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DEI Hiring in K-12 Schools

K-12 school districts across the country have implemented policies or plans that base the hiring and retention of 
teachers and staff on Diversity, Equity, and Inclusion (DEI). This report features over twenty school districts from 
around the country that use ideological screening and race-based preferences in the hiring and retention processes. 
We obtained the non-public information needed to compile the list through public records requests.

Summary

04/17/2024

The La Honda-Pescadero Unified School District 
(CA) states in its equity policy that “by June 2024, 
district and site staff shall fully implement the LHPUSD 
hiring policy and achieve an increase in the diversity 
of the workforce in at least 75% of new hires.” The 
district states that it will include a “diversity liaison” 
who is “tasked to pay attention to equity and inclusion 
throughout the search,” using “redacted statements of 
contributions to justice, diversity, equity, and inclusion 
for the first round of screening” with the intent to “hire 
more faculty who would continue to contribute to 
diversity and inclusion efforts.”

San Rafael City Schools’ (CA) Together 2024 
Blueprint sets a goal of increasing “the numbers of 
teachers, administrators and classified staff of color 
by 10% for all groups.”

Poudre School District’s (CO) hiring process 
mandates that the interview team include a minimum 
of two DEI focused questions such as “What does 
anti-racism mean to you?” and “Tell about a time 
when someone at work said something that is either 
a microaggression or was discriminatory/biased . [sic] 
What did you do to address this?”

The Connecticut State Department of Education 
suggests districts offer “incentives (e.g. gift cards, one-
time stipends) for referrals of racially, ethnically, and 

linguistically diverse candidates leading to a successful 
hire” and offer “incentives (e.g., pay increases, stipends, 
housing assistance, affinity groups) likely to attract 
racially, ethnically, and linguistically diverse candidates 
to seek employment in the district.”

Community Unit School District 300 (IL) includes 
“Culturally Relevant Teaching” questions in the 
interview process such as asking applicants how 
they define diversity, how they create equity in the 
classroom, and “When was the last time you shared 
your pronouns? Why do you think it is essential to 
share your pronouns?”

Illinois Math and Science Academy (IL) implements a 
modified “Rooney Rule” in which the school requires 
“that every faculty opening requires interviewing 
at least two candidates who identify as a Black, 
Indigenous Person of Color.” The school also states that 
it will “incorporate best practices on diversity, equity 
and inclusion” in the hiring process which includes 
“critical race theory.”

Jefferson County Public Schools (KY) states that it will 
“attract, recruit, hire, and retain staff and leadership” 
that reflects the “diversity of the student body.” The 
district defines “diverse” as “pertaining to any and all 
cultures that are NOT heterosexual, male-centered, 
white, Western, and/or Christian.”

Featured Examples

https://defendinged.org/incidents/dei-hiring-la-honda-pescadero-unified-school-district/
https://defendinged.org/incidents/dei-hiring-la-honda-pescadero-unified-school-district/
https://defendinged.org/incidents/dei-hiring-san-rafael-city-schools/
https://defendinged.org/incidents/dei-hiring-poudre-school-district/
https://defendinged.org/incidents/dei-hiring-connecticut-state-department-of-education/
https://defendinged.org/incidents/dei-hiring-community-unit-school-district-300/
https://defendinged.org/incidents/dei-hiring-illinois-math-and-science-academy/
https://defendinged.org/incidents/dei-hiring-jefferson-county-public-schools/
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Orange County Schools (NC) states that by 2026, 
“100% of staff of color and LGBTQ+ staff will report 
feeling that Orange County Schools is a supportive, 
welcoming, and inclusive environment.”

Lower Merion School District (PA) intentionally 
selects candidates “who have an aptitude for 
diversity, equity, and inclusion to improve the 
school’s racial climate.”

University Place School District (WA) declares 
that the district will “actively recruit support staff of 
color,” but if the district is “unable to hire educators 
of color to open positions” it “still plans to emphasize 
cultural responsiveness and competence in the 
people we do hire.” 

These common hiring priorities, often referred to as “culturally competency” or “cultural proficiency,” are used to 
justify the elimination of applicants who do not adhere to DEI and or social justice ideology.

Many of the districts surveyed claim in policy and/or in district literature that these measures are necessary to 
ensure a “bias free” process, while simultaneously using DEI language, DEI focused questions, and/or requiring 
that applicants provide a diversity statement. Brighton Central Schools (NY), for instance, requires that a diversity 
statement be provided that shows an applicant’s “past and current efforts, as well as, future plans to advance 
diversity, equity, and inclusion” in the district.

https://defendinged.org/incidents/dei-hiring-orange-county-schools/
https://defendinged.org/incidents/dei-hiring-lower-merion-school-district/
https://defendinged.org/incidents/dei-hiring-university-place-school-district/


DefendingEd.org 5

Below is a copy of the interview questions in the Poudre School District in Colorado.

Of the districts reviewed, many mention that its hiring goals regarding the racial makeup of its staff should reflect 
that of the student population. Some districts even include set numerical targets to ensure adherence to its policies 
or goals.

For example, Rochester City School District (NY) states in its Racial Equity Action Plan that it will work to ensure 
its staff “reflect the racial composition of the student population.” The district’s action plan establishes a goal of a “10 
percent year-over-year improvement in number of Staff of color hired.”

https://defendinged.org/incidents/dei-hiring-rochester-city-school-district/
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A third component is the implementation of DEI focused professional development and racial affinity groups 
aimed at improving the retention of teachers. In general, districts involve new hires in mentoring programming for 
onboarding and professional development purposes. Yet, many districts profiled in this report, like Orange County, 
North Carolina, offer new hires additional support and training based on minority status.
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School Districts
Arizona

FLAGSTAFF UNIFIED SCHOOL DISTRICT

A Flagstaff Unified School District strategic plan document focused on equity and inclusion states that the district 
will “strive for staff demographics that reflect the student body and, specifically, increase staff (including leadership 
positions, cabinet, etc.) diversity each year in each staffing category by 2%.”

Other goals include increasing “retention of diverse staff by 10% over current rates,” “match every new hire to FUSD 
with a mentor who has similar background/identity characteristics,” and “create affinity groups for faculty and staff 
to share experiences and provide support to one another.”

