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NorCal GREAT Teachers Pipeline 

The School of Education at California State University, Chico (i .e., Chico State) proposes 

a three-year SEED grant project that will increase the number of highly effective educators in 

our service region through the implementation of evidence-based practices that recruit, prepare, 

develop, retain, and enhance the skills of new and practicing educators. Our proposed project 

will address Absolute Priority #1: Supporting ll:ffective Teachers by focusing on Activity 1 

(Providing teachers from nontraditional preparation and certification routes or pathways to serve 

in traditionally underserved Local Educational Agencies [LEA]) and Activity 2 (Providing 

teachers with evidence-based professional enhancement activities, which may include activities 

that lead to an advanced credential). Our proposal also addresses Competitive Preference 

Priority 1 (Increasing Educator Diversity), Competitive Preference Priority 2 (Promoting 

Equity in Student Access to Educational Resources and Opportunities), and Competitive 

Priority 3 (Meeting Student Social, Emotional, and Academic Needs). 

This project responds to the specific and immediate need for the professional preparation 

of diverse educators. Additionally, this project responds to the ongoing weaknesses in services 

and opportunities for school-aged (K-12) children from under-represented communities within a 

38,000 square mile rural region of northeastern California comprised of high-need LEAs and 

high-poverty schools as well as in the recruitment of preparation for high quality teachers from 

these populations and communities. Using a multi-phased approach, this program's overall 

objective is to recruit, train and support a pipeline of educators (pre-credential, credential, 

credentialed, and graduate study) in teacher education as an implementation approach for the 

preparation and increase of educators in Northern California that is sustainable beyond the period 

of the grant. 
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A. QUALITY OF PROJECT DESIGN 

Absolute Priority #1: Supporting Effective Teachers 

Goals. Our overarching goal is to increase the capacity of a self-sustaining diverse 

teacher pipeline that will serve our LEAs and region with effective educators. Our proposed 

project builds on over 125 years of teacher preparation and partnerships in the far north region of 

California. This proposal also builds on our successful history of co-teaching, residency, and 

continued professional development models. Our project will use Moderate and Strong Evidence 

based approaches from the What Works Clearinghouse (WWC) to address the needs of teacher 

candidates and the students that they serve. Although our teacher credential program has several 

key components of the "pipeline" in place, we need to increase the access to the pipeline for 

nontraditional and underserved students, strengthen the connections between programmatic 

segments in order to prepare a diverse teacher candidate pool, and increase capacity. To this end 

we have three specific project goals: 

Goal 1. Strengthen our teacher pipeline by increasing access and capacity to teacher 

training opportunities for diverse, nontraditional, and underserved educators (CPP 1) that address 

inequities, culturally responsive/sustaining curriculum development, social-emotional learning, 

and healing-centered approaches in diverse placements (CPP 3). 

Goal 2. Address inequities in educational resources and opportunities for underserved K-

12 students (CPP 2) by placing in local schools diverse teacher candidates who are prepared with 

inclusive, equitable, and identity-safe practices and equipped with both resources ( e.g., 

technology, social capital) and skills to effectively use those resources. 
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Goal 3. Build capacity in our community relationships with mentor ( cooperating) 

teachers , local LEAs, and the greater community through outreach, professional development, 

and dissemination. 

Teacher Representation. There has been substantial research on the importance of 

diversifying the workforce so that teacher identities more closely reflect students' racial 

identities (Sleeter et al., 2014). When underserved students see themselves reflected in the 

backgrounds of their teachers, their performance in school improves (Gershenson et al. 2018), 

feelings of isolation dissipate (Carver-Thomas, 2018), and aspirations to attend college improve 

(Gershenson et al. , 2018). Consequently, to build a diverse teacher pipeline (CPP I), we need to 

recruit, train, and retain representative teachers . However, there are several barriers to the 

teaching profession for BIPOC (Black, Indigenous, People of Color) people, including negative 

perceptions of the teaching profession and school in general , as well as inadequate pathways to a 

higher education opportunity (Carver-Thomas, 2018; US Department of Education, 2016). The 

population of the United States is growing increasingly diverse; however, higher education as a 

whole does not reflect that diversity and individuals from historically marginalized groups 

continue to be underrepresented in higher education (US Department of Education, 2016; Thiem 

& Dasgupta, 2022). Marginalized and underserved students often attend underfunded K-12 

schools (Lee & Ekstrom, 1987) and if they come from low income families , they often lack the 

social capital and family knowledge to apply and select a college (Mishra, 2020). Students who 

overcome these high barriers can feel overwhelmed by unfamiliar college culture norms upheld 

by middle- and upper-class expectations, juggling work, attending courses, and worries about 

student loans (Jack, 2019; Mishra, 2020). Once in college, students can struggle to find a sense 
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of belonging and confidence in their ability. This increases stress and anxiety, which can 

ultimately prevent students from achieving their full potential (Thiem & Dasgupta, 2022). 

