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Introduction 

Imagine this… a school-university-district partnership that recognizes their duplicative 

efforts related to teacher and leader development, and in partnership revises those efforts to build 

a better system of aligned and enhanced teacher recruitment, preparation, and retention 

components. They “grow their own” teachers and develop teacher and school leaders responsible 

for supporting teachers. The partnership enhances five existing university/district activities to 

build an aligned system of support creating shared responsibility for this system of teacher and 

leader development. The partnership aligns all educator development around a set of common 

research-based strands creating a shared language teaching and learning as well as powerful 

aligned clinical learning. They invest in equity, diversity, and inclusion within every system 

component and create a culture that values professional learning and supports those who have 

the most impact on students, the teacher. This is the systems approach created in Partnering to 

Renew the Educator Pipeline (PREP). 

Recognizing the need for a systems approach to address the complex teacher quality 

challenges of today, the College of Education and Human Services (COEHS) at the University of 

North Florida (UNF) will revise, expand, and align its existing partnerships with Clay County 

District Schools (CCDS) and The College of Arts and Sciences (COAS) at UNF to address 

Absolute Priority 3: Partnership Grants for the Development of Leadership Programs in 

Conjunction With the Preparation of Teachers Under Absolute Priority 1. Together we will 

build a system to achieve four goals:1) prepare diverse teachers to graduate and obtain high need 

certifications, 2) retain teachers in high-need schools, 3) prepare school leaders to develop 

teachers and build a positive school environment, and 4) develop a systemic approach to foster 

equitable teaching outcomes. 
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The PREP system offers multiple entry points, referred to as components, including, 

high school dual enrollment; undergraduate teacher preparation/certification; three-year 

induction; teacher leadership through district/graduate certificates stackable towards a UNF 

Master's in Elementary Education; and principal learning through CCDS Professional Learning 

Communities (PLCs) and/or UNF M.Ed. in Educational Leadership or a UNF Educational 

Doctorate in Educational Leadership or Curriculum and Instruction (see Figure 1). 

Figure 1. Project PREP Components 

 PREP aims to create and implement a comprehensive, aligned, and strategic system to 

improve teaching, learning, and leadership that supports rigorous academic standards for all 

students. PREP will purposefully and systematically partner with one high need district, CCDS, 

to collaboratively build an aligned system for recruiting, preparing, and retaining highly qualified 

teachers and teacher leaders as well as surrounding these teachers with leaders who support 

professional learning and create the necessary conditions that yield retention  

. PREP will provide a proof of concept of what can happen to educator and student learning 

when a university and school district collaboratively enhance and align a set of existing, yet 

often unaligned and duplicative educator professional learning components. The 
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collaboration will lead to fewer redundancies, enhanced efficiency, and the simultaneous renewal 

( ) of both educators and their organizations. It is the systematic and intentional 

integration of these components that ultimately will have the power to impact the culture of a 

university-district partnership and realize sustained outcomes. 

Professional Development Schools for Aligned Clinical Practice and Teacher Learning 

 Professional Development Schools (PDSs) provide a foundation for PREP’s success 

given their ability to deepen clinical practice, align research to practice, and enhance teacher 

learning. UNF and CCDS have a PDS network that has extended over two decades, and, by 

refocusing the partnership to focus on the PREP shared goals, we will position the partnership 

for decades more of enhanced teacher and leader quality success. Our PDS network will yield 

long-term PREP sustainability with demonstrated commitment to diversity and equity 

(Lee, 2018). The PDS model (see Figure 2 below) advocates for continuous professional 

learning and leading for all participants, guided by a spirit and practice of inquiry focused on 

shared goals (NAPDS, 2021). This orientation makes our UNF-CCDS PDS context specifically 

well-suited for the preparation of teacher candidates and induction of new teachers, as well 

as the development of teacher and school/district leaders. 

Because of the multi-faceted, overlapping levels of support for professional learning 

within PDS models, our partnership serves as an excellent conduit for teacher recruitment, 

preparation, and retention ( ). PREP aims to recruit cohorts of 30 high 

school students each year from a high need LEA, for a potential to bring at least 120 students 

from underrepresented and diverse backgrounds into the educator pipeline. Creating a diverse 

educator pipeline serves as an integral, honest recruitment strategy (CCP 1, CCP 2). Moreover, 

PDS models support the development of a steady cadre of aspiring teachers (n=90), teacher 
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candidates (n=48), mentor teachers (n=48), and teacher leaders (n=60) committed to 

diversity/equity and data-driven inquiry.  

The support PDSs can 

provide (  

) 

is critical to recruitment 

and retention as northeast 

Florida district partners 

report that 70% of new 

teachers entering the 

classroom are not fully 

certified and 35% of the 

teachers leaving the profession are considered highly effective, citing lack of support and 

professionalism. Finally, principal leadership and continued learning is key to teacher retention 

(  and PDS success ( ) and as such are key to 

successfully enacting the components presented in Figure 2. 

In PREP, boundary-spanning teacher educators and university faculty collaboratively 

facilitate the infusion of research-practice professional learning content by bringing partners 

together, coaching, and conducting inquiry. These intentionally designed learning opportunities 

occur within intensive, clinical practice focused on equitable teaching practices and student 

outcomes (CPP-4). PREP places an emphasis on coaching data-driven and equity focused 

inquiry within intensive clinical practice. In doing so, PREP meets CPP-3 (meeting the social, 

emotional, and academic needs) and CPP-4 (promoting equity in student access to education 
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Partnering to Renew the Educator Pipeline (PREP) – Page 5 

resources including educators and school environments designed to address the needs of all 

students) by providing practicing and future teachers at all stages in the educator pipeline aligned 

training and support in creating asset-oriented, culturally sustaining, inclusive environments. 

PREP recognizes that teacher leadership is needed to support teacher quality and offers mentors 

and aspiring teacher leaders opportunities to develop their career trajectory through stackable 

UNF graduate certificates for teacher leadership, mentoring, and/or elementary content areas.  

IHE Eligibility 

 The COEHS is uniquely qualified to submit an application under the TQP grant program. 

The COEHS prepares teachers, primarily for northeast Florida, who exhibit strong performance 

on Florida Teacher Certification Examinations and meet high academic standards in coursework 

and intensive clinical experiences. According to the College’s 2018 Council for the 

Accreditation of Educator Preparation (CAEP) review and site visit, 85% of 2015-2016 

graduates passed all of the State teacher certification examinations and demonstrated 

content knowledge in their intended licensure areas. UNF’s overall pass rate exceeded 

Florida’s pass rate of 73% for all graduates of teacher preparation programs in 2015-2016. The 

Florida State Report Card on teacher preparation programs1 indicated that for Elementary 

Education/ESOL, which is the focus of this grant proposal, UNF was above average (3.2). 

 The COEHS implements high academic standards for entry into its teacher education 

programs. Each teacher candidate accepted into the College must have a cumulative college GPA 

of 2.5 or higher COEHS’ (GPA range from 2.5-4.0), successfully complete prerequisite courses 

with a B or higher, and earn passing scores on the Florida General Knowledge Examination. 

These candidates complete a rigorous program aligned to the Florida Educator’s Accomplished 

 
1 Summary and Analysis of 2020 Annual Program Performance Reports Presented to the Florida Department of 
Education, December 2020, https://www.fldoe.org/core/fileparse.php/7502/urlt/2020FloridaTeacherPrepReport.pdf  
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Practices (FEAPs), which require participation in diverse, intensive clinical field experiences. 

School-based experiences are relevant to each program’s objectives to ensure the development of 

teacher candidates’ instructional skills. The COEHS partners to design intensive, clinical 

experiences ensuring that teacher candidates demonstrate their effectiveness and have a positive 

impact on all students’ development. Clinical experiences have multiple, performance-based 

assessments at key points within the program to demonstrate candidates’ development of the 

knowledge, skills, and professional dispositions associated with a positive impact PK-12 student 

learning. These criteria are required for licensure and certification in Florida. Thus, all programs 

are aligned to FEAPs, which serve as standards for teachers in the state.  

In terms of leadership preparation, recent data from our principal preparation program 

indicates that 94% of our graduates passed all State FELE certification examinations and 

demonstrated content knowledge in their intended licensure areas. UNF’s overall pass rate 

exceeded Florida’s pass rate of 86% for all FELE test takers. Additionally, as a culminating 

leadership development opportunity, our increased Ed.D. in Educational leadership degree 

production demonstrates UNFs role and value to our local area. The increased degree production 

helped UNF receive Research 2 Doctoral Granting institution status by the Carnegie 

Classification of Institutions of Higher Learning2. UNF was recently awarded a $3.5M grant 

from the U.S. Department of Education to address the critical shortages of special education 

administrators in rural districts. The funding supports doctoral students through programs that 

prepare special education personnel who are well-qualified for and can act effectively in 

leadership positions in rural school systems. PREP will allow us to continue to use the EdD 

program as an aligned route to prepare district leaders to support teacher quality. 

 
2 https://www.unf.edu/newsroom/2022/01/UNF-R2-Doctoral-University-High-Research-Activity-designation.html 
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High-Need LEA and High-Need School Eligibility 

 UNF will use the TQP to build on their existing and long-standing relationship with 

CCDS – a high-need school district (see Appendix B. Needs Assessment). CCDS employs more 

than 2,400 educators serving over 38,000 students in 52 public schools. It is in the top third in 

size of school districts in Florida. Just over 12 percent of families with children are below the 

poverty line, over 16% of families qualify for Food Stamps/SNAP benefits, and 34 percent of 

persons over 25 have less than a high school degree. In CCDS, 42.8% of students are 

economically disadvantaged. Enrollment data by race/ethnicity indicate that 62.2% of the 

students in PREP’s identified PDS schools are students are from minority backgrounds. 