California 

LA HONDA-PESCADERO UNIFIED SCHOOL DISTRICT

On October 12, 2023, the La Honda-Pescadero Unified School District board reviewed and updated its district equity 
policy to state that “it is imperative that our workforce – our teachers, administrators, and other staff – represent 
the diversity of our students and families.” It continues: “By June 2024, district and site staff shall fully implement the 
LHPUSD hiring policy and achieve an increase in the diversity of the workforce in at least 75% of new hires.”

In a December 2023 presentation titled Hiring and Retaining a Diverse Staff 2024-2025, it states that the district should 
“prioritize messaging that centers diversity/POC” and to “capitalize racial/ethnic categories in a consistent manner.”

On April 27, 2021, the district approved a $19,500 contract with Insight Education to perform an equity audit of 
the district. The final report recommendations include to “build on existing recruitment practices by developing 
meaningful partnerships with local universities to actively recruit teachers of color and bilingual teachers into teaching 
and administrative roles,” “create conditions for district leaders to take time for deep reflection on their personal biases 
and their institution’s history with race and how these factors may be impacting their decisions regarding recruitment, 
retention, and advancement of staff of color,” and “review hiring practices to ensure interview questions identify 
candidates’ experience and skills in working with diverse populations.·”

A district document from April 2021 titled Inclusive Hiring & Retention Practices at La Honda Pescadero Unified 
School District states that “one of our key goals at LHPUSD is to improve our hiring practices to create a staff that 
better reflects the student body of our school.”

Key district strategies include hiring practices that “elevate a commitment to justice, equity, diversity, and inclusion 
from job inception.” To meet this strategy, the district states that it will “ensure the interview process is shaped with 
equity as a central design principle” by including a “diversity liaison” who is “tasked to pay attention to equity and 
inclusion throughout the search,” using “redacted statements of contributions to justice, diversity, equity, and inclusion 
for the first round of screening” with the intent to “hire more faculty who would continue to contribute to diversity and 
inclusion efforts,” “implement holistic selection review process” such as “demonstrating culturally-responsive teaching 
practices,” and shifting “hiring timelines as early as is practical” because “research suggests in-demand candidates of 
color may be more likely to be available for hire earlier in the year.”

https://defendinged.org/incidents/dei-hiring-flagstaff-unified-school-district/
https://defendinged.org/incidents/dei-hiring-flagstaff-unified-school-district/#:~:text=District%20strategic%20plan-,document,-focused%20on%20equity
https://defendinged.org/incidents/dei-hiring-la-honda-pescadero-unified-school-district/
https://simbli.eboardsolutions.com/SB_Meetings/ViewMeeting.aspx?S=36030993&MID=25120&enIID=slshUh4dBEmJhPbx5UJegy2slshw%3D%3D&srch=equity+policy&ktype=Exact&Tab=Agenda
https://simbli.eboardsolutions.com/Meetings/Attachment.aspx?S=36030993&AID=620132&MID=25120
https://simbli.eboardsolutions.com/Meetings/Attachment.aspx?S=36030993&AID=620132&MID=25120
https://simbli.eboardsolutions.com/Meetings/Attachment.aspx?S=36030993&AID=665191&MID=25122
https://simbli.eboardsolutions.com/SB_Meetings/ViewMeeting.aspx?S=36030993&MID=6642&enIID=sign6jmAncOBgplusohBvcsBw%3D%3D&srch=insight+education&ktype=Exact&Tab=Agenda
https://simbli.eboardsolutions.com/Meetings/Attachment.aspx?S=36030993&AID=119561&MID=6642
https://simbli.eboardsolutions.com/Meetings/Attachment.aspx?S=36030993&AID=296585&MID=13542
https://simbli.eboardsolutions.com/Meetings/Attachment.aspx?S=36030993&AID=131190&MID=7113
https://simbli.eboardsolutions.com/Meetings/Attachment.aspx?S=36030993&AID=131190&MID=7113
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The plan also includes retention strategies such as offering “comprehensive induction to support beginning teachers of 
color in their first years of teaching” and creating “culturally affirming school environments” that dedicates “resources 
and time for professional learning on advancing racial equity in schools.”

SAN RAFAEL CITY SCHOOLS

On November 15, 2021, San Rafael City Schools adopted its Together 2024 Blueprint which serves as the district’s 
“strategic plan” and “Local Control Accountability Plan (LCAP).” As part of the Blueprint, the district set a strategic 
goal titled “Goal 2: Staff Success” which states that it is “dedicated to attracting, developing and retaining culturally 
responsive teachers and staff that purposefully serve every student.”

In order to achieve this goal, the district commits to hiring “more teachers of color and bilingual teachers and staff.” 
This includes the Elementary School District (ESD) and High School District (HSD) increasing “the numbers of 
teachers, administrators and classified staff of color by 10% for all groups.”

A November 14, 2022, Blueprint update to the board titled Hiring Teachers of Color & Bilingual Staff states that 
its “Smart Goal” is that by June 2023, it will “increase the number of employees of color by 5%.” This includes 
increasing “administrators of color from 17% to 22% (ESD & HSD),” increasing “teachers of color by from [sic] 17% to 
22% (ESD) and from 9% to 14% (HSD).” The presentation also lists “strategic actions” the district is taking such as to 
“hire a coordinator; recruit and select 24 diverse candidates and mentors for the Teacher Residency program for the 
2023-24 school year,” “continue outreach efforts to local schools of education (Dominican, Sonoma State, etc.) and 
educational organizations (CALSA, AASPA, CABE, etc.) to recruit teachers of color,” and “provide at least quarterly 
opportunities for teachers of color to meet in affinity groups in San Rafael.”

Included in the presentation is Equal Employment Opportunity Commission (EEOC) data showing district staffing 
demographics. The data from the years 2020 and 2022 reveal that the district increased its ESD percentage of non-
white new hires by 21%, with an overall non-white staff increase of 6%. Data in the presentation show that the HSD 
increased its percentage of non-white new hires by 27% but had an overall decrease of 3% in non-white staff. The 
district as a whole had an increase in new non-white hires of 24% and an overall increase in non-white staff of 2%.