Various studies highlight the common barriers that restrict qualified individuals from 

pursuing or advancing careers in education as teachers, administrators, researchers, and teacher 

educators. These barriers include a lack of access, financial resources, the distance to the 

university from rural areas, and quality professional development. An understanding of these 

barriers informed the project design, which includes: 1) extensive recruitment processes (Gist et 

al. , 2019), 2) financial support for tuition and related expenses, 3) academic support for 

underserved students to complete degrees and credentials (Nosaka & Novak, 2014), 4) 

professional development for effective and effident teaching (Archer & Hughes, 2011), and 5) 

extensive retention and placement services in exemplary classroom field placements. 

Considering these barriers, the financial support provided by this project is critical to increase the 

number of teachers from underserved populations. 

Underserved Students. When we refer to "underserved" students, we are using the 

definitions provided by the US Dept. of Ed. in the NIA for the SEED program. While the 

definitions provided include a wide range of subgroups, we focus primarily on high school or 

university students who may be experiencing poverty and/or housing insecurity; students of color 

(i .e., BIPOC) including members of a federally recognized Indian Tribes; English learner and/or 

migrant students, students with disabilities; LGBTQI+ students; students in foster care, students 

who are the first in their family to attend postsecondary education; nontraditional postsecondary 

students (i.e., working full-time; enrolling at age 20+; career switch); and/or military or Veteran

connected students. While we acknowledge that each of these subgroups experiences barriers to 

becoming teachers in different ways , we seek broad inclusion of potential students pursuing 
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credentials. We also recognize that these groups are not mutually exclusive; they are 

intersectional (Tefera et al. , 2018). To address and understand the variation among groups 

(Artiles et al. , 2000), bridge "cultural dissonance" (Taylor, 2010) and improve outcomes, we will 

offer "affinity groups" or "learning communities" (WWC, Review Protocol, n.d.) that students 

can self-select and will provide mentorsbip and community building (Valenzuela, 2017). 

Setting & Partner LEA. Butte County, the location of Chico State, has one the highest 

Adverse Childhood Experiences (ACES; Felitti et al. , 1998) scores in the entire state (Let's Get 

Healthy California, 2019). For example, in 2021 , 17.5% of Butte County residents were living 

below the federal poverty level (US Census Bureau, 2021 ). Groups in Butte County that 

exhibited higher rates of poverty were African American/Black, Asian, Hispanic/Latino and 

those who had not completed high school. Additionally, between 2010 and 2014, 24.5% of 

children under the age of 18 were living below the federal poverty level in Butte County. This 

was higher than for both California overall and the United States, in which 22.7% and 21.9% 

were living below the federal poverty level, respectively (Butte County, 2016) ; During the 2013-

2014 school year, 59.7% of the students enrolled in Butte County public schools were eligible 

for Free- or Reduced-Price Lunch compared to 52.5% for the United States (NCES, 2013-2014). 

In the primary LEA, and partner district where the university is situated, Chico Unified 

School District (CUSD), K-12 teachers and teacher candidates do not represent the students they 

teach. Within CUSD, there are 11,911 students enrolled, and their ethnic/racial breakdown is 

55% White, 27% Hispanic/Latino, 6% Two or More Races, 5% Asian American, 1.6% American 

Indian including Native Hawaiian, and 2% African American (Chico Unified School District, 

2021-2022). In addition, 6% are English learners, 51 % qualify for free and reduced meals , and 

13% are students with disabilities. Within CUSD, there are 608 teachers and their ethnic/racial 
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breakdown is 84% White, 10% Hispanic/Latino,< 1 % Two or More Races/No Response, 2.5% 

Asian American 2.3% American Indian including Native Hawaiian/Pacific Islander, and < 1 % 

African American. Below are pie graphs comparing the ethnic/racial demographic breakdown of 

CUSD students and certificated teachers in the current school year. See Figure Al & A2 below. 

