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All NUSD students 

graduate as college 
and career ready, 

productive, 
responsible, and 
engaged global 

citizens



Objectives

• Provide an update on the results of our Diverse 
Future Teacher and Aspiring Leaders Programs

• Share recommendations for our continued plan 
to recruit diverse teacher talent committed to 
working in NUSD
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fs Every student 

can learn and 
succeed

Disparity and 
disproportionality 
can and must be 

eliminated

Staff must be 
committed, 

collaborative, 
caring, and 
exemplary

Our 
Diversity is a 

Strength
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1. Effectively supervises, evaluates and 

supports staff, school or department

2. Effectively establishes, supports and 
monitors collaborative teams

3. Effectively uses data and evidence to 
improve performance

4. Successfully manages change

5. Makes courageous, responsible and ethical 
decisions

6. Aligns resources to support student 
achievement

7. Communicates effectively

8. Implements a process of continuous 
improvement

9. Recognizes diversity as an asset

10. Provides high quality service to schools (Ed 
Center leaders only)
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1. Increase student success in ELA, 

math, science, literacy, and civics

2. Prepare students to be college and 
career ready 

3. Engage parents and families to 
support student success in school

4. Create safe and welcoming learning 
environments where students attend 
and are connected to their schools 

5. Recruit, hire, train, and retain high 
quality staff who are committed, 
collaborative, caring and exemplary 



5.1 Expand support and training to all staff to increase 
performance outcomes in each area of service

5.2 Expand site ownership and empowerment to make 
innovative, responsible and ethical decisions for student 
success

5.3 All staff take responsibility for improving communication 
and collaboration amongst staff upwards, downwards and 
across the district to better meet the district's vision, goals 
and core beliefs

5.4 Expand opportunities to staff that invite and encourage 
them to grow and continuously improve

5.5 Expand opportunities to recognize staff for their 
contributions, successes and commitment to Natomas 
Unified’s students

5.6 Expand recruiting and ‘onboarding’ processes for a 
diverse and exemplary staff to provide ongoing support and 
encourage retention in NUSD

5.7 All staff take responsibility for recruiting diverse talent 
and onboarding new hires for their success in NUSD 
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Let’s Review: 
Diverse Future Teacher Program 



In 2017, We Needed to Be 
Innovative...

In October 2017, the Board approved a multi-year plan in 
an effort to address our need to recruit qualified teaching 
candidates that reflect the diversity of our community and 
students.
In 2017…..
● Fewer high school students were interested in becoming teachers
● Nationally, there were fewer enrollments in teacher credential 

programs
● In California, there were fewer enrollments in teacher credential 

programs

This means, we had to work harder than ever to 
recruit teachers to our growing district.



Looking Nationally in 2017
Review



What Other Districts Were 
Doing to Recruit...2017

Review



Recruiting a More Diverse 
Teacher Workforce

We started by recruiting NUSD graduates who 
are currently earning their bachelor’s degree

○ Current seniors in college
○ They know our community and have been a part of 

our culture
○ There would likely be more investment in the 

success of NUSD students
○ Our community has been named 2nd most diverse 

multiple times

Review



Recruitment Incentives

Program Component Details
Provide 80% of 1-Year 
Teacher Credential Program 
Cost

● Basic requirements from undergraduate program 
● Participants will sign a multi-year agreement regarding 

commitment to work in NUSD upon completion of credential 
program

NUSD Laptop ● Support for completion of credential program

NUSD Resident Allowance
● Choose to live in NUSD while participating in credential 

program
● Investment in our community, student success 
● Begin connecting with our students & families

Diversity Incentive

● Lived as a student in ZIP Code that reflects our demographic
● Bilingual
● Demonstrated academic interest in race, gender or 

multicultural studies
● Involvement with organizations that support underserved 

students

Hard-to-Fill Position 
Incentive

● Math, Science, Special Education, World Language 
● Career-Technical Education

Review



Cost to Implement for 
45 Participants

Program Component Per Person 
Cost

Participants Total Cost

80% of 1-Year Teacher 
Credential Program

$10,000 
(on average) 45 $450,000

NUSD Resident Allowance $6,000 
($500/mo.) 20 $120,000

NUSD Laptop $1,500 45 $67,500
Diversity Incentive $5,000 20 $100,000
Hard-to-Fill Position Incentive $5,000 20 $100,000