Our partnership proposes to recruit prospective teachers and prepare them to function as 

high-impact elementary teachers and leaders in CCDS, a high-need LEA that is inclusive of two 

Opportunity Zones that contain high-need schools characterized by high teacher turnover and 

low student achievement. Meeting student needs in CCDS is compounded by an inability to 

recruit and retain highly qualified teachers in high need subject areas. In the last two school years 

(2020-2021 and 2021-2022) between 34-40% of new hires in CCDS were first year teachers. Of 

those new hires, approximately 75% were hired on an alternative certificate (n = 93-105 

teachers). In addition, the percentage of teachers teaching out-of-field in CCDS is at 9.9%, 

which is higher than Florida’s average of 8.8%. One of PREP’s PDS schools, Grove Park 

Elementary, for instance, has 13.7% of teachers out-of-field, which is notably high for 

elementary. Additionally, approximately 33% of the leaders in CCDS have been hired during the 

last two school years by the current superintendent.  

 Five high-need schools within the high-need LEA, CCDS, are identified as PREP PDS 

schools: Grove Park, S Bryan Jennings, and W E Cherry Elementary Schools; Orange Park 
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Junior High School; and Orange Park Senior High School. All five are at 100% for Free and 

Reduced Lunch Status. While over 42% of the students in CCDS are economically 

disadvantaged, approximately 80% of students in identified PDS schools are economically 

disadvantaged, with 62% being the lowest percentage at Orange Park High School and 100% 

being the highest at Grove Park Elementary School. The percentage of minoritized students at 

the five identified PDS schools (62.2%) is also higher than the average for CCDS (40.4%). When 

compared to teacher demographic data, the difference is stark; 91% of CCDS teachers identify as 

White. ELA achievement across the five PDS schools is below the average for the district, and 

all except one school are below the average for the state of Florida. Thus, the high-need LEA and 

high-need schools identified with CCDS stand to gain substantial outcomes related to 

recruitment, preparation, and retention of quality educators through PREP. 

Project Design 

A1. Rationale for the Project 

 To address Absolute Priority 3: Partnership Grants for the Development of 

Leadership Programs in Conjunction With the Preparation of Teachers Under Absolute 

Priority 1, PREP will, broadly, (a) reconfigure the existing semester-long student teaching 

practicum in elementary education to create a yearlong internship that intentionally aligns 

coursework and clinical experiences; (b) engage in a series of ongoing curricular 

enhancements to better prepare teacher candidates, promote strong teaching skills, and 

strengthen literacy teaching skills through the use of empirically based practice and scientifically 

valid research; (c) build on CCDS’s existing induction program to develop a seamless three-year 

induction program with CCDS and COEHS; (d) adjust admissions goals and priorities aligned 

with CCDS’s hiring objectives, (e) develop teacher leader recruitment strategies that recruit 
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individuals from undenepresented populations, (f) refo1m COEHS graduate level degree 

program coursework and advanced credentials to promote strong leadership skills as outlined in 

the TQP and the needs of CCDS; and (g) link professional learning collllllunities (PLCs) for 

principal learning with UNF COEHS graduate level coursework and professional learning to 

provide clinically rich, induction program opportunities for CCDS school leaders. Table 1 

provides the PREP implementation timeline for each of the five components along with the 

number of paiiicipants. 

Table 1. PREP Implementation Timeline 

2022-23 2023-24 2024-25 2025-26 2026-27 

10/1-6/1 Summer 8/1-6/1 Summer 8/1-6/1 Summer 8/1-6/1 Summer 8/1-6/1 Summer 

=

- Coho1·t Cohort Coho1·t Coho1·t
HS Teaching 

1 2 3 4
.. Academy 
= (n=30) (n=30) (n=30) (n=30) 
g_ Coho1t Coho1·t
e Summer Cohort 2 Coho1·t3 Coho1·t4

1 5
c5 Bridge (n=30) (n=30) (n=30)

(n=30) (n=30) 

= 
.. Yearlong 

Coho1t Cohort Coho1t Coho1t= Internship in 
1 2 3 4g_"' 

Elementary 
(n=l2) (n=l2) (n=l2) (n=l2)

c5
e 

Ed 

Cohort 1 (n=l5) 
= 
.. 
= Coho1t 2 (n=l5)Induction
g_M 

Program Coho1t3 (n=l5)

c5
e 

Cohort 4 (n=l5) a

- Cohort 1 (n=l5) 

= Coho1t 2 (n=l5)Teacher
g_""' 

Leadership Coho1t3 (n=l5)

c5
e 

Coho1·t 4 (n=15) 

MEdfor
= 
.. Assistant Plincipal MEd Coho1t 1 (n=S) P1incipal MEd Coho1·t 2 (n=S) 
= 

Princivalsg_ ,n 

e EdDfor 
EdD Clay Coho1t (n=4) c5 Principals 

Component 1: High School Teaching Academy (HSTA) & Summer Bridge 
As one component to increase and improve the recmitment, outreach, prepai·ation, 

suppo1i, development, and retention of a diverse educator workforce (CPP-1), UNF and CCDS 
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have partnered with five CCDS high schools to offer Virtual Teaching Academies (HSTAs) and 

Summer Bridge experiences that provide on campus experiences. A dedicated HSTA Director 

oversees admissions and serves as liaison between CCDS and UNF. High school students can 

earn up to 12 dual enrollment credits3 over their junior and senior year of high school. The 

HSTA is an intentional, longstanding teacher recruitment strategy ( ). The 

HSTA provides students with structured, scaffolded support for college-level content. UNF and 

CCDS will collaboratively revise the HSTA course content to better fit the needs of individuals 

from underrepresented populations interested in teaching and individuals who may teach in 

rural or urban communities in high need areas. Additionally, PREP will develop and launch a 

co-designed Summer Bridge experience for high school students interested in applying to UNF. 

Summer Bridge is a teacher recruitment activity with documented positive outcomes.  

 Because the emphasis on teacher recruitment in Component 1 through the HSTAs and 

Summer Bridge programs is on ensuring that underrepresented teacher candidates are fully 

represented in program admission (CPP-1), PREP will offer stipends ($500) when students 

complete all four courses in the HSTA and “signing bonuses” ($500) for declaring an education 

major when applying to UNF. Further, to ensure support for program completion (CPP-1), 

students who matriculate to UNF after the HSTA will earn stipends ($500) after the successful 

completion of each semester in the first two years of the undergraduate program curriculum as 

part of Project PREP. In addition to offering stipends, COEHS has partnered with UNF’s College 

of Arts and Sciences (COAS) on curricular enhancements during the General Education, lower-

division course experience to offer more tailored support and intentional linkages to teacher 

candidates’ growing content knowledge base for teaching. 

 
3 Courses include Introduction to the Teaching Profession, Introduction to Diversity for Educators, Introduction to 
Introduction to Educational Technology for Learning Professionals, and Introduction to Leadership. 
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To address CPP-3, during their first year at UNF, PREP will partner all newly 

matriculated students with a first-year advisor who has training and support on initiatives to 

recruit, prepare, and support students from diverse and underrepresented groups. Additionally, 

PREP will provide an Academic Success Coach who will collaborate with COEHS’s Urban 

Education Program Coordinator to attend to the students' social, emotional, academic, and 

career development, by creating a positive, inclusive, and identity-safe climate. 

Component 2: Elementary Undergraduate Teacher Preparation  

 PREP will emphasize recruiting students from underrepresented and diverse 

backgrounds who wish to teach in high-need schools with underserved students and/or in 

in critical teacher shortage areas (CCP 2) into COEHS’s undergraduate elementary education 

preparation program. In years 2-5 of Project PREP, cohorts of 12 junior-level teacher candidates 

(n=48) will be offered a stipend ($1,000 at the start of the year/fall semester; $1,000 at the start 

of the spring semester) for committing to complete their clinical experiences in underserved 

areas. PREP will offer 12 seniors completing their yearlong internship in CCDS a more 

substantial stipend  at start of year;  after completing fall semester, and  

upon successful completion of the internship) each year during years 2-5 of the project (n=48). 

Offering a stipend to offset some financial barriers has been documented to be a motivator for 

degree completion. CCDS has committed to having open teaching positions for successful PREP 

graduates, which creates the opportunity for teacher candidates to learn to teach in the LEA 

in which they will work. 

Elementary Education is an area of strategic emphasis in the State of Florida, and UNF 

has had a state approved program for decades. However, PREP will not simply continue 

business-as-usual; instead, it will transform the program such that teacher candidates have a 
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yearlong final internship and understand empirically based practice and research, as well as 

their applicability, thus promoting strong teaching skills. Transformation will be visible 

through the research to practice based enhancements referred to as PREP’s Infusion Strands 

depicted in Figure 3.  

One innovative mechanism for such programmatic transformation at the curricular level in PREP 

is through the “Infusion Architects.” Rather than 

approaching curricular enhancements in the elementary 

education program through piecemeal and/or discrete 

checklist-style logistical reforms completed by UNF 

faculty in isolation, PREP will fund Infusion 

Architects, who are content-area specialists from 

across the partnership, to collaborate with one another 

on intentional, systems-level curriculum reform. 

Infusion Architects represent UNF and CCDS, ensuring 

programmatic reform includes shared voice and 

curricular decision making from UNF university 

partners and CCDS school partners. PREP has identified 

key Infusion Architects that will be responsible for 

infusing and studying the infusion of the ten curricular 

strands identified as required reforms in Absolute Priority 1 (See Figure 3). These curricular 

strands, which realize equitable teaching practices and student outcomes, include: use of data-

driven inquiry towards the development of an inquiry stance; understanding and applying equity 

pedagogies; developing inclusive pedagogies for differentiated instruction, utilizing Universal 
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Design for Learning (UDL) principles, integrating Positive Behavioral Intervention and 

Supports (PBIS), and teaching students with exceptionalities; developing and applying research-

driven literacy practices, including multiliteracies and ESOL practices; and applying content-

area knowledge. 