Figure Al. CUSD Percentages of Student Ethnicity/Race by Federal Categories. 

Figure A2. CUSD Percentages of Teacher Ethnicity/Race by Federal Categories. 

CUSD Student Ethnicity/Race 
CUSD Tea,her Ethriioity/Race 

• Mulftol,: R,1cc/No Rcspcn,se • Atric..Jir, Anrnrk,.:rn 

The student demographics of our second lead LEA, Oroville Union High School 

(OUHS), are even more ethnically/racially diverse than CUSD. There are 2,334 students 

enrolled, and their ethnic/racial breakdown is 41.6% White, 21.9% Asian American, 17.8% 

Hispanic/Latino, 7% Native American, 6.7% African American, 3.4% Two or More Races , 0.2% 

Native Hawaiian/Pacific Islander. Overall, 78.5% of students are identified as economically 

disadvantaged (California Dept. of Ed., 2021) . Of note, Oroville is home to a large Hmong 

population that makes it distinct from other far northern regions of California regarding people 

who are Asian or of Asian descent. Although the district could not provide demographic 

breakdown of teachers in the district, the faculty is primarily White. In the planning stages of the 

grant, we intend to recruit additional LEA partners in the region. 

These racial disparities between students and teachers is a problem because students need 

to be able to see themselves reflected in terms of who cares for and has responsibility for them 

3 Chico State: GREAT Teachers Pipeline 6 



 

(Carver-Thomas, 2018; Egalite et al. , 2015). Additionally, non-BIPOC students need to have 

diverse teachers in their lives to model a more inclusive world. While this is a well-documented 

national trend (NCES, n.d. ; Schaeffer, 2021 ), we envision our program as a place to recruit and 

support prospective BIPOC teachers as they move through a pathway to teaching. 

Applicant. The School of Education (SOE) at Chico State is well positioned to 

implement this project and meet our goals. Chico State is the leading institution for preparing 

teachers and administrators in the region and is accredited by the National Council for 

Accreditation of Teacher Education (NCATE). Chico State offers state-recognized preparation 

programs and pathways in elementary ("multiple subjects"), secondary, special education (i.e. , 

Mild/Moderate, Extensive Support, and Concurrent), and bilingual education (i.e. , Hmong, 

Punjabi, and Spanish). However, within the SOE, we have identified an overall lack of 

underserved (i.e., BIPOC) candidates enrolled in our programs. The 2021 California State 

University Teacher Credential Program Enrollment dashboard reports the raciaVethnic 

breakdown of our 266 credential candidates: 57% White, 28% Hispanic/ Latino, 7% Unknown, 

2% Asian American, 2% International Student, 2% Two or More Races, and I% American 

Indian. There were no African American students enrolled in 2021-2022, although 3% of the 

undergraduate population is Black. It is also interesting to note that 36% of our undergraduate 

population is Hispanic/ Latino and that Chico State is designated as a Hispanic Serving 

Institution (HSI). However, only 28% of current credential candidates are Hispanic/ Latino. 

BIPOC undergraduates are not choosing to go into the field of education, at least in our 

credential programs. The SEED funding will provide the GREAT Teachers Pipeline with 

necessary materials for recruitment, curriculum renewal, professional development, and tuition 

for students to support their financial commitment to becoming teachers. 
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Al. The extent to which the training or professional development services to be provided 
by the proposed project are of sufficient quality, intensity, and duration to lead to 
improvements in practice among the recipients of those services. 

Over the 3-year period of the grant, the GREAT Teachers Pipeline will develop and 

deploy training, professional development, and student services that are appropriate, high 

quality, and timely to meet the three goals of the project. These services include: academic 

advising, training and use of social emotional learning (SEL), healing-centered engagement 

(HCE), culturally-sustaining practices, and integrated technology support. 