Funded by One-Time Money $837,500

Review



Program Component Per Person 
Cost

Participants Total Cost

80% of 1-Year Teacher 
Credential Program

$10,000 
(on average) 45 $450,000

NUSD Resident Allowance $6,000 
($500/mo.) 20 $120,000

NUSD Laptop $1,500 45 $67,500
Diversity Incentive $5,000 20 $100,000
Hard-to-Fill Position Incentive $5,000 20 $100,000

Funded by One-Time Money $837,500

Cost to Implement

$11,500 per
 Participan

t

+Resident A
llowance

+Diversity 
Incentive

+Hard-to-Fi
ll Position

 Incentive

On average,
 participan

ts could re
ceive 

$18,000 

of support

Review



Our work begins...



Steps We Took

• Identified former NUSD graduates in appropriate 
timeframe and sent emails and mailers to last known 
contacts info

• Recruited NUSD classified employees
• Did extensive advertising through various mediums
• Received mainstream media attention regarding the 

program with stories published/aired
• Set up interest forms, applications, and selection 

process which included significant participation from 
a cross-section of NUSD staff

• Launched the program



A Review of the ”Diverse Future Teachers”

Credentials earned or will be earned of the 18 
teachers who are now teaching in NUSD, 
combined with the 9 “Future Diverse Teachers” 
working towards earning their credential. (27 
total) :

● Biology and Chemistry - 1
● Chemistry -  1
● Dual: Multi Subject/Mild-Mod - 1
● Multi Subject - 7
● Multi Subject Bilingual Auth - 2
● PE - 1
● PPS School Psychology - 1
● Single Subject English - 2
● Single Subject Science/Art - 1
● Single Subject Social Studies - 2
● Single Subject Spanish - 1
● SpEd - 1
● SpEd Mild/Mod - 4
● SpEd Mod/Severe- 2

Site placement of the 18 teachers who are now 
teaching in NUSD.

● American Lakes School - 3
● H. Allen Hight Elementary - 1
● Heron School - 2
● Inderkum High School - 2
● Jefferson School - 3
● Leroy Greene Academy - 1
● Natomas High School - 2
● Natomas Middle School - 1
● Natomas Park Elementary - 1
● Paso Verde School - 2



A Review of the ”Diverse Future Teachers”

The chart below includes the ethnicity of the 18 teachers who are now teaching 
in NUSD as a result of the Diverse Future Teachers program*.

*For the 9 who are currently in the program, 
pre-employment: We do not ask for ethnicity as a 
part of the program process. We collect ethnicity 
information when they become employees as a 
part of our onboarding process.



2020-21 Certificated Staff

2.0%

0.3%

0.2%



A Review of the ”Diverse Future Teachers”

The charts below share the percentage of the Diverse Future Teachers (18 
teachers who are now teaching in NUSD and the 9 working towards earning their 
credential) who are NUSD graduates or classified employees. 



A Review of the ”Diverse Future Teachers”

The charts below shares the percentage of the Diverse Future Teachers (18 teachers 
who are now teaching in NUSD and the 9 working towards earning their credential) 
who received a $5000 diversity incentive. 

● Lived as a student in ZIP 
Code that reflects our 
demographic

● Bilingual
● Demonstrated academic 

interest in race, gender or 
multicultural studies

● Involvement with 
organizations that support 
underserved students



A Review of the ”Diverse Future Teachers”

The charts below shares the percentage of the Diverse Future Teachers (18 
teachers who are now teaching in NUSD and the 9 working towards earning their 
credential) who received a $5000 hard-to-fill incentive. 

● Math, Science
● Special Education
● World Language 
● Career-Technical 

Education



A Review of the ”Diverse Future Teachers”

The charts below shares the percentage of the Diverse Future Teachers (18 
teachers who are now teaching in NUSD and the 9 working towards earning their 
credential) who received a $500/month residence allowance (up to 12 months).