According to the district’s Together 2024 update from February 2024, it notes progress toward Goal 2.2 stating that 
it has increased the percentage of administrators of color on staff at ESD and HSD from 17% to 31%, and increased 
teachers of color at ESD from 17% to 19% and HSD from 9% to 13%.

SANTA BARBARA UNIFIED SCHOOL DISTRICT

A 2023 Anti-Blackness and Racial Climate Assessment and Analysis completed for the Santa Barbara Unified 
School District by Insight Education Group states that a “racially diverse educator workforce represents a 
district’s dedication to creating equitable access to excellent educational opportunities for all students, as well 
as its commitment to eliminating barriers to entry and providing equitable career advancement opportunities for 
educators of color.”

Recommendations from the consultant include building partnerships to “actively recruit teachers of color and 
bilingual teachers into teaching and administrative roles,” “develop a ‘career ladder pathway model’ to ensure 
opportunities for career growth for staff of color,” and “cultivate racial affinity groups for staff to support 
participants in learning how to navigate their workplaces as staff members of color, unpack racial and racist issues, 
and combat racial battle-fatigue.”

https://defendinged.org/incidents/dei-hiring-san-rafael-city-schools/
https://simbli.eboardsolutions.com/Meetings/Attachment.aspx?S=36030430&AID=257592&MID=12227
https://simbli.eboardsolutions.com/Meetings/Attachment.aspx?S=36030430&AID=382925&MID=16352
https://docs.google.com/document/d/1uTJqg-Zk5ghJ375FMRhshoJIzwFrHJLU92grB0wb2yI/edit
https://defendinged.org/incidents/dei-hiring-santa-barbara-unified-school-district/
https://go.boarddocs.com/ca/sbunified/Board.nsf/files/CQVNV9617B35/$file/2023%20SBUSD%20Anti-Blackness%20%26%20Racial%20Climate%20Assessment%20%26%20Analysis.pdf
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Colorado 

POUDRE SCHOOL DISTRICT

Documents obtained from a Freedom of Information Act request reveal Poudre School District’s hiring practices 
prioritize a “diverse workforce” and interview questions that focus on equity and antiracism.

According to Poudre School District’s “Recruiting & Retaining A Diverse & Talented Workforce” document, its 
mission is to “strategically attract, grow, and retain high-quality team members with a human first lens.” The 
district’s vision is to “cultivate a diverse workforce, reflecting the intersectional identities and needs” of its students. 

As part of the district’s hiring process, interviewers are provided with a “DEI Bank of Questions” to center diversity, 
equity, and inclusion. Listed questions include asking job candidates “What are some ways you have integrated 
equity and inclusion into your professional work? What metrics did you use and what was the result,” to “Provide 
an example of how you address implicit biases of your own in your work or personal life,” “What does anti-racism 
mean to you? How does it show up in your work,” and “Tell about a time when someone at work said something that 
is either a microaggression or was discriminatory/biased . [sic] What did you do to address this?”

Also provided to interviewers is a scoring rubric for candidate answers. Under “exceptional answer,” an applicant 
“shows experience having actually implemented equity work in the past…or answer shows great introspection and 
self-awareness as evidence that they are ready to dive deeper into equity work.” 

A slide presentation from January 24, 2023, makes the case for “diversification” in the workforce by stating that 
“students of color who are taught by teachers of color” have “improved academic outcomes,” “higher graduation 
rates,” “fewer unexcused absences,” and “more likely to attend college.” The following slide claims that “white 
students had positive perceptions of teachers of color” by helping “break down negative stereotypes,” helps 
“students understand and confront racism,” and “prepare all students to live a multicultural society and workforce.”

Connecticut 

CONNECTICUT STATE DEPARTMENT OF EDUCATION

The Connecticut State Department of Education’s document Creating a District Plan to Increase the Racial, Ethnic 
and Linguistic Diversity of Your Educator Work states that the guidebooks are intended to aid in the development 
and implementation of a Minority Teacher Recruitment (MTR) plan. These documents are meant to assist districts in 
complying with Public Act 18-34 (Minority Teacher Recruitment and Retention).

The document’s appendices include a self-assessment tool for “recruitment, hiring and selection” which prompts 
districts to evaluate how much the professional staff “reflects the racial, ethnic, and linguistic diversity of students 
served.” “Sample evidence” states the “ratio of students of color to teacher/administrators/ central office staff of 
color; percentage of teachers/administrators/central office personnel who live in town compared with out of town; 
number of languages spoken by professional staff.”

The self-assessment tool also suggests districts have a “visible profile that articulates goals for increasing the racial, 
ethnic, and linguistic diversity of the workforce.” It then provides “sample evidence” that suggests the district use 
“specific short- and long-term goals for hiring and selecting a diverse educator workforce; data showing hiring 
funnel and percentage of diverse applicants who apply, interview and are hired vs. non-White applicants.”

The same section also suggests that districts offer “incentives (e.g. gift cards, one-time stipends) for referrals of 
racially, ethnically, and linguistically diverse candidates leading to a successful hire” and offer “incentives (e.g., pay 

https://defendinged.org/incidents/dei-hiring-poudre-school-district/
https://defendinged.org/incidents/dei-hiring-connecticut-state-department-of-education/
https://portal.ct.gov/-/media/SDE/Talent_Office/HiringAndSelectionGuidebook.pdf
https://portal.ct.gov/-/media/SDE/Talent_Office/HiringAndSelectionGuidebook.pdf
https://www.cga.ct.gov/2018/ACT/pa/pdf/2018PA-00034-R00SB-00455-PA.pdf
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increases, stipends, housing assistance, affinity groups) likely to attract racially, ethnically, and linguistically diverse 
candidates to seek employment in the district.”

Another self-assessment section titled “Selecting and Hiring” suggests that districts utilize “resume and interview 
procedures, checklists, and/or protocols that assess cultural responsiveness, and promote an equity mindset” and 
“adopts policies and procedures that ensure hiring practices prioritize candidates who demonstrate high levels of 
cultural responsiveness.”

The document also provides districts a tool titled “Six Domains for Culturally Responsive Hiring Strategies At A 
Glance” which promotes the use of Peggy McIntosh’s White Privilege: Unpacking the invisible knapsack and a 
video titled Implicit bias and microaggressions.