To support strong research-practice alignment, elementary teacher candidates are grouped 

into cohorts, which provides an opportunity for intentional curricular collaboration. Faculty 

Instructional Teams (FIT) working with school partners will be responsible for ensuring clinical 

experiences are tightly aligned with coursework so that teacher candidates can understand 

and implement research-based teaching practices in their clinical experiences. COEHS has 

piloted FITs for the first two semesters of early clinical experiences, but resources in PREP will 

assist in focusing this work on the strands and building the yearlong clinical experience. 

Although COEHS FITs are currently comprised of the cohort methods instructors and clinical 

supervisors, PREP will allow expansion to include the voices of CCDS mentors and specialists. 

They work across coursework and clinical experiences to ensure teacher candidates, across 

content areas, have knowledge of student learning methods, can analyze student data for 

data-informed instruction, employ effective instructional strategies, meet the learning needs 

of all students, and differentiate instruction.  

Elementary teacher candidates are placed in clusters of 8-10 at a single PDS site. 

Concentrating a group of teacher candidates at a single site allows university supervisors to 

deeply know the schools to provide better support for teacher candidates, mentor teachers, and 

the schools themselves. University supervisors also serve as liaisons between the mentor teachers 

in CCDS and FIT instructors so that teacher candidates have clinical experiences with high-

quality mentoring, which is a proven characteristic for teacher retention ). 
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Additionally, FIT instructors are responsible for integrating the elementary education program’s 

equity work across the curriculum to ensure 1) teacher candidates develop pedagogical practices 

that inclusive with regard to race, ethnicity, culture, language, and disability status so that they 

are better prepared to create inclusive, supportive, equitable, unbiased, and identity-safe learning 

environments for their students (CCP 4), and 2) COEHS faculty receive appropriate professional 

learning opportunities to integrate these pedagogical practices into their teacher, research, and 

supervision of clinical experiences. 

Literacy is a significant focus of PREP and is represented by 12 credit hours in the 

elementary program. Teacher candidates in the elementary program, upon degree completion, 

earn an ESOL certificate and their reading endorsement because of the intensive literacy training 

embedded in the coursework. PREP’s Infusion Architect for the literacy strand will have 

dedicated time and resources to collaborate with the other Infusion Architects to infuse literacy 

teaching skills that strengthen teacher candidates’ abilities to implement literacy programs; use 

literacy assessments to determine students' literacy levels, difficulties, and growth; and 

provide targeted, differentiated instruction. By FIT instructors collaborating across 

coursework and field experiences, teacher candidates will gain exceptional insights into how to 

integrate literacy across content areas and be positioned to implement those research-based 

practices in the field. This same process will be used for each of the other nine infusion strands. 

Component 3: Teacher Induction 

Given that approximately 70% of the new hires in CCDS are entering the classroom as 

teacher of record without adequate teacher preparation credentialing, the partnership has 

recognized the importance of collaborating and expanding on induction opportunities to develop 

instructional expertise in all areas of elementary curriculum and instruction and emphasizing the 
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10 PREP strands (Figure 3). CCDS currently offers a one-year induction program for their new 

teachers. In their induction program, CCDS has worked with principals to create a school-based 

system of teacher support and have eight new Teacher Support Coaches who will be assigned to 

work with teachers in their classrooms. A Teacher Support Coordinator leads the work of the 

new teacher coaches to provide tiered support based on teacher needs. Recognizing the need for 

intensive, sustained induction support, UNF will partner with CCDS to seamlessly extend 

CCDS’s induction program. In doing so, teachers will join in cohorts of 15 each fall and will 

be able to take graduate level coursework in a variety of content areas, including critical shortage 

areas (e.g., ESE, STEM, etc.) that can be used towards earning an M.Ed. in Elementary 

Education (n=60). Currently, UNF’s Rising Ospreys program supports induction by providing a 

one course scholarship for qualified recent elementary graduates. The graduate coursework 

offered as part of PREP’s induction program will include similar infusion of the 10 curricular 

strands outlined in Component 2, Elementary Teacher Preparation Program.  

PREP will also provide resources for “Teacher Fellows.” Teacher Fellows are graduate 

assistants who are earning either an M.Ed. or Ed.D. in Educational Leadership. Teacher Fellows 

have the opportunity to practice the coaching and mentoring theories and skills they are studying 

in their graduate coursework as mentors to PREP’s induction program teachers. They will 

provide hands-on, job-embedded support through clinically rich experiences to engage induction 

program teachers in data-driven inquiry and practitioner research. Through PREP, CCDS and 

UNF can move from duplicate, competitive, parallel induction programs to one complementary, 

collaborative pathway. 

Component 4: Teacher Leadership, Content Coaching, and Mentor Development 
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PREP’s Component Four, the preparation of teacher leaders, provides professional 

development opportunities for recent IHE graduates and current CCDS teachers who are 

interested in becoming a mentor or instructional coach. The goal is to develop a strong bench of 

school-based teacher educators with the essential knowledge, skills, and abilities needed to 

support teacher recruitment, learning, and retention. PREP is committed to changing the 

paradigm for teacher learning by building expertise within the partnership. By building teacher 

leadership capacity CCDS can move away from using outside consultants, who often conduct 

one-and-done workshops that are less likely to provide meaningful, sustained learning (  

). PREP will develop the expertise of CCDS teachers and principals needed to lead 

ongoing professional development to peers in their own school and district.  

Currently, CCDS and UNF COEHS each have programs for teacher leadership that are 

operating parallel and in competition to one another. PREP provides the much-needed resources 

to bring the partners together to enhance the learning opportunities, making them into one 

complementary and comprehensive pathway to leadership development with lateral professional 

career opportunities. PREP provides three steppingstones to teacher leadership development: 1) 

the Clay Teacher Leader Academy, 2) the UNF-CCDS PDS PLC, and the 3) UNF Mentor 

Teacher Leadership Academy through a Graduate Certificate. The Clay Teacher Leadership 

Academy fosters teachers’ understanding of leading the work of professional learning 

communities, supporting their teams in developing processes and protocols for meaningful 

collaboration focused on student learning. Through this option, teachers work collaboratively to 

gain a deeper understanding of effective standards-based instruction by analyzing data to respond 

to student needs. The UNF-CCDS PDS PLC creates alignment between the research that guides 

the methods courses and the teacher candidate’s clinical experiences. As a result, teachers within 

PR/Award # S336S220027 

Page e31 



Partnering to Renew the Educator Pipeline (PREP) – Page 17 

the PDS PLC will support the integration of the 10 strands (see Figure 3) into teacher candidates’ 

clinical practice to develop teacher candidates’ instructional competence. The UNF graduate 

certificate option can be stacked with an elementary content area to acquire an M.Ed. in 

Elementary Education. Because facilitating teacher learning requires more than being an 

excellent teacher, this stacked credential option develops both instructional competence in an 

elementary content area as well as the coaching expertise needed to support job-embedded 

professional learning. PREP provides the time and resources for district and UNF faculty to 

collaboratively enhance teacher leadership development for CCDS teachers interested in 

becoming school leaders, PLC facilitators, mentors, and/or instructional coaches. 

The content of the professional learning across the teacher leadership pathways will 

include the 10 PREP strands (Figure 3) and assuring: a focus on creating and maintaining a data-

driven professional learning community, cultivating a climate conducive to teacher professional 

development, developing effective instructional leadership skills capable of enhancing student 

achievement, understanding the teaching and assessment skills needed to support successful 

classroom instruction, using data to evaluate teacher instruction and drive teacher and student 

learning, managing resources/time to improve student academic achievement, ensuring a safe 

school environment, engaging stakeholders to leverage additional resources, and understanding 

how students learn and develop in order to increase academic achievement for all students (CPP-

3). In addition to cultivating these abilities, the curriculum enhancement work will also include 

developing teacher leaders’ ability to facilitate a sustained, high-quality preservice clinical 

education program. 

Central to the PREP project are the goals of increasing teacher candidate diversity (CPP 

1) and supporting a diverse educator workforce by strengthening professional learning to 
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strengthen student learning (CPP 2). Given that teacher candidates spend substantial program 

time within clinical experiences, the work with teacher leaders must also include meeting teacher 

candidates’ social, emotional, and academic needs (CPP 3). As a result, mentor teacher PLCs 

will include the integration of evidence-based practices for advancing teacher candidate success 

emphasizing support for often underserved students. Finally, PREP’s commitment to equity and 

inclusion necessitates that the content for each of the teacher leader development options 

includes examining the sources of inequity and implementing pedagogical practices in educator 

preparation programs and professional development programs that are inclusive (CPP4).  

Component 5: Principal Preparation and Development 

Component Five, the preparation of school leaders interested in district leadership 

positions, addresses the need to cultivate leaders of a school system with the knowledge, skills, 

and ability to support recruitment, high quality preparation, on-going opportunities for 

professional learning, and the ability to cultivate a professional culture capable of retaining 

teachers, building teacher expertise, and enhancing student learning. PREP utilizes three 

pathways to accomplish this goal: Clay Principal PLCs, the M.Ed. in Educational Leadership, 

and the Ed.D. as options to create and strengthen the principal and district leadership pipeline 

comprised of a critical mass of leaders prepared to reach these goals. PREP brings together the 

partners to align and design experiences that reduce redundancy, increase efficiency, and align 

with Absolute Priority 3. The contents of these principal learning opportunities will be inclusive 

of building leaders’ commitment to the 10 PREP strands. 

Clay Principal PLC/Clay Principal Induction PLC. CCDS has a history of offering 

principals professional learning support focused on district priorities through a yearlong, 

monthly, district designed and facilitated professional learning program. The program uses a 
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PLC format guided by a set of annual goals. Although the current principal PLC includes all 

district principals, PREP offers the district an opportunity to add a second PLC for new 

principals and couple that PLC with a principal mentoring component. The principal mentoring 

component would match new principals with district and university mentors. These mentors will 

provide new principals with local district support and access to expertise from university faculty. 

PREP also offers the opportunity to build leaders’ commitment to the 10 shared grant strands. 