● Choose to live in NUSD 
while participating in 
credential program

● Investment in our 
community, student 
success 

● Begin connecting with 
our students & 
families



Program Component Per Person 
Cost

Participants Total Cost

80% of 1-Year Teacher 
Credential Program

$10,000 
(on average) 45 $450,000

NUSD Resident Allowance $6,000 
($500/mo.) 20 $120,000

NUSD Laptop $1,500 45 $67,500
Diversity Incentive $5,000 20 $100,000
Hard-to-Fill Position Incentive $5,000 20 $100,000

Funded by One-Time Money $837,500

Actual Cost to Implement

$11,490 per
 Participan

t

+Resident A
llowance

+Diversity 
Incentive

+Hard-to-Fi
ll Position

 Incentive

On average,
 participan

ts received
 

$27,490 

of support



Other Diversity Recruitment Efforts



Partnership with United College 
Action Network, Inc. (U-CAN)

In 18-19 and 19-20, the District worked with United College Action Network, 
Inc. (U-CAN) collaboratively to:

● Assist with the implementation of NUSD’s Recruiting Diverse Future 
Teachers Plan to meet the diverse needs of the District’s growing 
student population by identifying and practicing effective recruitment 
strategies, “grow your own” plans/programs, improving hiring/retention 
practices, etc.

● Establish a diverse and qualified pool of candidates to meet the 
projected teacher shortage openings for the 2018-2019 school year, as 
well as future school years.

● Collaborate and build long-term relationships with some of the over 40 
HBCUs known for their exceptionally strong teacher education 
programs.

● Specifically target campuses who offer Speech and Language 
Pathologist (SLP) programs as SLPs continue to be a hard-to-fill position. 
As a result, we gained 4 interns, of which 2 are now employed.



Partnership with United College 
Action Network, Inc. (U-CAN)

Together, a U-CAN leader and a District leader visited and built 
relationships at HBCUs such as:

● Morgan State University, Maryland
● Hampton University, Virginia
● Norfolk State University, Virginia
● Bowie State University, Maryland
● Huston-Tillotson University, Austin, TX
● Texas Southern University, Houston, TX
● Southern University and A&M College, Baton Rouge, LA
● Xavier University, New Orleans, LA

At each university, the audience varied, ranging from talking to 
freshmen and sophomores who are considering teaching as a career, 
juniors and seniors who are about to earn their teaching certification, 
and faculty and staff that drive the direction of the respective schools of 
education and career centers at the universities.



Job Fairs - Virtual and 
In-Person

• Aligning our focus to those programs 
that were producing the candidates we 
most need.



Expanding Our Presence in 
the Community and Beyond



Developing Community 
Relationships

Examples of targeted recruitment efforts:
● Mexican Consulate
● Univision 
● IB Organization
● AVID Organization
● Communications and Family 

Engagement Department 



Progress Over Time



All Staff

All Staff 2016-17 All Staff 2020-21As illustrated, in 2016-17, 
NUSD had 41.6% of its 
employees who were from a 
diverse background. 

In 2020-21, we have increased 
to 47.5%  who are from diverse 
backgrounds. 

1.9%

1.2%

0.9%

0.4%

2.7%2.6%
0.8%

0.4%



Certificated Staff

In 2016-17, certificated staff 
from a diverse background 
made up 27% of all NTA 
bargaining unit members. 

For the 2020-21 school year, 
the percentage has increased to 
31% of NTA bargaining unit 
members. 

Certificated Staff 2016-17 Certificated Staff 2020-21

1.1%
0.4%

0.4%

0.4%
0.2%

0.3%

2.0%



Classified Staff

In 2016-17, classified staff from 
a diverse background made up 
61.9% of all CSEA bargaining unit 
members.

For the 2020-21 school year, the 
percentage has increased to 
69.5% of CSEA bargaining unit 
members. 

Classified Staff 2020-21Classified Staff 2016-17

1.6%
1.1%

0.5%

1.8%

1.4%

0.6%



Management Staff

In 2016-17, management 
staff from a diverse 
background made up 36%. 

For the 2020-21 school year, 
the percentage has increased 
to 43.1%.