Illinois

COMMUNITY UNIT SCHOOL DISTRICT 300

Community Unit School District 300 in Illinois prioritizes diversity, equity, and inclusion in its hiring process. For 
example, a bank of interview questions obtained through a Freedom of Information Act request reveal a focus on 
“Culturally Relevant Teaching” which includes questions such as:

•	 “Have you ever taken part in a conversation centered on race in an educational setting? If yes, describe that 
conversation and how did it make you feel? If no, how comfortable would you be talking about race and its 
impact on education?”

•	 “How do you create equity in the classroom?”

•	 “Is there an example of how you have demonstrated a commitment to diversity, equity and inclusion in a 
prior situation?”

•	 “How would you define diversity? How do you encourage people to honor the uniqueness of each 
individual? How do you challenge stereotypes and promote sensitivity and inclusion?”

•	 “How would you address racial tension among students in your classroom?”

•	 “Describe your experience or explain how you have been educated to understand the history of African 
Americans, Latinos, Asians, Native Americans and other historically marginalized communities in the USA.”

•	 “At (enter school), we are committed to racial and gender equity. How would you create and maintain an 
inclusive learning environment for all of your students? In your response, please speak directly about how 
you would support your transgender students.”

•	 “When was the last time you shared your pronouns? Why do you think it is essential to share your 
pronouns?”

•	 “At (insert school), our White students have exceeded the performance of our Students of Color in the area 
of Reading/Math. According to ( ———— data), our White students are performing at the –th percentile, 
and our students of color are performing at the —th percentile on average. As a newly hired (insert subject) 
teacher, how do you plan to assist us in addressing this problem? How will you help us to rectify this 
discrepancy in student performance?”

The district states as part of its 2022-2027 Strategic Plan that it will “develop an overall plan to attract and retain 
diverse, high quality candidates.”

https://www.deanza.edu/faculty/lewisjulie/WhitePrivilege.pdf
https://youtu.be/lxsQRQAlFfU?t=11m56s
https://defendinged.org/incidents/dei-hiring-community-unit-school-district-300/
https://www.d300.org/NewStrategicPlan
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According to a 2022 equity audit “Needs Assessment,” the “Employment & Retainment” component states that the 
district has “implemented practices to attract and retain highly qualified, diverse teachers and administrators.” The 
audit claims that the district needs to “develop [sic] culturally responsive interviewing process” and that district staff 
“does not mirror” its student population.”

“Suggestions for Next Steps” include:

•	 “Develop hiring practices and professional development for recruitment and hiring of a more 
diverse workforce.”

•	 “Attracting African American teachers. Need to identify this practice. How do we look within and 
incentivize them to go back to school as well? Students who want to get into Education. Title II dollars? 
Train our own! Recruitment ideas are needed.”

•	 “The interview process has item banks of questions for candidates to get a pulse of cultural responsiveness 
and inclusion, however, this needs to expand on all staff instead of just teachers.”

ILLINOIS MATH AND SCIENCE ACADEMY

Illinois Math and Science Academy states in its E2: Equity and Excellence Framework that it will implement 
“strategies based on the Equity and Excellence Model to recruit, support and retain staff, including faculty, as well as 
board members and external partners.” Interventions to achieve the plan’s outcomes includes the implementation of 
a modified version of the “Rooney Rule, in that every faculty opening requires interviewing at least two candidates 
who identify as a Black, Indigenous Person of Color.” It also states that the school will engage in a process of “‘cluster 
hiring’ to recruit diverse candidates with interdisciplinary backgrounds.”

According to the school’s E2 framework, it states that when it comes to recruitment it will “provide ongoing 
professional learning for search committee members, for incorporating best practices (implicit bias, critical 
race theory, cultural competence) on diversity, equity and inclusion in the hiring and advancement of staff, 
including faculty.“

Kentucky

JEFFERSON COUNTY PUBLIC SCHOOLS

According to the Jefferson County Public Schools’ Racial Equity Policy, the district shall “Attract, recruit, hire, 
and retain staff and leadership that more closely reflect the racial, ethnic, and linguistic diversity of the student 
body of the District.” The policy continues by stating that the district will “Provide training to District and school 
administrators and school-based decision making [sic] councils regarding the importance of and strategies for 
increasing staff racial diversity in an urban school district, where a majority of students are Students of Color.”

The district also features a Diversity Hiring Specialist who “provides support and guidance to minority recruitment 
and retention in JCPS.” The specialist collaborates with “Human Resources, the JCPS Recruiting Team, all hiring 
supervisors, and all principals to ensure a fair, inclusive, and equitable hiring process.”

https://defendinged.org/incidents/dei-hiring-illinois-math-and-science-academy/
https://digitalcommons.imsa.edu/cgi/viewcontent.cgi?article=1000&context=eae_pr
https://digitalcommons.imsa.edu/cgi/viewcontent.cgi?article=1005&context=eep
https://defendinged.org/incidents/dei-hiring-jefferson-county-public-schools/
https://drive.google.com/file/d/1IOPfUiJHcb03tfX8iaxmRcBZA1DND8Vg/view
https://www.jefferson.kyschools.us/department/diversity-equity-poverty-division/diversity-hiring-specialist
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Maine

GORHAM SCHOOL DISTRICT

Gorham School District’s (ME) Diversity Hiring Practices state that it is “committed to attracting and retaining 
a diverse staff.” The district strives to embed equity in its “practices through a commitment to high outcomes, 
excellence, and fairness for all.”

According to a document titled Diversity Hiring Toolkit, it is “designed to help mitigate gender, racial and other 
hidden biases in our recruitment and hiring processes as a district.” Under “General Guidelines For An Inclusive 
Hiring Process,” it states that committee members “need to be aware of the tendency to favor or downgrade 
candidates based on race, gender, sexual orientation, social class, geography, and perceived prestige.” It then 
offers an example: “if a committee is giving a white male candidate a pass (e.g., a gap in the résumé or frequent job 
changes), all other candidates should be cut the same slack.”

The toolkit also links to a list of sample DEI questions to use during the interview process. Questions include “Our 
school is committed to providing an inclusive environment for a wide range of students, families, and employees. 
What recent experiences have you participated in or led that have helped deepen your understanding around the 
nuances of diversity, equity, and inclusion?” and “How does your commitment to DEI show up in your personal and 
professional life?”

