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The issue of recruiting and retaining a significant number of
teachers from minority and other underrepresented groups is
one that has necessitated the development of a variety of
strategies in large urban school districts throughout the
country. One such strategy is a "cultivate your own teaching
force" implemented by the Detroit Public Schools (DPS) and
the Wayne State University (WSU) College of Education
(COE). The opportunity to develop and implement this
approach, through tuition and other support services,
initially came about in 1993 through a four-year Alternative
Pathways to Teaching (APT) grant from the DeWitt Wallace-
Reader's Digest Fund administrated through the Bank Street
College of Education.

Recruitment Process
Information on the Alternative Pathways to Teaching
certification program was initially distributed via a weekly
principals' newsletter. This program targeted employees
from minority and other underrepresented groups, focusing
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on paraprofessionals, education technicians (teaching assist-
ants who have 60 hours of college credit), and noncertified
substitute teachers.

The first group recruited consisted of elementary education
candidates. Over 300 applied; 100 were evaluated as eligible
for the program (i.e., the applicant has been working in DPS
for a minimum of one year and has 60 hours of college
credits, a minimum GPA of 2.5, a recommendation from the
school principal, and a writing sample stating why he or she
wants to be in the program). Since a large group met these
basic criteria, the final group of 24 was chosen through
a random-selection process. We called these finalists
"Pathways Scholars." The project directors viewed this large
pool of eligible candidates as a learning opportunity. They
would track the support services needed by a diverse group
of people who had met the criteria and seemingly had the
potential to become successful certified teachers. They
anticipated that this random selection of candidates would
help answer the question "Why is there such a dearth of
teachers from various minority groups?"

Three months later, an additional group was recruited from
among secondary education candidates whose majors were
mathematics or science. There were over 100 applicants and
16 were accepted, bringing the total of this first Pathways
Scholars group to 40—22 females and 18 males; 34 African
Americans, 1 African, 3 Hispanic, 1 Hmong, and 1 Chaldean.
As of this writing, 33 have earned their certification, 4 are still
working on certification, and 3 are not expected to become
certified.
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Key Program Components
The following proved to be key components in the success of
the first group in this project:

1. Core classes.  One of the project's goals was to develop a
cohort group who would provide support for each other.
To help the Pathways Scholars know and trust each
other, project directors made use of core classes. Each
semester for a year, the scholars were scheduled to take
one class together, for example, The Black Family or
Children's Literature. They could take as many other
classes from their Plans of Work with other COE students
as their personal and work schedules would permit.
Through the core classes, the students formed friend-
ships and study and support groups.

2. Monthly meetings.  The project directors believed that one
of the reasons more people from underrepresented
groups were not becoming certified was a basic lack of
understanding of how to negotiate the public school
system and the university system. Monthly meetings
with the project directors and other representatives from
DPS and WSU afforded the scholars an opportunity to
better understand the workings of the public schools and
the university and the support services provided by each.
They could share their concerns, question the project
directors on anything they did not understand, and turn
to them for help in negotiating the system.

In order to assume ownership of the meetings, each
month the scholars volunteered for the roles of chair-
person, recorder, timekeeper, and refreshment coordina-
tor. The chairperson helped the program coordinator
plan the agenda. Many scholars had not previously
participated in formal meetings. This structure assisted
the scholars in becoming familiar with parliamentary
procedure and provided everyone with an opportunity
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to serve in a leadership role. When a second group of
Pathways Scholars began a year later, the role of process
observer was added to these meetings. This person's
responsibility was to observe the process of the meeting
and to make a report at the end of the meeting. The
process observer reported on the demeanor of the group
and the speakers, whether or not the participants gave
their full attention to the speakers, and how much of the
discussion was relevant to the topic on the agenda. This
strategy helped the scholars be more sensitive to the
needs of each other and of the group as a whole.

3. Monitoring student progress.  A COE faculty member
served as the advisor for all the Pathways Scholars. He
met with each scholar on a regular basis. Each semester
he updated his records of the scholars' progress
(e.g., courses completed and grades in those courses,
courses yet to be taken, and total tuition costs). Keeping
track of tuition paid, numbers of classes taken, and time
needed to complete the certification program provided
valuable data for use in other proposals. These data were
also reviewed on a regular basis by the entire project staff
in order to monitor the scholars' overall progress and to
compare that to job performance.

