates demonstrate particular proficiency in knowledge of content/pedagogy, classroom
management, and engaging student/parents.63
Though GYO Illinois has proven to be successful, similar programs will only flourish in an
environment where strong community engagement already exists. The program requires strong,
stable funding and extensive local partnerships. By providing comprehensive and critical support
structures, however, the model offers a viable pathway for low-income community members to
access and succeed within the standard teacher preparation model.
Benefits:
The following are the benefits of GYO programs:
● GYO graduates remain in teaching longer than graduates from other pathways and are
more likely to work in high-needs and geographically-isolated schools.
● GYO programs are particularly effective for rural and high-needs urban communities
because graduates often bring a deep personal commitment to and understanding of the
communities they serve.
Considerations:
The following are the considerations of GYO programs:
● In order for GYO programs to flourish in earnest, State Education Agencies and IHEs
must play a critical role in building awareness and capacity for GYO efforts.

POLICY RECOMMENDATIONS
● Develop and establish a TR program in Birmingham: Efforts should be made to
educate, inform and galvanize relevant partners around the promise of TR models.
Development should be guided by research-based best practices as identified by the
Learning Policy Institute as “Key Characteristics” of a strong residency. They include:
1. Strong district/university partnerships
13/20

2. Coursework tightly integrated with clinical practice
3. Full-year residency teaching alongside an expert mentor teacher
4. High-ability, diverse candidates recruited to meet specific district hiring needs,
typically in fields where there are shortages
5. Financial support for residents in exchange for a three- to four-year teaching
commitment
6. Cohorts of residents placed in “teaching schools” that model good practices with
diverse learners and are designed to help novices learn to teach
7. Expert mentor teachers who co-teach with residents
8. Ongoing mentoring and support for graduates 64
● Develop and establish a network of Grow-Your-Own programs in rural and highneeds districts. Education advocates, community partners and state officials should learn
more about GYO efforts, survey Alabama communities where they have the greatest
potential to thrive and begin discussions about where and how they might be best
implemented in the state.
● Examine and, if found effective, strengthen UABTeach, UAB’s CESAME, and
similar STEM educator initiatives. State policymakers should review the efforts,
accomplishments, and challenges of both STEM education programs and seek ways to
grow and develop similar efforts in other regions of the state.
● Create a statewide vision for a new approach to teacher preparation. The state has a
critical role to play in strengthening and transforming teacher preparation programs.
Among a host of options, suggested policy actions might include:
○ Offering a competitive grant process to create new TR partnerships and other
clinically-based programs in the state.
○ Using state funds to match federal programs that provide grants and loan
forgiveness to teachers who work in hard-to-staff areas and schools.
○ Requiring teacher preparation programs to ensure high-quality clinical placements
for candidates.
○ Collecting, analyzing, and publicly sharing comprehensive data on teacher
preparation program effectiveness.
○ Developing alternative accreditation pathways that will permit high-performing
non-IHE preparation programs to operate in Alabama.65
Across the country, state leaders are leading the charge for change. Beginning in the fall of 2018,
Louisiana mandated that all teacher preparation programs contain a year-long clinical residency
component. 66 At the same time, California announced a $75 million commitment to strengthen
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and expand that state’s teacher residency efforts.67 As both states make bold infrastructure and
financial investments in revamping traditional teacher preparation programs, Alabama education
leaders can both observe the impact of these efforts and learn from their experiences.
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APPENDIX A: TEACHER RESIDENCY PROFILES
Urban Teacher Residency

Richmond Teacher
Residency

Nashville Teacher
Residency

Location

Baltimore, MD

Richmond, VA

Nashville, TN

Years in
operation

8

8

3

Subject
Areas

Elem Ed, SpED, Secondary
Math/Eng.

Elem Ed, Secondary Math/Science,
SpEd

Secondary Math & English

Residency
Operator

Independent preparation organization
in close partnership with Johns
Hopkins School of Education (JHSE)
and Baltimore Public Schools (BPS).

Virginia Commonwealth
University (VCU), Richmond
Public Schools (RPS), the Center
for Teacher Leadership & 3 other
school districts

Independent preparation
organization in partnership with
several IHEs, Metro Nashville
public schools and several charter
schools.

Pre-Service

No formal pre-service training.

RTR Forum (teaching
fundamentals) plus 18 credit hours
graduate course work.

8-wk trial internship in partner
schools under the guidance of a
mentor teacher.