Maryland

BALTIMORE COUNTY PUBLIC SCHOOLS

Baltimore County Public Schools (BCPS), in partnership with the Baltimore County Government and the Education 
Foundation of Baltimore County Public Schools, Inc, is offering students who are “black, indigenous, a person of 
color (BIPOC), and/or women pursuing a teaching certificate in science, technology, engineering, and/or math 
(STEM)” the opportunity to apply for scholarships towards teacher certification.

The Baltimore County Government has granted the district’s foundation $1 million dollars to fund the Growing 
Our Own for BCPS program. Eligibility requirements state that applicants “must be a college student in the Junior 
or Senior year, a BCPS para-educator, and/or a career changer studying education between June 1, 2024 and June 
30, 2026,” “must be a student who is black, indigenous, a person of color (BIPOC), and/or a women [sic] pursuing 
a teaching certificate in science, technology, engineering, and/or math (STEM),” and “must personally write the 
Growing Our Own for BCPS Scholarship Application Essay.”

The program is intended to “support the efforts of the BCPS Department of Human Resources in recruiting, training, 
and retaining BIPOC teachers and women in STEM fields to teach in BCPS.”

Massachusetts

CAMBRIDGE PUBLIC SCHOOLS

In a Massachusetts Department of Elementary and Secondary Education document titled “Culturally Responsive 
and Sustaining Schools and Classrooms Profile Series,” it highlights Cambridge Public School’s efforts to recruit, 
hire, and retain teachers of color.

https://defendinged.org/incidents/dei-hiring-gorham-school-district/
https://www.gorhamschools.org/apps/pages/index.jsp?uREC_ID=456678&type=d&pREC_ID=2310745
https://docs.google.com/document/d/1YEcRo10JzVhvvGc8X783O9XMQpnNq6C1umYNcyjfAR4/edit
https://docs.google.com/document/d/1vUPZuLaSX25pZGNJI8HxsnxYFCaIwlQc/edit
https://defendinged.org/incidents/baltimore-county-public-schools-teacher-scholarship-program-limited-to-students-who-are-black-indigenous-a-person-of-color-bipoc-and-or-women-pursuing-a-teaching-certificate-in-stem/
https://www.baltimorecountymd.gov/county-news/2024/02/01/county-executive-olszewski-announces-1-million-in-scholarships-to-boost-teacher-diversity-in-baltimore-county
https://defendinged.org/incidents/baltimore-county-public-schools-teacher-scholarship-program-limited-to-students-who-are-black-indigenous-a-person-of-color-bipoc-and-or-women-pursuing-a-teaching-certificate-in-stem/#:~:text=to%20fund%20the-,Growing%20Our%20Own%20for%20BCPS,-program.%20Eligibility%20requirements
https://defendinged.org/incidents/baltimore-county-public-schools-teacher-scholarship-program-limited-to-students-who-are-black-indigenous-a-person-of-color-bipoc-and-or-women-pursuing-a-teaching-certificate-in-stem/#:~:text=to%20fund%20the-,Growing%20Our%20Own%20for%20BCPS,-program.%20Eligibility%20requirements
https://defendinged.org/incidents/dei-hiring-cambridge-public-schools/
https://www.doe.mass.edu/instruction/culturally-sustaining/profile-series-cambridge.docx
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District staff state that not having a staff that identifies with the majority of the student population is a “concern for 
achieving equitable outcomes and culturally responsive schools.” Therefore, the district reformed its recruitment and 
hiring practices such as looking at “job postings to identify language that unintentionally signaled a white, male-
dominated culture.”

The profile also shares that district administrators worked with “school-level leaders” to “help them understand 
the implicit biases that were often at play in hiring decisions.” The [former] diversity administrator interviewed in 
the document states that “It is essential for school leaders who make the final decisions to understand that we’re 
all biased and operate within systemic racism, but also that systemic racism is created by individuals who enact 
and design policies that make our organization unwelcoming, centering whiteness and marginalizing others.” They 
continue: “One big piece was disrupting the notion of culture fit – if you have an organization that is 76 percent 
white, then whiteness is part of the culture and not being white means you’re not a cultural fit.”

As part of its retention programming, the district also operates “Employee Resource Groups” or “affinity groups,” 
for staff.

As part of the district’s 2017 approved three-year plan, objectives include the implementation of the “Dynamic 
Diversity program to recruit, hire, and retain a CPS workforce that reflects the diversity of Cambridge.”

Additionally, district outcomes include increasing the “percentage of teachers of color by 7 percentage points 
to 30%.” Strategic initiatives involve embedding “ongoing cultural proficiency professional learning for all CPS 
educators” and implementing the “Dynamic Diversity program to recruit, hire, and retain a CPS workforce that 
reflects the diversity of Cambridge.”

Michigan

MASON PUBLIC SCHOOLS

Mason Public Schools’ equity plan policies and procedures include establishing “hiring and training practices 
that are instructional and consistently reflective of the type of diverse representation of the student population 
by percentage.” Supporting activities include a “commitment statement and requirement in all hiring materials for 
district positions.” The district will “recruit and retain a diverse work force, especially teachers and administrators,” 
“develop a talent pipeline for teachers and leaders of color for leadership positions,” and “include questions related 
to diversity, equity, and inclusion in interview questions.”

The equity plan calls for the establishment of “programs to recruit, retain, and support educators of minority 
communities” and also “include interview questions for prospective staff related to their commitment to diversity, 
equity, and inclusion.”

Minnesota

SCHOOL DISTRICT 622 – NORTH ST. PAUL-MAPLEWOOD-OAKDALE

The North Saint Paul – Maplewood – Oakdale School District states in the district’s racial equity policy that it will 
“recruit, employ, support and retain racially and linguistically diverse and culturally competent staff” and shall 
“actively strive to have the teacher and administrator workforce reflect the diversity of the student body.”