4. In-school mentors.  At the beginning of the project, the
scholars participated in a workshop with the Teacher
Education Director of Field Experiences identifying the
functions and attributes of a mentor. Using this list as a
guide, each scholar asked a person in his or her school to
serve as a mentor. The mentor had to be approved by the
school administrator and had to be someone who was
not in a supervisory capacity to the scholar. For the most
part, the school administrators approved the mentors
selected by the scholars. In two cases the administrator
defined a specific need of the scholar and recommended
a different person to be mentor.
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The mentors were paid an honorarium of $50.00 per
semester. They participated in one meeting, where the
goals and a description of the project were discussed and
the functions of a mentor were outlined. The mentoring
aspect of the program far exceeded the directors' original
expectations. The mentors took their responsibilities very
seriously. They spent countless hours with the scholars,
helping them understand the school climate, how to
interact, and how to use the resources of the school. The
mentors also assisted in specific areas such as curriculum
development, classroom organization, and interaction
with parents. At one point there was a reception for the
scholars and their mentors, and very spontaneously each
of the partners described what the other person meant to
him or her. The scholars spoke of the specific support
and counseling they had received; the mentors spoke of
the honor of being asked to serve as mentors, the
satisfaction in seeing the scholars become certified, and
the pride in knowing they had helped the scholars
become successful, new professional educators.

5. Liaison.  A project coordinator was hired to implement
the daily activities of the project and to serve when
needed as a liaison between the scholar, the university,
and the school district. The coordinator was someone
whom the scholars could contact day or night. She
helped them with any immediate problem, including
accessing resources in the library, listening to their
personal problems, and helping them find childcare. She
also worked with them on course assignments and
provided some tutoring.

6. On-the-job student teaching.  All of the Pathways Scholars
were employees of DPS, most of them living from
paycheck to paycheck. They could not afford to take time
off from work to complete the certification program. The
teacher preparation program at WSU requires one to two
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pre-student-teaching field experiences as well as student
teaching. The APT program built on the experiences the
scholars already had in the schools. Thus, for their pre-
student-teaching field experiences, the scholars were
credited with whatever capacity they held in the schools
(i.e., paraprofessional, education technician, or substitute
teacher). The semester before the scholars' student
teaching, the DPS Director ensured that they were in or
were moved to a classroom that corresponded with their
teaching major (e.g., secondary mathematics, elementary
language arts). Their status was substitute teacher, and
they did on-the-job student teaching. Thus, they did not
lose any compensation or health benefits.

WSU faculty members supervised the scholars during
their student teaching. The supervisors were selected
because of their specialization in a particular content area
and as a way of drawing them into the Alternative
Pathways to Teaching certification program. The super-
visors were required to visit the scholars' classrooms at
least four times during the semester and to provide
written reports assessing the scholars' classroom per-
formance and interactions with the supervisors at their
schools. Assessment of the scholars' performance was
based on the Interstate New Teacher Assessment and
Support Consortium (INTASC) standards. The scholars
also prepared teaching portfolios based on the INTASC
standards.

Additional Pathways Support
The first APT program was highly publicized in DPS. The
director of bilingual education heard about it and
approached the project directors about replicating the APT
program with a cohort group of bilingual students, using
bilingual training funds. Thus, a second group of Pathways
Scholars began in 1997. There are presently 35 Bilingual
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Pathways Scholars, with funding for 15 more to start in
January 2000. Two-thirds of the students have English as a
second language, and at least 13 of them speak four
languages apiece.

WSU received a second grant from the DeWitt Wallace-
Reader's Digest Fund through the Bank Street College of
Education. The primary purpose of this grant is to institu-
tionalize the successful components of the original APT
program. As part of this grant a third group of Pathways
Scholars—12 employees of DPS—are moving through a
graduate certification program to become teachers of
students with learning disabilities.

A fourth group of 40 Pathways Scholars in science and
mathematics is presently underway. It was created as part of
the DPS Urban Systemic Initiative Program, through a
National Science Foundation grant. DPS received the funds
and subcontracted with WSU for this new APT program.
Over 200 people attended the initial information session.

The four programs listed above are in collaboration with
DPS. Staff from DPS and WSU serve as joint project directors.
There is also a fifth APT program that works collaboratively
with DPS but is not officially affiliated with DPS. Under a
Michigan Department of Education, King Chavez Parks
Initiative, Morris Hood Jr. Education Development Program,
26 minority males are moving through this fifth APT
certification program. The project directors are a mathematics
education assistant professor and the COE assistant dean for
academic services. DPS has made a commitment to hire these
scholars when they become certified teachers.