Program
Design
Details

Year 1: Work FT alongside a mentor
teacher in a high-needs school.
Master’s coursework done after
school through JHSE (coaching from
teachers and JHSE faculty). Gradual
release model.
Year 2: Become teacher-of-record,
earn a salary, continue attending
classes/receiving coaching.
Year 3: Earn master’s degree with
ongoing support from teaching coach.
Year 4: Teaching support as needed.

Year 1: Work FT in a high-needs
public school under the supervision
of a Clinical Resident Coach
(Master Teacher) while completing
a 13-month multidisciplinary
curriculum in urban education.
Earn both VA teaching license &
VCU graduate degree. Make a 3year teaching commitment to in
designated hard-to-staff school
districts.

Year 1: Work FT in partner school
under the guidance of a mentor
teacher while completing 2
semesters of coursework
(weekends, nights.). Gradual
release model, ending in earning
initial state licensure.
Year 2: continued coaching.

Financial
Model

Year 1: $20K stipend, health care.
Books & masters materials included.
Year 2: Begin 4 equal installments of
$10K to JHSE over 2-year period.
Access to significant financial aid
support (TEACH grants and
AmeriCorps Segal education awards)
to defray the cost of participation.

Receive an $18K stipend. $500
testing reimbursement upon
successful completion of the
program.

Receive $25K annually through
partner school (via TA/paraprof.
budget line item). If hired, required
to pay NTR $5K in 2nd semester of
FT teaching. Partner schools pay
$7K placement fee to NTR for
each grad. hired.

Unique
Strengths

Robust clinical & induction
component. 85% of graduates still
teaching. Candidate selection highly
selective. Excellent prep. for non-ed
majors.

Model for creating a strong TR
from scratch. Solid strategic
partnerships, effective leveraging
of state/fed $, strong network.

Boosts diversity by targeting 1st
gen college grads & candidates of
color. 75% of NTR were people of
color.

Particular
Challenges

Not easily scaled. Compared to other
models, a high “sticker price.”

Requires strong partnerships and a
substantial & intense time
commitment from residents.

Faced policy barriers vis-a-via
teacher prep approval process. May
be same in other states.
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APPENDIX B: GROW-YOUR-OWN PROGRAM PROFILES
Pathways2Teaching

GYO Illinois

Black Belt Teacher
Program

Location

Denver, CO (with an affiliate program
in eastern Oregon)

Primarily Chicago, IL with other
locations throughout Illinois

Livingston, AL

Years in
operation

9

13

2

Target
Population

11th-12th grade HS students with a
particular focus on culturally-diverse
candidates.

Parents, paraprofessionals & other
community members from highneeds communities who demonstrate
a passion for education

Up to 10 University of West
Alabama (UWA) College of
Education juniors (who continue
as seniors).

Operators and
Partnerships

UC Denver/UC Boulder (in partnership
with several Denver metro school
districts).

The Illinois Department of
Education, five community
organizations, two public school
districts and three IHEs (participants
permitted to attend the teacher prep
program of their choice).

UWA, The Rural Schools
Collaborative, the AL legislature
and various schools within the
Black Belt region.

Program
Design

Participants:

Participants:

Participants:

•

•

•

•
•
•
•
•

Unique
Strengths

•
•

•

typically earn their BA and
certification while participating
in the program.
attend monthly cohort
leadership trainings/meetings.
have access to free tutoring, test
preparation, and tuition
assistance (in the form of
forgivable loans)
commit to teaching for five
years in a high-needs subject
area or school.

•
•
•

receive $5K tuition
scholarship annually.
engage in a rural leadership
program.
Receive up to $1K for a
special project at site school.
commit to teaching in Black
Belt for 3 yrs.

The program:

The program:

The program:

•

•

•

•
•
•
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engage in weekly field
experiences.
receive support in the college
search/application process.
earn 3 -9 college credits upon
successful completion of their
courses
learn writing and public speaking
skills.
examine issues of educational
inequity.
may earn guaranteed admission to
CU education departments.

successfully recruits and supports
teacher candidates from
underrepresented communities.
provides opportunities for
participants to learn from and be
mentors.
frames teaching as an act of
educational justice.
open to all interested students.

•

•

boasts 105 graduates in 26 cities
across Illinois.
provides participants with
comprehensive financial,
emotional and organizational
support.
51% of participants have been
African-American; 37% have
been Latinx.

•
•

is funded by the AL
legislature.
connects grads with rural
communities.
is the first of its kind in AL.