The policy also states that it will “create environments that intentionally educate all stakeholders on critical race 
consciousness including understanding one’s racial identity and the impact of their racial identity on others.”

https://www.cpsd.us/departments/office_of_the_superintendent/cambridge_public_schools_district_plan
https://cdnsm5-ss5.sharpschool.com/UserFiles/Servers/Server_3042785/File/departments/administration/superintendent/District_Outcomes_FINAL_12_6_17.pdf
https://defendinged.org/incidents/dei-hiring-mason-public-schools/
https://www.masonk12.net/downloads/diversity_committee/mps_equity_plan_with_updated_definitions_2023.pdf
https://defendinged.org/incidents/dei-hiring-school-district-622-north-st-paul-maplewood-oakdale/
https://mn01001375.schoolwires.net/cms/lib/MN01001375/Centricity/Domain/22/430%20Racial%20Equity.pdf
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As part of its 2021-2023 Labor Agreement, the district and union entered into an MOU “for the purpose of guidance 
on Assignment and Reassignment and supporting ISD 622 BOE policy 430.” The agreement includes the continuation 
of a “Quality Steering Committee (QSC) meeting to review, discuss and recommend improved district policies and 
procedures to support BOE policy 430.”

The MOU highlights the following from policy 430: “The District shall recruit, employ, support and retain racially 
and linguistically diverse and culturally competent staff…The District shall actively strive to have the teacher and 
administrator workforce reflect the diversity of the student body.”

Missouri

THE SCHOOL DISTRICT OF CLAYTON

The School District of Clayton states in its Equity and Excellence framework that it will use a “racial equity 
framework to design and implement processes for recruiting, hiring and retaining a diverse workforce capable of 
ensuring and sustaining academic progress for a racially, ethnically and socially diverse student body.”

It continues: “The human resource priority is a diverse and culturally responsive/effective staff that understands 
issues of equity while providing our students with rich and rigorous instruction.”

According to the district’s 2019-2020 Equity and Excellence Summary Report, the district states that it will “continue 
to examine the hiring process to make sure they are not biased” and “have ensured that in the initial, assured 
interview, all candidates are asked about their background and experience with diversity.” The document also states 
that the district’s goal is to “increase our staff population diversity to better represent our student population.”

The report also states that as part of the district’s Diversity Recruitment & Networking Fair, “all participants interviewed 
with an administrator from Clayton and also spent time networking with members of Clayton’s Affinity Group.” It also 
adds that “candidates that attended the event received personal invitations to apply for positions as they were posted.”

On January 6, 2024, the district offered a Diversity Recruitment and Networking Fair with a goal to “recruit and 
build a faculty that improves staff diversity in our schools.”

The school district’s Anti-Bias Antiracist (ABAR) Presuppositions framework states that it is “impossible to deny 
that injustice and inequity are ingrained in our systems” and that it is urgent to “dismantle inequities and systemic 
policies and procedures that have historically and persistently harmed Black students and other students of color.”

According to the framework, the district strives to have equity literacy, which is “having the knowledge and skills to 
disrupt and dismantle inequities within our own spheres of influence for the betterment of our students, staff and 
greater community.”

The district states that being literate in equity includes the following:

•	 “recognize and disrupt white supremacy that results in layers of systemic racism.”

•	 “seek out fair redistribution of opportunity and access that have previously and presently been denied.”

•	 “believe that affirming a student’s culture, history and identity is more important than relying solely on 
numerical data.”

•	 “affirm students’ intersectional identities and experiences.”

•	 “believe equity-centered curricula balance the truth about injustice and oppression with the resilience, joy, 
and resistance of all kinds of humans; past and present.”

https://defendinged.org/incidents/dei-hiring-school-district-622-north-st-paul-maplewood-oakdale/#:~:text=2021%2D2023%20Labor%20Agreement
https://defendinged.org/incidents/dei-hiring-the-school-district-of-clayton/
https://www.claytonschools.net/Page/19405
https://www.claytonschools.net/cms/lib/MO01000419/Centricity/Domain/1495/Equity%20and%20Excellence%20Summary%202020.pdf
https://www.claytonschools.net/diversityfair
https://www.claytonschools.net/Page/21955
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•	 “constantly review and revise our practices and curricula based on nationally-recognized

•	 antiracist/anti bias standards at every grade level.” [Learning for Justice standards]

WEBSTER GROVES SCHOOL DISTRICT

According to Webster Groves School District’s Equity Policy, the district “shall address racism and bias” by 
recruiting, employing, supporting, retaining and continuously developing “a workforce of racially conscious and 
culturally competent administrative, instructional and support personnel.”

In district’s Strategic Plan 2023-2026, the district states that it “must maintain flexible structures and systems 
which attract and retain the highest quality staff.” As part of its objectives to meet one of its strategic goals, the 
districts will strive “to attract, support, and retain exceptionally talented staff who at minimum reflect the diversity 
of our student population.”

One of the strategies listed in the document states that the district will “provide multiple opportunities to interact 
with candidates of color by hosting events, strategic advertisement of positions, etc.” which will be evaluated by 
“increasing the number of qualified applicants of color and increasing our number and percentage in hiring staff 
of color.”

Webster Groves School District’s Diversity, Equity, Inclusion: Interim Report of 2021 provides staffing data and new 
hires pertaining to “staff of color.”

New York

BRIGHTON CENTRAL SCHOOLS

Brighton Central Schools states that it was worked to update its hiring practices in order to “attract, hire and 
retain staff who are representative of our student body and the Brighton community as a whole.”

District efforts include improving retention through “Antiracist/Antibias (ABAR) training for all staff,” include a 
“commitment to diversity” in job postings, and “requiring a diversity statement with application” that asks applicants 
to show “past and current efforts, as well as, future plans to advance diversity, equity, and inclusion in the Brighton 
Central School District.”

ROCHESTER CITY SCHOOL DISTRICT

A Rochester City School District presentation titled “Staff Diversity & Staffing Update: Building a workforce 
our students need” states that the district will “develop and implement a race and class consciousness rubric for 
recruitment to ensure we build a workforce our students need.”

According to a draft of the district’s Racial Equity Advocacy Leadership (REAL) Team Vision Statement, “RCSD will 
be a thoroughly anti-racist institution that ensures equitable opportunities for all.” The “Racial Equity Action Plan” 
states that the district will “work toward ensuring that staffing of the RCSD will reflect the racial composition of the 
student population.”