All five programs have their own working/coordinating
teams, composed of staff from the public schools and the
university. There is also an umbrella advisory committee that
meets once a semester and is chaired by the dean of the COE.
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Lessons Learned
From the earliest stages of the APT project, the directors
believed the project would be a success only if the DPS and
WSU made certain systemic changes. Both institutions have
made significant changes in how they recruit, process
applications, and retain staff. WSU has accepted the concept
of alternative pathways in their teacher preparation program.
WSU's director has been able to observe and document
changes in the staff's and faculty's attitude and behavior.

DPS has realized that in order to have a teaching force that
reflects the diversity of the school district and the city,
traditional recruitment techniques are inadequate. Much
greater emphasis must be placed on "cultivating your own."
Programs have been designed to encourage/invite non-
certified instructional staff, clerical staff, and paraprofes-
sionals to consider teaching as a career. An automated
applicant-tracking module is being designed to monitor the
diversity of applicants. Their emphasis on a customer-
focused environment takes on new meaning when con-
sidering the myriad of applicants. Some of DPS's applicants
entered and graduated from a four-year institution
immediately following graduation from high school. Others
come with a general undergraduate background and take the
necessary prerequisite and professional courses to earn a
Master of Arts in Teaching degree. Some applicants
discovered teaching as a third or fourth career change. Lastly,
there are applicants who are successful products of the
"cultivating your own" effort.

The original selection process and the resulting diverse group
presented unique challenges. Initially, some of the partici-
pants questioned the need for major/minor prerequisites and
professional preparation. They indicated that academic and
professional preparation was not needed because of their
race, knowledge of the students, and—in some cases—
gender. The directors came to understand the many reasons
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underlying this line of thinking. Some of these participants
had had unsuccessful experiences dealing with dominant
race issues and bureaucracies. Some were not familiar with
collegial relationships in academic and professional areas.
Others had experienced recent terminations in former jobs
due to rightsizing or downsizing.

The solution to this particular challenge was manifold.
Individual sessions were held regarding the need for and
value of academic and professional preparation. Leadership
skills were developed through the monthly meetings. The
participants began to see the need for and advantage of
forming study and support groups. Together with the
directors and the project coordinator, the participants shared
successes, temporary setbacks, marriages, divorces, serious
illnesses, and death. The participants' attitude transformed as
they achieved excellence in their studies, in their classroom
performance, and in their relationships with each other, their
families, and their students.

The Office of Teacher Preparation and Certification (OTPC)
for the Michigan Department of Education was also
interested in observing the development of this project. As
the state director and her staff became more knowledgeable
of the APT successes and lessons learned, they, like the
university and the school district, became more receptive to
the concept of alternative pathways. This evolution was
evidenced in a joint proposal developed by WSU and the
OTPC with DPS as a participant. Although this effort
ultimately did not receive funding, communication between
the three institutions was greatly enhanced.

APT: A Successful Strategy for Achieving Diversity
Once the APT program began, updates regarding the
program were provided to the Detroit Board of Education
and to the principals and staff directly involved in the
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project. Over a short period of time, the commitment of the
participants and the success of the project became more
widely known. APT became the impetus to recruit, to
provide financial support, and to retain a teaching force that
reflects the diversity of the school district.

The directors of the project continue to be an important factor
in the recruitment, certification, and retention of this diverse
pool of teachers. It is important to note that because the
director role became part of the organizational structure of
both institutions, should a director leave, the position would
be filled.

It is gratifying to note that the Bank Street College of
Education and recipients of grants in the Northeast and
Midwest areas of the country have come to acknowledge and
appreciate the systemic role the public school system has
played in the success of the WSU/DPS project. DPS has been
able to ensure employment for all its APT participants. This
has not been true of some of the other Pathways programs
funded by the Bank Street College of Education.

The current and projected need for certified teachers is
increasing. Colleges of education and public school districts
are challenged not only with recruiting, educating, and
retaining a large number of certified teachers, but also with
ensuring that an increasing number of these teachers reflect
the diversity of our society. A multifaceted approach on the
part of these institutions is needed. Collaborative programs
are a necessity. The Alternative Pathways to Teaching
programs in Detroit have proven to be a successful strategy
for recruiting, educating, and retaining a more diverse group
of teachers.
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