M.Ed. in Educational Leadership. The UNF M.Ed. in Educational Leadership offers an 

educational leadership program leading to a Master of Education degree (M.Ed.), and a non-

degree program leading to Florida certification in educational leadership is also available. The 

Florida Department of Education approved program is designed to develop effective educational 

leaders in the areas of educational policy, instructional leadership, management skills, and 

effective schools as well as studies of successful innovations in practice. PREP offers the 

opportunity to bring our partnership together to enhance the current M.Ed. and build in 

developing leadership commitment to the 10 PREP strands. 

Ed.D. in Educational Leadership or Curriculum & Instruction. The UNF Doctor of 

Education (Ed.D.) program provides candidates with a deep understanding of educational 

leadership building on the principles of Carnegie Project on the Education Doctorate (CPED, 

2021). The program provides an interdisciplinary approach to leadership and prepares candidates 

with theory and research, opportunities for practice, and analytical tools needed to lead 

effectively in our constantly changing global society. Scholarship and research are encouraged 

and nurtured with the goal of improving graduates' ability to make data-driven decisions that 

enhance and nurture organizational learning while addressing equity and social justice. PREP 
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also offers the opportunity to build leaders’ commitment to the 10 grant strands and develop 

deeper strategies for recruitment, preparation, and retention of a diverse educator workforce. 

A unique component of the PREP Ed.D. experiences will be the focus of the dissertation. 

Given that the dissertation experience of the UNF Doctoral Student is to study a local problem of 

practice, PREP Ed.D. participants will identify and examine a problem of practice related to the 

PREP goals as the focus of their doctoral research. By studying problems of practice related to 

the recruitment, learning, and retention of a diverse pipeline of educators, these CCDS leaders 

will position themselves as knowledge generators. This approach focuses on developing inquiry-

oriented leaders focused on identifying and solving problems of practice.  

A2. Goals, Objectives, and Outcomes 

 PREP seeks to achieve four primary goals: 1) prepare diverse teachers to graduate and 

obtain high need certifications, 2) retain teachers in high-need schools, 3) prepare school leaders 

to develop teachers and build a positive school environment, and 4) develop a systemic approach 

to foster equitable teaching outcomes. Tables 2-5 below present the stated outcomes, measures 

(Program Performance Measures in bold), and objectives for each goal. For detailed activities 

and immediate, intermediate, and long-term outcomes, see the Logic Model (Appendix C).  

Goal 1. Prepare Diverse Teachers to Graduate and Obtain High Need Certifications 

• Obj 1.1. Develop high school Virtual Teaching Academy 

• Obj 1.2. Recruit n=90 high school students with diverse backgrounds into COEHS 

• Obj 1.3. Develop Summer Bridge program for high school students 

• Obj 1.4. Recruit n=60 undergraduate students with diverse backgrounds into COEHS 

• Obj 1.5. COEHS/COAS partnership to develop new position and freshman-sophomore 

curriculum enhancements 
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• Obj 1.6. Empirically assess the impact of teacher preparation on persistence 

Table 2. Process Outputs, Performance Outcomes, & Measures for Goal 1 

Process Performance 
Measures 

Outputs Outcomes 

• Paiinerships • Diverse, • % of local resident educators placed in CCDS 

are local schools; 

strengthened candidate • % of diverse educators placed in diverse CCDS 

• Diverse pool schools; 

candidate • Increased • % of newly hired and diverse teachers serving as 

pool is number of teacher leaders; 

developed teachers • % of participants hired in high-need schools; 

• n =40 teacher ce1iified in • % of participants teaching high-need courses 

pa1iicipants high need 
• # ce1iificates completed; Paiiicipant achievement 

earn degrees subjects (GPA);

and • Increased 
• % of teachers attaining certification/licensure 

ce1iifications retention of within 1 year of graduation; 

in high need diverse 
• % of teachers attaining certification/licensure in 

subjects teachers a shortage area within 1 year of graduation; 

• % of teachers attaining ce1iification who are from 

undenepresented groups; 

• % of teachers attaining ESE/ELL ce1iification; 

• State certification exam pass rates; 

• State certification exam scale score 

• Pre-post change in repo1ied quality of suppo1i, 

feedback, and self-efficacy (Survey Measures/Focus 

Group) 

Goal 2. Retain Teachers in High-Need Schools 

• Obj 2.1. Provide clinical practice oppo1iunities in schools with year-long Internship 

• Obj 2.2. Work with LEA to refine and develop an intensive, 2-yeai· induction program 
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• Obj 2.3. futegrate 10 PREP strands into fuduction (Figure 3) 

• Obj 2.4. Empirically assess the impact of PREP on teacher motivation and retention 

Table 3. Process Outputs, Performance Outcomes, & Measures for Goal 2 

Process Outputs 

• fuduction 

Performance 

Outcomes 

• Teachers 

Measures 

• Overall retention (district-repo1ied); 

program 1s repo1i • Turnover futentions surveying; 

developed for improved • % of highly effective (HE) teachers serving high-

use throughout feedback and need students; 

the LEA motivation • % of HE diverse teachers se1ving high-need 

• New teachers • Teachers students; 

are prepared as repo1i • % highly effective diverse teachers who se1ve at 

practitioners intentions to least 3 years; 1- and 3-year employment 

who engage in remam m retention rates 

inqui1y and teaching 
• # teachers entering COEHS who demonstrate: 1-

action research 

• Research 

• fucreased 

engagement 

yr persistence; secure graduation; enter 

employment in CCDS schools; remain employed 

fmdings are • fucreased as CCDS (1-yr employment retention) 

disseminated to self-efficacy • Pre-post change in teacher-repo1ied PD relevance, 

suppo1i and induction suppo1i, autonomy/decision-making, 

replication/ motivation self-efficacy, and motivation (Smvey 

expans10n Measures/Focus Group) 

Goal 3. Prepare School Leaders to Develop Teachers and Build a Positive School 

Environment 

• Obj 3 .1. Develop Teach er Leader Ce1iificate programs 

• Obj 3.2. Recmit n =60 teachers for teacher leadership as mentors, coaches, and 

specialists 
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• Obj 3.3. Recmit and enroll n =20 school leaders in MEd and EdD degree programs 

• Obj 3.4. Provide clinical mentoring to assist new leaders with suppo1ting new teachers 

• Obj 3.5. Empirically assess the impact of PREP on teacher perfo1mance and retention 

Table 4. Process Outputs, Performance Outcomes, & Measures for Goal 3 

Process Outputs 
Performance 

Outcomes 
Measures 

• n =60 school leaders • Leaders repo1t • # CCDS teachers enrolled in Mentor 

earning graduate intentions to Teacher Leader Academy;e# of teachers 

ceitificates remain in high obtaining advanced credentials as mentor 

• n =5 school leaders need schools teacher leader. 

earning EdD degrees • Increased • # CCDS school leaders enrolled in MEd 

• Coaching/mentoring engagement program; # CCDS school leaders 

capacity of school • Increased self- enrolled in Ed.D. program;e# CCDS 

leaders is enhanced efficacy and school leaders completing degrees. 

• Research is motivation • # school leaders who complete graduate 

conducted and degrees; # of school leaders who remain 

disseminated on the employed at CCDS schools (1-yr 

effects of school Employment Retention) 

leaders on student • Pre-post change in school leader-repo1ted 

perfo1mance PD relevance, induction suppo1t, 

autonomy/decision-making, self-

efficacy, and motivation (Survey 

Measures/Focus Group) 

Goal 4: Develop a Systemic Approach to Foster Equitable Teaching Outcomes 

• Obj 4.1. Develop integrated and equitable recmitment and PD strategies to address high 

school students, teacher candidates, existing teachers and school leaders. 
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• Obj 4.2. Align PD modules for leaders and new teachers in collaboration between UNF to 

promote shared knowledge and a culture of professional learning. 

• Obj 4.3. Provide school leaders job-embedded PD on addressing the academic and social 

emotional needs of high need students. 

• Obj 4.4. Empirically assess the effects of PREP on student motivation and perfo1mance 

• Obj 4.5. Empirically assess the differential impacts of teachers and school leaders on 

student perfonnance. 

• Obj 4.6. Use the results of perceptual assessments to iteratively address systemic 

development across paiticipants. 

Table 5. Process Outputs, Performance Outcomes, & Measures for Goal 4 

Process Outputs Performance Outcomes Measures 

• A systemic alignment • Increased recrnitment • % of local resident educators 

creates fiscal of teachers and teacher placed in CCDS schools 

efficiencies by leaders • % of diverse educators placed in 

creating aligned • Increased paiticipation diverse CCDS schools 

strategies and of diverse students in • % of newly hired and diverse 

reducing redundancy advanced coursework teachers serving as teacher 

• Teachers and leaders • Increased leaders 

ai·e prepared to engagement/motivation • % of participants hired in 

promote equity with of teachers, leaders, high-need schools; % of 

high need students and and students participants teaching high-

schools need courses 

• Teachers are able to • Pre-post change in student-

increase the repo1ted perceptions of equity, 

engagement of high tiust of teachers, engagement, 

need students in motivation (Survey Measures) 

challenging courses 
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• Results of perceptual 

assessments across 

students, teachers and 

leaders are 

disseminated 

• Student achievement level, 

scale score, % proficiency in 

State testing related to: Math, 

ELA, Science, by ESSA 

subgroup;  

• Student performance in 

advanced coursework by ESSA 

subgroup 

 

A3. Comprehensive Effort to Improve Teaching and Learning and Support Rigorous 

Academic Standards 

Prep is comprehensive in its systems approach to improve teaching and learning across 

the educator pipeline for students, teachers, and teacher and school leaders. Rather than viewing 

the stages in the educator pipeline as fragmented career points, PREP integrates and creates 

intentional linkages across five components using a set of 10 unifying strands (Figure 3) that 

support actualizing rigorous professional standards. Continuity and alignment of learning is a 

key benefit, creating a system and culture of high expectations for professional and student 

learning. Teachers and teacher leaders will deepen and expand their knowledge-of-practice 

( ) by being actively engaged in rigorous and challenging 

learning using research-based and inquiry-driven professional learning principles. A systems 

approach integrates aligned research-based pedagogy across the elementary schools and 

elementary teacher preparation program and provides high quality clinical experiences with 

frequent and targeted feedback at all professional learning stages. PREP, thus, prepares more 

educators with strong data literacy skills positioning them to identify real-world problems of 

practice and enact inquiry stance to strengthen elementary student learning. By working together, 
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PREP offers a network of component and strand teams to recruit, prepare, and retain a diverse 

pipeline of educators. All system educators will be aligned to provide the academic, mentoring 

and psycho-social support to pre-education and education candidates. PREP creates a culture of 

continuous improvement that values and uses formative evaluation and an inquiry stance to 

continually enhance and align PREP’s five components to advance student, teacher candidate, 

teacher, teacher educator, and leader learning.  