Under “District and Community Goals,” it states that it will “recruit and retain significantly greater numbers of 
qualified, appropriately credentialed, underrepresented race and class-conscious staff of color: African American, 
Hispanic, Asian, and Native American” and “implement systemic, equitable hiring practices.”

https://www.learningforjustice.org/sites/default/files/2017-06/TT_Social_Justice_Standards_0.pdf
https://www.learningforjustice.org/sites/default/files/2017-06/TT_Social_Justice_Standards_0.pdf
https://defendinged.org/incidents/dei-hiring-webster-groves-school-district/
https://simbli.eboardsolutions.com/Policy/ViewPolicy.aspx?S=448&revid=uG3plusb4plusMqmRGXAplusQXUbSCw==&st=racially%20conscious&mt=Exact
https://www.webster.k12.mo.us/cms/lib/MO02202299/Centricity/Domain/4351/WGSD%20Strategic%20Plan%2023-26-9.pdf
https://www.webster.k12.mo.us/site/handlers/filedownload.ashx?moduleinstanceid=34611&dataid=40113&FileName=DEI%20Interim%20Report%2011.11.21.pdf
https://defendinged.org/incidents/dei-hiring-brighton-central-schools/
https://www.bcsd.org/Page/15944
https://defendinged.org/incidents/dei-hiring-rochester-city-school-district/
https://www.rcsdk12.org/cms/lib/NY01001156/Centricity/Domain/11476/REAL%20Racial%20Equity%20Action%20Plan%2011-25-19-compiled.pdf
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To achieve these goals, the action plan set a “10 percent year-over-year improvement in number of Staff of color 
hired.” The district will also “use characteristics of race and class conscious [sic] teachers as recruitment tool to 
attract mission-driven teachers.”

North Carolina

ORANGE COUNTY SCHOOLS

In 2019, the Orange County Board of Education approved its Equity in Education policy which states that 
“equity” is “an interruption of systems, structures, policies, and practices which privilege some students while 
discriminating against other students.” One of the strategies listed to promote equity includes the “Negotiating, 
re-allocating, and sometimes re-imagining resources, opportunities, and supports when equal distribution of these 
things (one size fits all) results in inequitable outcomes that do not adequately meet specific needs and interests of 
all groups of students.”

As part of the board’s commitment to the equity policy, it set “a series of expectations” and “active measures” in 
which the district will “actively recruit, support, and retain a diverse workforce.”

The district outlines in its 2021-2022 Equity Plan Working Document how the different “active measures” will be 
achieved. The document states that “by 2026, OCS will actively recruit, support, and retain a diverse workforce that 
reflects the diversity and mirrors the demographics of the OCS student population.”

Under “key measures,” the district sets a goal for 2026 where “Orange County Schools staff turnover rate (attrition 
+ mobility) for African American staff and teachers will decrease by 3% and the gap between the demographic 
makeup of the school system’s Latino and bilingual staff to Latino and bilingual students will decrease by 4%.” 
Also, by 2026, “100% of staff of color and LGBTQ+ staff will report feeling that Orange County Schools is a 
supportive, welcoming, and inclusive work environment.” 

Action steps to achieve the goal include defining an “EDI (Equity, Diversity, and Inclusion) organizational culture 
and why an EDI organizational culture and a positive racial climate are essential component of a supportive, 
welcoming, and inclusive work environment and recruiting and retaining diverse staff,” “conduct focus groups 
with racially diverse teachers, district leaders, school administrators, and staff as a means of assessing the EDI and 
racial climate of the district,” and “conduct employee resource and affinity groups.”

The district’s OCS Strategic Plan for Increasing Staff Diversity states that “research supports that all students 
benefit from having teachers that reflect their culture, racial and linguistic background,” that “research suggests that 
students of color who have at least one teacher of color may do better on tests and be less likely to have disciplinary 
issues,” and that “teachers of color boost the academic performance of students of color, including improved 
reading and math test scores, improved graduation rates, and increases in aspirations to attend college.”

According to the “Framework for Diversity in the Workplace” slide, the district offered “invitation only recruitment 
events for identified minority candidates and hard to fill positions,” “identify hiring teams that represent student 
population,” offer “affinity groups,” and “provide training to hiring teams around implicit biases.”

Orange County Schools’ Human Capital Recruitment and Retention Update for 2024-2025 School Year presentation 
shows the district’s progress toward its hiring goals.

https://defendinged.org/incidents/dei-hiring-orange-county-schools/
https://www.boardpolicyonline.com/bl/?b=orange_county_nc#&&hs=958231
https://www.orangecountyfirst.com/cms/lib/NC50000429/Centricity/Domain/38/Working%20Document%20OCS%202021-2022%20Equity%20Plan.pdf
https://simbli.eboardsolutions.com/Meetings/Attachment.aspx?S=680&AID=258801&MID=8776
https://simbli.eboardsolutions.com/Meetings/Attachment.aspx?S=680&AID=384225&MID=15034
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Ohio

HILLIARD CITY SCHOOLS

As part of the Hilliard City Schools’ Equity & Diversity 3-Year Strategic Action Plan, the district states that its 
goal is to “increase the number of BIPOC (Black, Indigenous, and People of Color) teachers and teachers from 
underrepresented groups so that the employees of Hilliard City Schools are representative of the students and 
families in Hilliard City Schools.”

Listed “Action Steps” include “tuition reimbursement,” “mentoring for HCSD BIPOC students and students from 
underrepresented groups,” “develop a statement of Hiring that is visible to all that Hilliard is inclusive and values 
diversity,” and “audit current hiring application & process looking through the lens of diversity & inclusivity.” 
Evidence of the district’s progress includes an “inclusive hiring statement, questions candidates are asked” and 
offering “specific sessions for new BIPOC hires.”

Pennsylvania

LOWER MERION SCHOOL DISTRICT

A document titled Exploring workforce diversity and hiring practices in Lower Merion School District, a part of 
Lower Merion School District Equity, Diversity, and Inclusion Continuous Improvement Project Research Brief 
study, states that the district “interviewees noted the importance of intentionally selecting candidates who have an 
aptitude for diversity, equity, and inclusion to improve the school’s racial climate.” It continues by stating that the 
district “had made progress toward intentionally screening for educators with equity skills.”