Management  Staff 2016-17 Management  Staff 2020-21

1.4%

1.4%

1.4%

1.4%

1.1%

1.1%

2.3%



Current Challenges

In light of COVID...



California Teacher Shortage
In light of COVID…..



Nationwide Teacher Shortage
In light of COVID…..



Credential Requirements
In light of COVID…..



Credential Requirements
In light of COVID…..



Recommendations
No Action Tonight

● Invest one-time money in continuing our diversity recruitment efforts, with 
flexibility on district contribution for program costs and incentives.
○ While the ethnicity of these cohorts is significantly greater than the 

district average in the areas we are trying to grow, we understand that it 
represents a small portion of the staff of approximately 640.

○ We have moved the dial slowly but it takes time because these are small 
cohorts.

○ We’d like to invest in continuing our efforts to bring more diverse staff 
into NUSD. 

○ We may adjust our level of district contribution to program costs, with a 
maximum of up to 80% per participant in the next cycle.

○ We are seeking direction regarding a multi-year budget item to run this 
program beginning in 2021-22. (Funding source will be discussed in next 
presentation)

○ We will provide our annual updates for each cohort, as well as interim 
updates as we make progress.



Recommendations
No Action Tonight

● Possibly utilize a vacant leadership position in the CAO’s office to 
focus on Recruitment and Retention Efforts, which includes on 
on-the-job supports to new teachers beyond our already existing 
Beginning Teacher Induction Program, as well as leading the 
work of the program implementation.



QUESTIONS



Pipeline for 
Aspiring Leaders



Pipeline for Aspiring Leaders

Also in October 2017, the Board approved a program 
designed to attract aspiring leaders who currently work 
as teachers in NUSD, to build leadership capacity and 
help connect them to programs that prepare them for 
administrative credentialed leadership positions in NUSD.



Cost to Implement for 
25 Participants

Program Component Per Person Cost Participants Total Cost
80% of Preliminary Administrative 
Services Credential Program (PASCP)  - 
Part 1

$7,200 25* $180,000

NUSD Leadership Series - Part 2 Cost to Run Program $25,000

Funded by One-Time Money $205,000

For example: Year 1 Year 2 Year 3 Year 4

Part 1 w/ PASCP 5 12 8

Part 2 w/ NUSD 5 12 8

*This does not mean 
we will have 25 admin 
vacancies in the next 
three years. We are 
building capacity to 
prepare for eventual 
vacancies and 
anticipated growth.

Review



Our work begins...

● Developed Aspiring Leader agreement

● Created recruitment plan

● Identified candidates for Aspiring Leaders program

● Connected with credential programs to establish 

formal pipelines for aspiring leaders

● Created NUSD training for those interested in 

leadership positions in NUSD once they have an 

admin credential



Results to Date

Cohort Number of 
Participants

Progress

1
(2017-2019)

10 Working in administrative roles or other 
informal leadership roles at their sites 

2
(2018-2020)

11 Currently completing NUSD Leadership 
Series

3
(2019-2021)

6 Currently completing SCOE’s Leadership 
Institute



Results to Date

Of the 27 NUSD staff who have completed or are in the credential program:
Types of Leadership Roles 
(all 27 have taken on one or more):
● Teachers in Charge
● Department/Grade Level Leads
● PLC/PBIS/Technology Team Leads at Sites
● Activities/Athletic Directors
● Instructional Coach
● IB/AVID Coordinators
● Assistant Principal
● Principal
● Coordinator

Sites Represented:
● JFS (2)
● TRE (1)
● IHS (8)
● LGA (3)
● BCS (1)
● PVS (6)
● HAH (1)
● NHS (3)
● DHS (1)
● Multi-site (1)

Paths to Promotion and Formal Recognition of Top Talent (BP 0100 TOA for Student Success)
“...When that staff does not demonstrate an interest in promotion, the district will work to develop 
formal recognition and roles for staff (classified, certificated and management) that allow them 
to coach or mentor colleagues, therefore further expanding the district’s culture of high 
expectations and support.”



Recommendations
No Action Tonight

● We would like to bring back a proposal this spring 
through the budget process for how we can 
continue to lead this work, but welcome any 
direction the Board is interested in giving tonight.



QUESTIONS