A4. Current Research and Practice Informing the Project 

The teacher shortage leaves many students, especially students from minoritized and 

marginalized groups, without access to fully certified and experienced teachers (  

). Inadequate teacher preparation through alternative routes, poor induction programs, 

and the unaffordability of college exacerbates the shortage, especially for teachers of color 

( ). This is highly problematic as increasing teacher diversity is essential for 

closing opportunity gaps and improving student achievement ). Making 

teacher certification and advanced credentialing more affordable through PREP increases the 

access students have to fully certified and experienced teachers ). Thus, 

tackling the teacher shortage requires “a comprehensive and systematic set of strategies to build 

a strong teaching profession. At first the price tag for these investments may seem substantial, 

but evidence suggests that these proposals would ultimately save far more in reduced costs for 

teacher turnover and student underachievement” ).  

Creating a comprehensive system to build a strong teaching profession has been a 

struggle for teacher education having yet create one seamless pipeline of educator learning 

through partnerships (  Preparing teachers requires:  

creating a coherent vision and curriculum within and across the coursework and clinical 
components of the program, developing tasks and analytic opportunities that connect 
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theory and practice, establishing school partnerships that are designed to support 
exemplary practice and pedagogical learning for teaching diverse learning, and 
incorporating strategies for assessing beginners’ capacity to practice – and informing 
ongoing program improvement – through sophisticated and educative assessments of 
what teacher candidates can actually do when they are ready to enter the profession 
( 7). 
 

Robust school-university partnerships, like those found in PDSs, can create one continuous 

system of educator learning (AACTE, 2018; NAPDS, 2021). PDSs, which have been lauded as 

“exemplars of practice” (AACTE, 2018, p. 9), stand poised to be deep partnerships necessary to 

create a coherent curriculum of teacher learning across the educator pipeline.  

Also essential to teacher recruitment and retention through the educator pipeline are the 

principals and the cultures they create in their schools ). Yet, just like 

teachers, principals are leaving the profession. Access to high-quality professional learning 

opportunities can retain good principals ). Elementary school principals in 

particular want to deepen their skill in leading equitable schools, supporting diverse learners, and 

addressing issues of equity, but they report time, insufficient coverage, and lack of funds as 

barriers to professional learning ( ). By using the robust PDS model of CCDS 

and UNF COEHS, Project PREP will build a connected and systemic educator pipeline to tackle 

the teacher shortage and create a strong teaching profession in CCDS by increasing teacher 

diversity and creating a coherent curriculum of teacher and principal learning that addresses 

barriers like time, accessibility, quality, and affordability. 

A5. Performance Feedback and Continuous Improvement  

Iterative assessment, feedback, and continuous improvement are embedded in the design 

and evaluation of the project. The Evaluation Management Plan (Appendix H) developed for 

PREP includes ongoing meetings with the Project Team coupled with regular analyses and 

reporting that allow for timely, data-driven iterations in both design and evaluation. Analyses to 
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be performed as part of the evaluation plan include twice-yearly formative evaluation reporting 

and feedback and twice-yearly implementation evaluation and reporting and feedback. 

Implementation fidelity and improvements to design. Program processes will be 

examined continually for fidelity, allowing for identification of context-specific challenges in 

need of adaptation ( ). The phased implementation will enable fidelity 

data to be used for collaborative problem-solving and to improve program delivery with each 

participant group, thereby maximizing impact on student outcomes ( ) and 

minimizing costs of program changes ( ).  

Evaluators will also conduct a formal implementation study (see section B2), designed 

to identify key intervention components, providing critical feedback regarding the processes 

necessary for sustaining, replicating, and expanding the work. Project leaders will meet quarterly 

with evaluators to incorporate results of formative evaluations/fidelity assessments into their 

work. Guided by principles of developmental evaluation (  evaluators will use 

project feedback to adapt evaluation plans as needed (at least annually). Regular reporting on the 

results of quantitative and qualitative analyses in conjunction with presentations PREP members 

will provide rich data on critical project outcomes for informing implementation. 

A6. Sustainability and Capacity  

Because of PREP’s synergistic efforts for systems level change, the project is designed to 

build on-going capacity in both the IHE and LEA partners in this initiative. Specifically: 

• Curriculum enhancements infused throughout the elementary undergraduate and 

graduate programs will be fully integrated into the program design, coursework, and 

clinical practice of the five components of PREP. They will become a part of the ongoing 

program content moving forward. 
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• Multiple entry points and pathways available in PREP’s educator pipeline allow for 

resources to be distributed across the pipeline, and resources are not “bottlenecked” in 

points along the pipeline. The induction program and teacher leadership components 

offer multiple opportunities to customizable degree paths for CCDS teacher leaders  

• Components 3 and 4 in PREP build mentor teacher and teacher leader capacity 

through intentional, advanced preparation of high-quality mentors for teacher candidates 

and awarding recent graduates Rising Ospreys. UNF’s Mentor Teacher Leader Academy 

also provides support and capacity-building within schools to expand the number of 

teachers qualified as mentor teachers. Mentor teacher capacity has a significant impact on 

the quality of undergraduate teacher preparation, graduation rates, and teacher retention. 

• Teacher leaders in the CCDS, as part of Components 4 and 5, are expected to take on 

increasing leadership roles over the course of their careers, with multiple, flexible 

opportunities made available for aspiring principal learning and deepening principal 

learning over the course of their careers, expanding their impact on students. 

• Undergirding PREP is the unique multi-pronged focus on creating more equitable 

outcomes. The project focuses on developing teachers’ abilities to teach in equitable, 

inclusive, identity-affirming ways that respond to students’ social, emotional, and 

academic needs while recruiting for a diverse teacher pipeline and a diverse teacher 

leader pipeline. This will not only impact directly the students and classrooms of 

participants directly related to PREP; it will concurrently result in broader impacts on the 

LEA and the asset-oriented climate of promoting achievement and excellence across all 

grade levels. 

Project Evaluation 
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B1. Valid and Reliable Performance Data on Relevant Outcomes  

The Clay TQP (PREP) evaluation employs a cluster-level QED designed to meet What 

Works Clearinghouse (WWC) Standards with Reservations. The primary study will examine the 

individual and interactive effects of teachers and school leaders developed through the PREP 

program on student achievement and the reduction of disparities in student performance. The 

study will also examine the mediating effects of teacher knowledge and perceptions, and school 

leader knowledge and ability to effectively coach teachers and teacher candidates, toward the 

goal of student engagement and achievement. Finally, the evaluation will include a formal 

implementation study to determine the effectiveness of engaging diverse high school students 

from the partner LEA dual enrollment, Summer Bridge, and a Virtual Teaching Academy to 

enhance the recruitment of teacher candidates from underrepresented groups. 

The intervention will take place across four cohorts (n = 60) of new teachers and will 

include the support and development of school leaders (n = 20) through enrollment in MEd and 

EdD graduate programs. Propensity Score Matching (PSM) will be used to match participants in 

each cohort at baseline with non-participating teachers who will serve as a business-as-usual 

comparison (BAUC) group. By accounting for measured differences between treatment and 

comparison groups ( ), PSM will help ensure baseline equivalence that 

meets WWC’s threshold (Hedge’s g<0.25; USDOE, 2017). Participants will be matched with 

non-participating beginning teachers in CCDS schools on: Student performance (prior-year 

student achievement on state tests); student demographics (grade level, race/ethnicity, FRL 

status, English language learners); and teacher demographics (gender, race/ethnicity). 

The Outcome Evaluation is designed to address the following research questions: 
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RQ 1.  What is the impact of PREP on the academic performance of students in high need 

schools?  The evaluation will assess the extent to which: (a) students of PREP Teachers and (b) 

students in schools of PREP School Leaders exhibit increases in Achievement on State and 

District-administered exams. 

RQ 2.  What is the impact of PREP on the Social-Emotional Learning/Behavior outcomes 

of students in high need schools?  The evaluation will assess the extent to which: (a) students 

of PREP Teachers and (b) students in schools of PREP School Leaders exhibit increases in 

Social-Emotional Learning as measured through assessments of student self-regulated learning. 

RQ 3.  What are the interaction effects of both PREP Teachers and School Leaders the 

academic performance and social-emotional learning of students in high need schools?  The 

evaluation will assess the extent to which PREP School Leaders moderate the impact of teachers 

on the academic performance, motivation, and self-efficacy of students served by both PREP 

teachers and PREP School Leaders. 

To permit sustainability and replication, the evaluation methods have been designed to 

capture what variables impact and explain the results of the Program.  The evaluation will assess 

the extent to which impact of the program is moderated by individual teacher characteristics, 

cohort stability, and implementation factors (e.g., fidelity of implementation processes/activities) 

and (b) the degree to which changes in teacher and school leader perceptions mediate the 

program’s impact on performance. 

