4 easy ways to modify your K-12 recruiting
to attract more diverse candidates
Diversity is emerging as the new majority in the U.S., which
presents today’s K-12 recruiters with a unique opportunity.

The U.S. Census Bureau estimates that
there will be no racial majority by 2044.
That means current K-12 students will
live and work in a world in which they
regularly interact with other adults
from various ethnic, racial, and cultural
backgrounds.
By exposing children and teenagers to adults from
various walks of life—in their classrooms, lunchrooms,
libraries, school buses, administrative offices, and
gyms—educators have a unique opportunity to
prepare this generation for the diverse world that
awaits them in just a few decades. Yet seeking out
diverse teacher and staff candidates adds pressure to
the already sizeable challenge of recruiting, especially
during a time of widespread teacher shortages.
Fortunately, schools and districts today can have
access to more diverse candidates than ever before.
By following the four steps below—and making a few
adaptations to their current recruiting activities—
school recruiters can successfully attract and recruit
more diverse candidates for their schools.

Fortunately, schools and districts
today can have access to more
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College and university recruiting
As enrollment in university-level teacher education programs continues to decline, K-12 HR
professionals know they need to find new recruiting sources for teachers. However, many
colleges and universities still offer wonderfully diverse candidate pools if you know where
to look.
Higher education athletic programs attract students from every possible background,
which makes college sports teams a great source for diverse candidates. With the
exception of the small percentage who will go on to play professional sports, all of these
student athletes will be looking for jobs in the near future.
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To find the most ideal diversity candidates, consider the racial and ethnic makeup of the
teams you engage. You can do this by attending home games or searching the NCAA’s
Race and Gender Demographics Database, which reports division- and conference-specific
data on athletic teams. For example, data show that 72 percent of Division 1 rowers in the
Atlantic Coast Conference (ACC) are white females, and more than half (58 percent) of the
Division 1 football players in the Southeastern Conference (SEC) are black males. Once you’ve determined which teams have a
race and gender profile that will offer the diversity mix your school seeks, reach out to your local university coaches to explore
ways you can help their athletes secure jobs after graduation.

Building relationships with athletic programs also gives you a chance to encourage students from many backgrounds to
major in education. Make arrangements with coaches to speak with their freshman athletes about opportunities available
at your district post-graduation. Focus your presentation on the benefits and realities of teaching—winter and summer
vacations, opportunities to coach middle or high school athletes, shaping young minds, actual starting salaries, and so on—to
encourage freshman to study education and contact you when they’re ready to student teach, substitute, or teach full-time.
You can also invite athletes to visit your school and share with students what it’s like to play intercollegiate sports. Not only
will this encourage your current students to attend college, but you can also observe how the athletes interact with students
to identify those with a natural proficiency for teaching so you can encourage them to explore teaching as a career.

Career fairs
Career fairs are a good place to find new candidates from varied backgrounds. And
because the U.S. Bureau of Labor Statistics regularly measures higher unemployment
rates among black and Latino populations than among white and Asian populations,
career fairs can be an especially great place to find minority candidates. Attracting
candidates to your booth at a career fair is as much an art as it is a science. Success
depends on having the right strategy for attracting candidates and sending the right
people to represent your school.
Don’t make the mistake of sending your diverse employees to work your career fair booth
in hopes of attracting diverse candidates. Rather, pick employees who are personable,
knowledgeable, and comfortable with a crowd—regardless of their race or ethnicity. Then
train them on how to maximize your school’s exposure at the fair.
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Here are some tips and tools that will equip the team representing your school or district:
Don’t stand behind the table. Instead of waiting for candidates to approach the table, instruct your booth staff to stand in
front of the table, where they can strike up conversations with passers-by.
Ask staff to look for and approach timid job seekers or candidates that meet your diversity profile, recognizing that some
cultural traditions may make candidates feel they should be invited to your booth before approaching.
If multiple representatives from your school attend a career fair, give each person a unique task. For example, one person can
roam a reasonable radius from the booth to meet and greet job seekers and bring back anyone who might be a candidate.
Once at the booth, the roaming employee can hand off the job seeker to a person stationed at the front of the booth who can
share details with a small group of people at one time.
Though some job fair attendees are currently employed, many of them are seeking immediate work. Equip your booth
representatives with information on available positions in your school and alternative teacher certification. This allows them
to share existing opportunities or show attendees how they can put their degrees to use in a classroom relatively soon.

Grow your own
If the biggest diversity struggle you’re facing is a lack of teacher diversity, the
answer to your problem might be close to home. Your district likely employs
dozens of diverse candidates for various jobs—administrative work, custodial
services, bus drivers and IT staff—who might be interested in teaching. Because
they work with you, you know they must have some interest in supporting
student achievement.
Sending email inquiries or speaking with them is key to determining who is
interested in transitioning to another position, including teaching, within the
district.
Support this transition by equipping employees with information on what they
need to do to become certified teachers. Some may need to complete college
while others can simply pursue alternative certification. You can make this
process easy by inviting local alternative certification programs (ACPs) to your
school for a seminar, or connect employees with your contacts at local university
education programs.
Also, consider speaking with the person’s supervisor to build support for the
employee’s transition. Understanding that management supports the transition
to teaching will help encourage the employee to pursue his or her new career.
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Job sites
The tips above are effective if you live in an area with a reasonably diverse population, but
local recruiting techniques cannot attract diverse candidates who simply are not there.
U.S. Census data shows that there are few multi-ethnic counties in rural America, as seen
in the large concentrations of African Americans living in rural areas of the southeastern
U.S., about half of the country’s non-metropolitan Hispanics residing in the southwest, and
so on. These demographics present a diversity-hiring challenge for rural schools. Diversity
isn’t as simple as hiring minorities. Faculty and staff diversity means finding employees
from racial, ethnic, and cultural backgrounds that differ from the students’ backgrounds.
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The logical answer for hiring diverse candidates in these areas is to attract new employees
from outside the region. National job sites are a fantastic resource for this, especially
those that focus specifically on K-12 candidates. For example, PowerSchool Unified Talent™
SchoolSpring Job Board is a K-12 job search engine that more than 1.7 million candidates have used to apply for jobs at
schools.
The site also integrates with Indeed.com, SimplyHired.com, Glassdoor.com, Monster.com, and other job sites to connect
schools with a huge pool of candidates from across the country. And though only about half of the site’s 800,000 monthly
visitors choose to complete their diversity profiles, more than 100,000 identify themselves as a minority and more than
a quarter are male. That means a single school can have its job postings viewed by hundreds of thousands of diverse
candidates in a single month.
If your school isn’t currently using online job sites, consider using one that integrates with your current HR solutions and
other job sites. This will expose more candidates to your job postings and simplify work for your recruitment team by making
it easier to manage job descriptions, postings and applicant tracking.
Increasing teacher and staff diversity in K-12 schools is essential to preparing students for the future. By optimizing your
current recruiting processes to attract more diverse candidates and extend your search using a national K-12 job search
engine, you can diversify your talent pool to hire the best and brightest teachers and staff—from any and every background.
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