Academic Advising. One student service that the GREAT Teachers Pipeline is focused 

on providing is effective evidence-based advising. According to the WWC Practice Guide 

Effective Advising.for Post Seconda,y Students (Karp et al., 2021 ), "impacts of advising are 

magnified when advising is integrated within a broader structure of holistic student support ... 

where they are developmentally, addresses their individual needs, leverages their strengths, and 

focuses on student learning and development." (p. 1) In this WWC Practice Guide on advising, 

Practice Recommendations (PR) 1-3 focus on how to design or transform advising within a 

holistic student support model that informs our project (See Evidence Form). PR 1 (Moderate 

Evidence): Intentionally design and deliver comprehensive, integrated advising that incorporates 

academic and non-academic supports to empower students to reach their educational goals. Our 

renewed approach to advising will be based upon recommendations of Miller et al. (2021) 

including: caseload, integrated technology, synduonicity, equity, and student engagement. PR 2 

(Strong Evidence): Transform advising to focus on the development of sustained, personalized 

relationships with individual students throughout their college career. This will occur with 

individualized advising, supervision, and affinity groups to help underserved students (Nosaka & 

Novak, 2014). PR 3 (Strong Evidence): Use mentoring and coaching to enhance comprehensive, 
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integrated advising in ways that support students' achievement and progression. Mentor and 

coaching will occur through supervision and affinity groups (e.g. , Maton et al. , 2000). 

Social Emotional Learning (SEL) & Healing-Centered Engagement (HCE). SEL 

supports students in developing self-awareness, advocacy skills, and interpersonal relationships 

(National Center for Learning Disabilities, 2021 ). Curricula in SEL, stress management, time 

management, and resiliency skills, and collaborative practice address causes of attrition named in 

current research (Darling-Hammond, 2006) because "social and emotional competencies (are) 

essential to all learning" (Jones & Kahn, 2017, p. 6). Additionally, this need for SEL curricula, 

training, and resources in our service region is significant as recognized by the California 

Department of Education's Transformative SEL implementation of Competencie and 

Condition for Thriving , which provides a development framework (K-Adult) for self-awareness, 

self-management, social awareness, relationship skills, and responsible decision making ( see 

Appendix G; CDE, n.d.) based CASEL's research and SEL framework (CASEL, n.d.a). 

Furthermore, highlighting the needs of our service region (see Setting & Partner LEA above) and 

student population (see Applicant above), SEL training and implementation will be critical in 

sustaining a teacher pipeline. 

To meet the needs of a diverse student population, however, our approach has to move 

beyond just SEL to include healing-centered engagement (HCE· Ginwright, 2018) and improve 

teacher diversity (Wright ct al. , 2017). Whereas SEL often focuses on an individual's skills, HCE 

involves a more holistic, systematic approach that is cultural, civic, spiritual , and collective. 

Consequently, HCE is not just for students, but also for educators and communities. In our 

project, participants and educators will experience HCE through group processing/counseling, 

and creating brave spaces to foster difficult and productive and open dialogue that includes and 
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affirms the voices of people from all social identity groups (Adams et. al, 2016; Arao & 

Clemens, 2013 ; Ieva et al. , 2021). Our project will embed SEL and HCE in the program through 

advising, affinity circles, and mentorship as well as explicitly teach and model SEL and HCE in 

courses, PD, and Summer Institutes. 

CulturalJy Sustaining Practices. Culturally sustaining practices are important to the 

development of diverse and underserved teachers because they help incoming teacher candidates 

to see themselves reflected in the curriculum. Paris and Alim (2017) define culturally sustaining 

pedagogies as practices that seek to "perpetuate and foster-to sustain-linguistic, literate, and 

cultural pluralism as part of the democratic project of schooling" (p. 93). Moving one step 

beyond cultural responsiveness (Ladson-Billings, 1994), culturally sustaining pedagogies honor 

the identities of teacher candidates, giving them a place in the school setting where they feel 

affirmed and valued. Research shows that classrooms with a positive climate (i .e. sense of 

connectedness and belongingness, enjoyment and enthusiasm, respect for all) promote higher 

academic achievement and engagement (Reyes et. al , 2012). Students in the GREAT Teachers 

Pipeline will be influenced by the pedagogies and climate employed by their teachers (i.e. 

undergraduate and SOE faculty, cooperating teachers). Often, building healthy emotional 

climates are excluded in teacher preparation and in-service training (Brackett et al. , 2009), and 

we aim to change this. An instrumental part of this work is providing consistent PD towards 

learning how to sustain classroom learning environments that are culturally sustaining, positive, 

and affirming of culture and identity. Our PD will be focused on both theory and classroom 

practices that can alleviate the isolation and unbelongingness that underserved students often 

experience in higher education (Thiem & Dasgupta, 2022). 
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Technology. The GREAT Teachers Pipeline utilizes three evidence-based 

recommendations that focus on using technology to support particular aspects of student learning 

described in a second cited WWC Practice Guide, Using Technology to Support Postseconda,y 