B2. Methods of Evaluation are Thorough, Feasible, and Appropriate to the Goals 

Objectives, and Outcomes of the Proposed Project 

The evaluation plan for PREP includes semi-annual Formative Evaluations, annual 

Implementation Studies, and a final Impact Study in Year 5 of PREP. 
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Formative/Fidelity evaluations. Formative/fidelity evaluation reports will provide a 

formal feedback structure to supplement regular communication between the Project and 

Evaluation teams. Formative evaluation will address quantitative and qualitative aspects of 

program processes and activities as indicators of implementation fidelity and progress toward 

project goals (aligned with the Logic Model). Formative evaluation includes assessment of: 

• The High School Virtual Teaching Academy, including the number of diverse high 

school students recruited, the participants in the Summer Bridge Program, and exit 

surveying regarding the perceived quality of the program. 

• The quality of the UNF-COEHS/LEA partnership as measured by the number of and 

diversity of high school students from CCDS entering UNF and expressing education as 

their preferred degree;  

• The number of CCDS teacher and school leaders entering graduate degree and/or 

certificate programs; participant characteristics (e.g., % of diverse participants enrolled); 

and exit surveying regarding the perceived quality of the program; 

• The quality of the undergraduate program, including participant perceptions (measured 

through surveys and focus groups/interviews); number and diversity of students 

continuing in the PREP program, and the number of high-need certifications completed; 

• The quality of the Mentor Teacher Leader Academy, including participant perceptions 

(measured through surveys and focus groups), as measured by the number of CCDS 

teachers entering the program and securing mentoring teacher credentials; 

• The quality of the graduate program, including participant perceptions (measured through 

surveys and focus groups/interviews) and certifications/degrees completed; and 
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• Induction support, including the fidelity/quality of induction activities, job-embedded 

support, and feedback processes, measured through teacher perceptions (focus group 

summaries and surveys). 

Qualitative and quantitative implementation data will form the basis for an evaluator-

developed Fidelity Assessment, which specifies indicators and operational definitions of key 

project components, data sources, and rating criteria. Formative data will be collected semi-

annually, with the exception of perceptual survey measures, which will be administered annually 

to avoid survey fatigue and ensure valid, reliable responses. Formal focus groups will be 

conducted in conjunction with perceptual surveying to clarify participant responses and enrich 

program-informing feedback.  

Annual implementation evaluations will be conducted to provide a summary of 

fidelity assessment and annual evidence of effectiveness. Sustained effects will be assessed 

in Year 5 of the project. The core questions to be addressed in annual implementation are: 

IMP #1.  What is the impact of PREP on teacher recruitment, preparation, 

retention, and certification in high need subjects? Specifically, the evaluation aims to 

determine the extent to which: (a) the program results in expected program outputs (i.e., high-

quality diverse teacher candidates; program persistence and retention; certification, and 

completion); (b) the intervention group exhibits increases in pre-service and in-service teacher 

perceptions (i.e., perceptions of support/feedback; relevance of PD; engagement; self-efficacy; 

and motivation); and (c) the intervention group exhibits increases in employment retention. 

IMP #2.  What is the impact of PREP on school leader recruitment, preparation, 

retention, and ability to coach/mentor teachers?  The impact evaluation will determine the 

extent to which PREP results high-quality, diverse teacher and school leaders; program 
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persistence and retention; (b) positive perceptions of support/feedback, relevance of PD, 

engagement; self-efficacy; and motivation); and (c) results in increases in employment retention.  

In addition to evaluation of the program’s process and implementation fidelity, annual 

summative evaluation will be conducted to provide ongoing assessment of the intervention’s 

effectiveness (see Logic Model, Appendix C) and annual evidence of program effectiveness. In 

Year 5, a full-scale impact study will be conducted with the combined sample of teachers, 

leaders and students from all cohorts.  

Annual Summative Evaluation will assess the program’s impact on perceptual outcomes 

for each teacher and leader cohort. Specifically, the impact of PREP on teacher, leader and 

student perceptions will be assessed using a difference-in-differences (DD) design. DD allows 

for examination of changes in treatment and BAUC groups before and after implementation of 

the intervention. DD designs yield valid causal inferences about intervention effectiveness and 

can meet WWC standards when they include a matched comparison group (  

). Analyses will examine the extent to which program participation predicts 

increases in these perceptual outcomes, comparing effect sizes between intervention and BAUC 

groups and using longitudinal growth models to assess change over time. 

The evaluation will also investigate the extent to which participation in PREP impacts 

performance outputs, including teacher/school leader completion of programs, certifications, 

program persistence. and employment retention. Because student outcome data are nested within 

teachers and schools, a multilevel model (i.e., Hierarchical Linear Modeling [HLM]) will be 

used to assess the effect sizes of treatment variables ). Using a three-

level HLM, the analysis will provide: (a) analysis of covariance for the variation associated with 

students (Level 1), teachers (Level 2), school leaders (Level 3) and (b) the interaction effects of 
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hypothesized moderators to examine the impact of PREP on student, teacher and leader 

outcomes. 

Table 6, below, outlines Summative/Impact Measures for all variables in the theoretical 

model. GPRA and TQP Program Peifonnance measures are shown in bold. 

Table 6. Summative Evaluation/Impact Measures 

Program Outputs Summative Performance Measures 

Quality/diversity of 

teacher candidate pool 

% of local resident educators placed in CCDS schools; % of diverse 

educators placed in diverse CCDS schools; % of newly hired and diverse 

teachers serving as teacher leaders; % of participants hired in high-

need schools; % of participants teaching high-need courses 

Teach er ce1tification/ 

licensure 

# certificates completed; Participant achievement (GPA);% of teachers 

attaining certification/licensure within 1 year of graduation; % 

teachers attaining certification/licensure in a shortage area within 1 

year of graduation; % of teachers attaining ce1tification who are from 

undenepresented groups; % of teachers attaining ESE/ELL ce1tification; 

State certification exam pass rates; State certification exam scale 

score 

Teach er leader 

ce1tifications 

# CCDS teachers enrolled in Mentor Teacher Leader Academy; # of 

teachers obtaining advanced credentials as mentor teacher leader. 

School leader graduate 

coursework and degrees 

# CCDS school leaders enrolled in MEd program; # CCDS school 

leaders enrolled in Ed.D. program;# CCDS school leaders completing 

degrees. 

Teach er persistence and 

completion 

# teachers entering COEHS who demonstrate: 1-yr persistence; secure 

graduation; enter employment in CCDS schools; remain employed as 

CCDS (1-yr Employment Retention) 

School leader 

persistence and 

completion 

# school leaders who complete graduate degrees; # of school leaders 

who remain employed at CCDS schools (1-yr Employment Retention) 

Perceptual Outcomes Summative Performance Measures 
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Pre-service (teacher 

candidates}: Quality of 

suppo1t; Quality of 

feedback; Self-efficacy 

Pre-post change in repo1ted quality of suppo1t, feedback, and self-

efficacy (Smvey Measures/Focus Group) 

In-service (Ieacher}: 

PD Relevance; Quality 

of induction suppo1t; 

Autonomy; Self-

efficacy; Motivation; 

Pre-post change in teacher-repo1ted PD relevance, induction suppo1t, 

autonomy/decision-making, self-efficacy, and motivation (Survey 

Measures/Focus Group); 

School Leader: PD 

Relevance, Autonomy; 

Self-efficacy; 

Motivation 

Pre-post change in school leader-repo1ted PD relevance, induction 

suppo1t, autonomy/decision-making, self-efficacy, and motivation 

(Smvey Measures/Focus Group); 

Student: Perceived 

equity; Tmst of 

Teachers; Engagement; 

Motivation 

Pre-post change in student-repo1ted perceptions of equity, tmst of 

teachers, engagement, motivation (Smvey Measmes) 

Performance 

Outcomes 
Summative Performance Measures 

Student achievement Student achievement level, scale score, % proficiency in State testing 

related to: Math, ELA, Science, by ESSA subgroup; 

Student perfo1mance in advanced comsework by ESSA subgroup 

Teach er retention Overall retention (district-repo1ted); Turnover Intentions smveying; % 

of highly effective (HE) teachers se1ving high-need students; % of HE 

diverse teachers se1ving high-need students; % highly effective diverse 

teachers who se1ve at least 3 years; 1- and 3-year employment 

retention rates 

Integrated, cost-

efficient, replicable 

model of teacher 

recmitment, leader 

Compiled and conelated data on recmitment, retention, and perfonnance 

in relation to unit cost and student peifonnance. 
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development and 

educator retention 

 
Data Collection. Perceptual measures (e.g., perceived support, relevance of PD, 

teacher/leader motivation, self-efficacy) and performance outcomes (i.e., educator retention and 

student achievement) will be collected from both the treatment and BAUC groups in the same 

format and on identical timelines. Perceptual outcomes will be collected utilizing established, 

reliable, and previously validated instruments to the extent possible. Internal consistency 

reliabilities (Cronbach’s alpha) for the Teacher Sense of Efficacy Scale (TSES; α = .91; 

) and Motivational Climate Assessment (MCA; α = 

.83;  which provides assessments of motivation, engagement, autonomy, and 

feedback, exceed WWC standards. The Student Motivational Climate Assessment (sMCA; α = 

.83;  will assess student-level motivation, engagement, trust, and perceived equity. 

Project-specific perceptions, including assessments of perceived Quality of Support and 

Relevance of PD, will be assessed using an evaluator-developed survey tool, ensuring that items 

are not over-aligned with the intervention itself to allow for valid comparisons between the 

treatment and BAUC groups. Performance outcomes will be measured using CCDS’ state-

approved instructional practice observation tool, in conjunction with student performance as 

measured by State Progress Monitoring assessments, each of which meets WWC validity 

standards. 

Adequacy of Resources 

C1. Adequate Support 
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PREP builds on and aligns existing resources found in both partners’ organizations 

to recruit, prepare, and retain teachers. Evidence of adequate support for PREP’s success is 

the current existence of each project component prior to the infusion of PREP resources. What 

PREP provides are the necessary resources to build the connectivity between components and 

enhancing the research-based practice associated with the 10 PREP strands creating a systemic 

approach rather than an “unsystematic piling up” of learning opportunities. The result will be a 

more powerful, efficient, and effective, systems approach.  