According to the report, interviewees experienced “microaggressions within the interview process” and that the 
“researchers have documented the lack of support, microaggressions, and biases present in a predominantly white 
profession.”

In a section titled “Cultural taxation,” it shares that “BIPOC educators are tasked with an overwhelming amount 
of racialized labor by the district and other staff members” and that “racialized labor” is “imposed on BIPOC 
educators” through “school activities related to diversity and anti-racism.”

Recommendations from the consultant include administrators “reaching out to recruit candidates of color,” support 
for “educators of color throughout the hiring process,” and “develop affinity groups for educators of color.”

NORRISTOWN AREA SCHOOL DISTRICT

In 2018, the Norristown Area School District Board approved the district’s Diversity Strategic Plan (later titled 
Diversity Cultural Proficiency and Diversity Plan) which established a Cultural Proficiency Planning Committee to 
develop district goals. Those goals included a focus on “hiring and retention of staff” and states that the district is 
to “increase the hiring and retention of professional staff members that are more reflective of our multicultural and 
diverse student and family demographics as measured by application, hiring, and retention statistics to increase the 
percentage of diverse staff members by 1% per year for five years.”

Actions for achieving this goal include analyzing and reviewing “hiring practices annually to ensure that they support 
goals linked to creating a more diverse staff,” “include questions related to cultural proficiency in all interview 
processes,” “establish internal and external networking/mentoring system to support racially and ethnically diverse 
personnel,” and “develop a process of selecting diverse staff to serve on all district and school committees.”

https://defendinged.org/incidents/dei-hiring-hilliard-city-schools/
https://www.hilliardschools.org/wp-content/uploads/Equity_Diversity_Action_Plan.pdf
https://defendinged.org/incidents/dei-hiring-lower-merion-school-district/
https://resources.finalsite.net/images/v1685716537/lmsdorg/i40kfjjkpdhq2oewu6rf/Research_Brief3_Workforce_Diversity_Staffing_and_Hiring_508c.pdf
https://www.lmsd.org/about-lmsd/deib/study
https://defendinged.org/incidents/dei-hiring-norristown-area-school-district/
https://go.boarddocs.com/pa/nasdpa/Board.nsf/Public#
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Rhode Island

SOUTH KINGSTOWN SCHOOL DISTRICT

South Kingstown School District’s policy 5415: Appointments and Promotions states that the “recruitment, 
hiring, and retaining teachers, staff, administrators, and coaches who identify as BIPOC shall be one of the 
District’s top priorities.”

It continues: “The School Committee is dedicated to creating an inclusive community that promotes and values 
diversity in its hiring and strives for its employee workforce to be diverse in age, gender identity, race, sexual 
orientation, physical or mental ability, ethnicity, religion, socioeconomic status, and perspective.”

Washington

SEATTLE PUBLIC SCHOOLS

Images obtained from an anonymous source reveal Seattle Public Schools asking concerning ideological questions 
on a professional references survey such as whether the job applicant “engages in racial identity work” and their 
“culturally responsive and anti-racist” practices.

One of the questions in the survey asks if the candidate “engages in racial identity work to explore and interrupt 
their implicit biases.”

Another question asks the respondent about the “culturally responsive and anti-racist” practices of the applicant. 
“To your knowledge, in what ways has this candidate built their understanding of their own racial and cultural 
identity and the racial and cultural identities of others?”

UNIVERSITY PLACE SCHOOL DISTRICT

University Place School District’s Racial Equity Initiative – Workforce Diversity & Cultural Competence – 
states that “increasing the diversity of our workforce is another key component to achieving racial equity for 
students in UPSD.” According to the district, it has an “affirmative action plan” in place with the “specific goal of 
diversifying our workforce for better reflect our community.”

The district states that it will “actively recruit teachers and support staff of color,” “review hiring practices to ensure 
that they are non-discriminatory,” and “review hiring practices to ensure that they help to identify and select 
qualified candidates of color.”

Additionally, it states that when the district is “unable to hire educators of color to open positions,” it “still plans 
to emphasize cultural responsiveness and competence in the people we do hire.” The district has also engaged its 
“District Equity Advisory Team in reviewing” both “job postings and interview questions” to ensure that the district’s 
“commitment to racial equity, inclusivity and cultural responsiveness is reflected in both places.”

A document titled Staff Hiring, Treatment, Compensation and Evaluation states that the district worked with 
the “district equity advisory team” to create a “set of equity/diversity focused questions” which “have been added 
to the process to better assess the commitment level and knowledge of prospective employees around racial 
equity, social justice and anti-racism.”

https://defendinged.org/incidents/dei-hiring-south-kingstown-school-district/
https://go.boarddocs.com/ri/soki/Board.nsf/goto?open&id=A2MN455808E1
https://defendinged.org/incidents/seattle-public-schools-professional-references-survey-asks-about-job-applicants-racial-identity-work-and-anti-racist-practices-images-reveal/
https://defendinged.org/incidents/dei-hiring-university-place-school-district/
https://www.upsd83.org/5504_3
https://s3.amazonaws.com/scschoolfiles/3341/el-4__2022_final.pdf
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Resources for Parents
Questions to Ask Your School About Their DEI & Hiring Practices

•	 Does the school district have Diversity, Equity and Inclusion (DEI) policies? If so, how are they 
integrated into all stages of the hiring practices?

•	 Does the district have specific DEI-based or demographic quotas they seek to meet while 
recruiting and hiring?

•	 What practices or policies to ensure transparency during the recruiting and hiring process are in 
place in the district?

•	 How does the district evaluate and measure the effectiveness of the DEI initiatives integrated into 
the recruiting and hiring process?

•	 How much does the district spend on DEI initiatives/hires and programs? Which are the most costly 
and what is the dollar amount?

•	 How does the district define “diversity” and does it include diversity of viewpoint?

•	 Does the district prioritize “equitable hiring” over experience and proven track record of candidates?

•	 What specific questions are asked to applicants to determine their commitment to equity?

•	 How does the district define “equity?”

•	 Do you offer professional development opportunities that are limited to certain staff on the basis 
of their race?

•	 How do you vet “DEI Professionals?” What qualifications do you require of them?

•	 Do you factor in “commitment to equity” when determining compensation?