Recruitment- PREP will enhance an established recruitment network comprised of 

university recruiters, a college lead recruiter, an urban education scholar coordinator, 

elementary/graduate program coordinators, and a district recruitment team. Additionally, The 

Office of Enrollment Services and Program Coordinators are committed to recruitment and 

marketing the pipeline, and the Urban Scholars program will be expanded through community 

outreach and relationship building with Clay County.  

Research-Based Practice- Additionally, the partnership has elementary and leadership 

expertise in each of the 10 PREP strands. Together, partners are committed to aligning research 

based instructional practice. 

Infrastructure Resources. PREP is nestled within a District-School-University 

Partnership with a twenty-year history providing a strong foundation. Our long-standing 

partnership creates the foundation of trust and relationships necessary to collaboratively build a 

complex systems approach and align each component to the PREP teacher and leader curriculum 

strand.  

Professional Development Schools. PDSs are contexts where school and university 

educators collaborate to prepare new teachers, provide practicing teachers with ongoing 
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professional development, and use inquiry to improve teaching practice (NAPDS, 2021). The 

PREP partnership schools already house Resident Clinical Faculty (RCF), who are boundary-

spanning school- and university-based teacher educators. Also present are clinical education 

trained mentor teachers who work with our teacher candidates and PDS principals that oversee 

the work. Additionally, the UNF Director of Clinical Practice and Partnership meets regularly 

with the CCDS Supervisor of Professional Learning. Thus, the structures exist to support project 

goals, yet in PREP the structures will focus on alignment and enhanced research-practice 

connections creating a shared language of practice for all stakeholders. 

Collaboration with Arts and Sciences. UNF’s COEHS and College of Arts and 

Sciences (COAS) are committed to the shared maintenance and continuation of credentialing 

programs. The Teacher Education Council (TEC) is the existing structure used for COEHS and 

COAS collaboration focused on curriculum development for teacher candidate success. PREP 

will enhance the TEC work by providing resources needed to bring additional COAS and 

COEHS faculty together to heighten PREP alignment and support curriculum enhancements. 

Video equipment and technology. The teacher education programs have already 

purchased and installed video equipment in each participating school to assist teacher candidates 

and their mentors with self-reflection, peer feedback, and virtual coaching. Additional 

technology support is offered through the COEHS STEP Lab and the Telecommunications Lab. 

As a part of PREP, video will strengthen discussions about research to practice alignment related 

to the strands to support educator development ( .   

Diversity, Equity, Inclusion. A strong foundation exists for the equity work associated 

with PREP’s commitment to support the recruitment, preparation, and retention of a diverse pool 

of educators as well as develop aligned equity pedagogy across each of the five prep 
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components. The 2022-2025 COEHS Diversity and Inclusive Plan established college 

commitment to CPP 1-4 by stating: UNF promotes diversity by embracing and accepting 

diversity and inclusion as core institutional values. The College of Education and Human 

Services shares with the education community of Greater Jacksonville a firm commitment for an 

on-going and growing inclusive and diverse environment. Since the formation of UNF, COEHS 

has been committed to advocating for equality and a diverse society and strives to enhance 

communication, relationship building and a continued growing understanding of various cultures 

and their intersectionality and impact on educating our community, counties, city, state, and 

nation. PREP will allow UNF, which is a redominately white institution, the resources to deepen 

active engagement related to promoting equity and social justice and better support a diverse 

educator pipeline. 

C2. Adequacy of Budget to Support the Project 

PREP is comprised of a set of 5 components that are already a part of COEHS and 

CCDSs; each component has individually shown efficacy in other contexts. However, although 

the components are in operation, they have remained logistical, in need of more conceptual 

development, and in need of reconfiguring into a system. The proposed budget provides the 

resources needed to build a system of educator professional learning for CCDS-UNF partnership, 

removing often competing professional development efforts which have resulted in an 

inefficient use of resources. Through PREP, UNF and CCPS will have the necessary resources 

for our partnership to collaboratively diversify the educator pipeline, enhance and align the 5 

components, reduce redundancy, and provide multiple, aligned learning options. The ability to 

integrate both organizations’ talents, purpose, and resources efficiently will allow the learning to 

move from 1st order to 2nd order change (  that is reflective of a partnership 
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culture focused on simultaneous renewal and ongoing professional learning for all stakeholders 

). The resources will suppo1i changes creating movement from a 1.0 version to a 

2.0 system version of our paiinership. See Table 7 for a summaiy of the adequacy of the budget 

to suppo1i PREP system activities. 

Table 7. Budeet to Support PREP Activity Movement to a 2.0 System Version 
CORE GRANT 
FUNDING OF PREP 
ACTIVITIES 

BUDGET RESOURCE ALLOCATION FOR MOVEMENT 
FROM VERSION 1.0 to 2.0 

Paiinerships across 

UNF colleges 

To deepen a much-needed paiinership between COEHS and COAS 

to develop and align content courses and recrnitment pipeline 

Paiinerships with High 

Need LEA 

To strengthen paiinership focused on recrnitment, prepai·ation, and 

retention as well as level of collaboration with CCDS 

Bachelor-Level teacher 

coursework 

To provide time for faculty & CCDS teachers/cuniculum specialists 

to transfo1m undergraduate cmTiculum 

Masters/Doctoral level 

school leadership 

To align M.Ed. in El. Ed; M.Ed. in Ed Leadership; Ed.D. in Ed 

Leadership and align with CCDS professional learning oppo1iunities 

Mentor Teacher Leader 

Academy 

To align and deepen Teacher Leadership Graduate Celiificate to 

provide high quality aligned clinical experiences 

PDS Schools To develop school-based teacher education to suppo1i high quality 

aligned, yearlong clinical experiences with school-wide suppo1i 

Existing University 

Resources & Funding 

Rethinking existing university resources and roles to suppo1i PREP 

goals 

Integration & Fmiher 

Development of the 10 

PREP Strands 

Resources allocated to strengthen existing research-based strategies 

across components, coursework and clinical work 

C3. Reasonable Costs 

The reasonability of costs has been detennined by collaboratively assessing the nature 

and magnitude of gaps or weaknesses in services, infrastrncture, or oppo1iunities to address the 

academic, social, and emotional needs of their students. The schools tai·geted for services under 
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PREP report gaps in services to students, especially underserved students, as well as a high 

percentage of new teachers and teachers with alternative certifications (see Appendix B). Thus, 

PREP invests resources to design a system that targets these four Gaps: 

• Gap #1. Availability of diverse educators (costs devoted to recruitment). 

• Gap #2. Availability of leaders trained to mentor the high proportion of new teachers in 

the target schools (Mentor Teacher Leader Academy, M.Ed., and Ed.D. programs). 

• Gap #3. Implementation of evidence-based instruction 

• Gap #4. Implementation of strategies intended to increase the retention of highly 

effective educators. 

C4. Resources, Commitment, and Support for Long-Term Success 

PREP is specifically designed as a capacity and system building activity that once the new 

way of working and learning together is created (Version 2.0), the goals will become “a part of” 

rather than “apart from” collaborating resulting in sustainability. Activity that will support 

PREP’s long-term success include: 

• The partnership has a 20-year history of collaboration. To date, what has been missing 

prior to PREP is the infusion of resources needed to collaboratively create a systems 

approach to recruitment, preparation, and retention and shared commitment to 

diversity work.  

• Graduates of PREP components will understand the importance of the PREP system and 

become leaders within the district, IHE, and Partnership. This leadership capacity leads to 

sustainability. 

• PREP innovations create solutions for the future, by integrating expertise and 

knowledge as well as enabling change through inquiry.  
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• PREP research will position partners to have a greater impact on local and state policy 

conversations, particularly important in Florida.   

• By working together to enact the PREP system, we reduce redundancy in resources 

and become more efficient and collaboration. Clay Education Foundation is also 

committed to sustainability (see letter of support). 

C5. Relevance and Demonstrated Commitment of Each Partner 

CCDS fully supports PREP, providing over  in kind match through salaries, 

classroom space, and other resources. They are equally invested in HSTA, teacher, teacher 

leader, and principal learning; mentoring for teacher candidates/interns and new teachers;  

induction; the PDS model; and data sharing of pertinent data. CCDC has committed to contract 

for each successful PREP graduate (see commitment letters in Appendix E). 

UNF will provide over $4.3 million in-kind contribution as well as the commitment of 

two collaborating colleges (COEHS and COAS). The UNF Office of Enrollment Services, the 

COEHS, and the COEHS Office of Academic Support and Information Systems will support 

recruitment across the educator pipeline through community outreach and relationship building 

in Clay County with CCDS. UNF will set aside RCF work time and other UNF faculty resources 

at the CCDS PDS and partner schools. UNF will provide targeted recruitment, stipends, and 

tuition supports for advanced credentials across the educator pipeline as well as curriculum 

design support and professional development for the infusion of literacy, equity, inquiry, clinical 

practice, and social emotional learning throughout the educator pipeline. (CPP-3).  
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Management Plan 

Given PREP’s commitment to systemic change across the educator pipeline, a 

comprehensive organizational flowchart and systems-level management plan ensures ongoing 

communication across the PREP system (See Figure 4).  

D1. Procedures For Ensuring Feedback and Continuous Improvement 

The comprehensive organizational flowchart consists of: (1) The Leadership Team, (2) 

The Components, their Leaders, and the Lead Connectors, (3) The System Component 

Connectors, (4) The Diversity and Equity Advisors, and (5) The Partnership Advisory Board. 

Figure 4. PREP Organizational Flowchart 

The Leadership Team consists of 

the PI, Co-PIs, and lead 

representatives from CCDS. 

PREP will be led by the PI,  

 Director of 

Clinical Practice and Educational 

Partnerships.  will 

provide oversight for the 

development, implementation, 

and reporting of all PREP system 

components and ensure the 

realization of the comprehensive 

PREP goals related to 

recruitment, preparation, and 
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retention. She will maintain overall responsibility for grant implementation and reporting. She 

will be supported by Co-PIs, , Professor and Dean of the COEHS,  

 Postdoctoral Fellow for Clinical Practice and Educational Partnerships, and  

 Professor of Literacy and Co-Coordinator of Elementary Education. Each Co-

PI has additional roles and responsibilities throughout the organizational flowchart to provide 

leadership within the various structures. Also serving on the Leadership Team are CCDS 

representatives. , Supervisor of Professional Development and lead liaison to 

PREP, and , Resident Clinical Faculty for elementary. The Leadership Team 

meets weekly to ensure communication, oversight, and successful implementation of the grant. 

The Components, Their Leaders, and the Lead Connectors. Each of the 5 components 

have a leader responsible for oversight of all activities, curriculum revisions, and collaboration 

among faculty and CCDS representatives with essential expertise and experience to carry out the 

activities within the component (See Budget Narrative for individual’s expertise). To ensure 

vertical alignment and communication across the educator pipeline, there are 4 lead connectors. 

Each component team meets bi-weekly. 

The System Component Connectors (SCC). PREP is a complex grant designed to build a 

system with multiple components and comprehensive involvement of both university and school 

partners, requiring a coordination, communication, and facilitation. The 9 SCC are key to the 

project’s success as they transcend all 5 components. SCCs are based on current positions within 

COEHS and CCDS. By incorporating SCCs into PREP, new positions and redundancy are 

avoided. SCC 1, Project Progress Monitoring Specialist, will 1) facilitate development and 

ensure the systems approach implementation in program/curriculum development and alignment; 

2) liaise with the CIC, the evaluation subcontractor, to share systems data for continuous 
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improvement, 3) oversee 4 graduate assistant Teacher Fellows to gather and organize naturally 

recurring data for continuous improvement within each component; and 4) lead 

dissemination efforts. SCC 2, the Project Systems Coordinator, coordinates all logistical aspects 

and communications across the educator pipeline and oversees all budgetary and fiscal aspects of 

the grant. SCC 3, External Funding Coordinator, works with the PI on pre- and post-grant 

award processes, procedures, and compliance requirements. SCC 4, the Teaching, Learning, and 

Curriculum (TLC) Department Chair, is responsible for scheduling, staffing, and assuring the 

curriculum leadership across the department, including PREP. SCC 5, TLC Assistant 

Department Chair, is responsible for student support as well as assuring strong connections to 

advising, accreditation, and recruitment efforts in the department, including PREP. SCC 6, the 

COEHS Outreach and Communications Coordinator, provides technology support. SCC 7, 

Director of Assessment and Accreditation, supports program accreditation efforts by collecting, 

organizing, and analyzing assessment data for continuous improvement. SCC 8, the Assistant 

Director for Communications and Marketing, provides social media, recruitment materials, and 

marketing support for PREP. SCC 9, CCDS Human Resources, is responsible for human 

resources and recruiting for CCDS, and will collaborate with PREP to create a seamless pathway 

to support pipeline development.  

The Diversity and Equity Advisors,  and , 

serve as critical friends/thought partners for all components to ensure equity and diversity are 

prioritized. They serve on the Partnership Advisory Board and regularly correspond with the 

leadership team to engage in ongoing courageous conversations. They will point to resources, as 

needed, to guide the curriculum infusion work throughout the pipeline, support the equity audits 
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and offer suggestions for becoming equity-minded and equity-driven as a partnership (  

.  

The Partnership Advisory Board consists of the Leadership Team, Component Leads, 

Component Connectors, System Component Connectors, Diversity and Equity Advisors, and 

CIC Program Evaluators. The Partnership Advisory Board meets monthly to identify connections 

and threads and monitors progress for continuous improvement across the educator pipeline. 

D2. Management Plan  

Below (pgs. 49-50) is an overview of the major milestones, responsibilities, and timelines 

that will be established and monitored. See footnote for key responsible parties.
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rMajor Milestone: Establish PREP organizational inf astructure. 

Steppingstones Responsible4 Yrs Timeline 

(MM/YY) 

Hire personnel PI, TLC 1 10/22 
Dept. Chair 

Contact Leadership Team, Partnership Adviso1y Board Members, System Component PI 1 10/22 
Connectors, Component Leaders, and CIC Evaluators to establish teams 
Convene Leadership Team, Partnership Adviso1y Board Members, System Component PI 1 10/22-11/22 
Connectors, and Component Leaders to give each their charge 
Establish an annual PREP grant meeting calendar of meetings and key events PI 1-5 10/22, 07/23, 

07/24, 07/25. 07/26 
Work with component leaders to establish annual goals and timelines for Component LT 1-5 11/22, 07/23, 
Teams 07/24, 07/25. 07/26 
Meet with Component Leaders to revisit in:frastrncture annually to improve processes LT 2-5 07/23, 07/24, 
& structures 07/25, 07/26 
Contact team members to establish component team CLs 1 11/22 
Convene component team to establish group nonns, review annual goals and timelines CLs 1 11/22- 12/22 

rMajor Milestone: Develop and maintain processes for research, assessment, and progess monitoring. 

Steppin2stones Responsible Yrs Timeline (MM/YY) 

Complete IRB process PMS 1 11/22 
Create a process for maintaining consent fonns PMS 1 11/22 
Identify and hire graduate assistants as two-year Teacher Fellows Pl, Dept Chair 1 11/22-12/22, SP 24 
Develop and maintain a data management system across components LT, PMS, CLs, TFs 1-5 Ongoing 
Establish and annually refine processes for data. collection, ongoing LT, PMS, CLs, TFs 1-5 10/22, 07/23, 07/24, 
analysis, and repo1iing for continuous improvement within components 07125, 07/26 
and across the system 

4 Key: Principal Investigator (Pl), Co-Principal Investigators (Co-Pl), Leadership Team (LT), Component Leaders (CLs), Progress Monitor ing Specialist (PMS), 

Graduate Assistant Teacher Fellows (TF), System Component Connectors (SCC), Assistant Director of Communication & Marketing (ADCM), Partnership 

Advisory Board (PAB), Infusion Architects (IA), Faculty Instructi onal Teams (FIT), Diversity & Equity Advisors (DEA) 
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Develop and implement a dissemination plan that includes a variety of 
outlets to value what matters to both school and university partners 

LT, PMS, CLs 1 
2-5 

01/23, 
10/23 - 06/27 

Plan and implement the annual PREP Inquiry Conference LT, PSC, CLs 1-5 SP 23, 24, 25, 26, 27 
Conduct an equity audit of our processes and procedures and revise 
accordingly 

LT, DEA 2-5 10/23, 10/24, 10/25, 
10/26 

Major Milestone: Establish collaborative and continuous recruiting and retention processes across the system. 

Stenninestones Responsible Yrs Timeline <MMIYY) 

Discuss and analyze cmTent recmitment processes across the components LT, SCC, Comp 
Teams 

1 12/22 

Establish and continually refine recmitment processes LT, SCC, Comp 
Teams 

1-5 01/23-01/27 

Identify and redress baniers in admission processes LT, sec, PAB 2-5 01/24-01/27 
Develop a comprehensive communication and marketing plan LT,eADCM 1 02/23 
Provide professional development for component leads on recmitment and 
marketing strategies to increase emollment 

ADCM 2 Spring 24 

Identify challenges and baiTiers that affect retention within each component PMS ADCM CLs 2-4 Soring 24-26 
Develop processes for student success to address strnggling students within 
each component and refine as needed 

LT, Comp Teams, 
PAB 

3-5 Fall 24-26 

Create an invento1y of scholai·ships & other incentives for recmitment / 
retention 

ADCM,eDept 
Chair 

1 Spring 23 

Conduct an equity audit of our processes and procedures and revise 
accordingly 

LT, DEA 2-5 10/23, 10/24, 10/25, 
10/26 

Major Milestone: Complete curriculum enhancement and alignment within the components and across the system to develop shared 
knowledge of JO PREP strands. 

Steppinestones Responsible Yrs Timeline (MMIYY) 

Contact & convene Infusion Architects to develop shai·ed understanding of roles PI, CLs 1 12/22 
Convene Comp Teams to conduct critical cmTiculum analysis to identify infusion 
oooortunities 

CLs, !As 1 01/23 
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Make cuniculum enhancement suggestions and submit for approval as needed !As, Comp 
Teams, Asst. 

Chair 

1 04/23 

Utilize program evaluation data and student feedback to refine curriculum Comp Teams, 
!As FITs 

3-5 Spring 24-27 

Create and refine tasks, activities, and assignments within the cuniculum in each 
component that ensure relevancy through practice and theory connections 

Comp Teams, 
!As 

1-5 Spring 23 - Spring 27 

Develop and facilitate professional learning opportunities for adjunct faculty, 
university supe1visors, and mentor teachers 

Comp Leads, 
!As 

3-5 Ongoing 

Conduct an equity audit of cmTiculum enhancements and revise accordingly LT,eDEA 2-5 10/23, 10/24, 10/25, 
10/26 

Major Milestone: Create a culture of shared professional learning across the system that reduces redundancy and encourages fiscal 
efficiency through easy to navigate pathways for professional preparation, rejuvenation, and success. 

Steppin2stones Responsible Yrs Timeline (MM/YY) 

Identify areas of redundancy across the system and develop collaborative 
solutions 

LT, PAB 2-5 Quarterly 

Identify shared resources to promote fiscal efficiency across the system LT, PAB 3-5 Annually, 06/25, 06/26, 
06/27 

Utilize program evaluation data to detennine the extent to which PREP is making 
proizress toward goals and recommend adjustments as needed 

LT, PAB 2-5 Annually, 06/24, 25, 26, 
27 

Provide leadership that maintains the intended vision for achieving PREP's goals LT, PAB 1-5 Ongoing 
Maintain collaborative stmctures to encourage communication and sustain the 
oaiinershio 

LT, PAB 1-5 Ongoing 

Conduct an equity audit of our processes and procedures and revise accordingly LT,eDEA 2-5 10/23, 10/24, 10/25, 
10/26 
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