Learning (Dabbagh et al. 2019; see Evidence Form). Practice Recommendation (PR) 2 

(Moderate Evidence), suggests using personalized, and readily available digital resources to 

design and deliver instructional content. This will be accomplished by using and demonstrating 

communication, collaboration, and assessment tools such as social media, Google Suite, 

Blackboard, Canvas, Remind, Zoom via smart-phones, tablets, and laptops to increase interaction 

among students and between students and instructors (e.g. , Couzin, 2016). PR 3 (Moderate 

Evidence), encourages the use of technology that models and fosters self-regulated learning 

strategies. Technology tools will be used for goal setting, progress monitoring, automated 

feedback, and repeated evaluation (e .g., Sullivan, 2016). PR 4 (Moderate Evidence), advocates 

for using technology to provide timely and targeted feedback on student performance. The 

project will employ technology to provide timely and targeted feedback on student performance 

through platforms such as Blackboard, Pronto, GoReact, and Canvas (e.g., Evans et al., 2008). 

Additionally, teacher credential candidates will be instructed in how to appropriately use 

technology with their own classrooms increasing access to the general education curriculum (as 

required by IDEA and Common Core State Standards) for all students. This project will increase 

the capacity and number of teachers to effectively use and implement a technology-based 

approach, specifically for inclusive settings (across partner sites, including rural) under the 

framework of Universal Design for Learning (UDL). Specifically, students will use varied, 

personalized, and readily available digital resources such as podcasts, instructional videos, and 

other online media to scaffold and maximize efficiencies in coursework and instructional 
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delivery. They will also use simulation technologies that help students engage in complex 

problem-solving such as group chat, shared whiteboards, video conferencing, and browsing. 

A2. The extent to which the proposed project is designed to build capacity and yield results 
that will extend beyond the period of Federal financial assistance. 

The proposed project is designed to increase capacity of underserved students in our pre-, 

credentialing, and Master's programs that will extend beyond the period of Federal financial 

assistance in several ways. First, through a sustained focus on transitions, momentum towards 

completing degrees, social and emotional awareness and intervention, our intent is that this 

motivation will extend beyond the grant funding and create lasting impact on the students which 

it serves. Secondly, this grant affords a collaboration between several partners from k-12 

educational institutions and the university, which will generate increased trust and partnerships 

working to create long-lasting standards for supporting disadvantaged students along our 

proposed pipeline. This will occur as we build connections with high school faculty through co

taught high school courses and continue to utilize campus structures (i.e. Summer Bridge, 

Educational Opportunity Program [EOP], First Year Experience [FYE], REACH) to 

accommodate and meet the needs of underserved students. Additionally, the structure for 

professional development will include consistent yearly programming that is continually shaped 

to meet the needs of our students in the credential program beyond funding. A renewed and 

informed curriculum including SEL, cultural sustaining practices, and embedded technology will 

continue to be offered for underserved students who will benefit. Based on continued evaluation 

of needs, supports, and effectiveness, we expect sustaining improvement in student advising, 

affinity groups, and SOE faculty instruction as we work to eradicate assumptions and stereotypes 

of underserved students. This work will continue as new possibilities are explored for fostering 

cultural connections on campus, in LEAs, and community at large ( e.g., community student 
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showcase). The focus on local students and schools in the North State region further strengthens 

our ability to integrate teaching, research, and service within our regional community (Mayfield, 

2001). Moreover, we will intentionally expand partnerships with surrounding districts who wish 

to engage in similar high-leverage practices for underserved students (Coburn, 2003). Finally, 

throughout the process of implementing the work in this grant, there is tremendous opportunity 

for further reflection and greater understanding of how our institution can best support the 

students from our own region based on their unique circumstances. We expect that this funding 

opportunity will not only open doors for future students, but for all those who work with them as 

well. These ripples of continued focus, understanding, and change will last long after the funding 

is complete. 

A3. The extent to which there is a conceptual framework underlying the proposed research 
or demonstration activities and the quality of that framework. 

The GREAT Teachers Pipeline project is built upon the School of Education's 

Conceptual Framework to enact a Theory of Change as visualized in our Logic Model (Figure 

A3.2). 

Conceptual Framework. The SOE's Mission, Vision, and Conceptual Framework 

(Appendix G) are the foundation of this work. Collectively, we prepare "educators to meet the 

needs of a diverse, democratic, and sustainable society through inquiry, collaboration, and 

service toward a socially and ecologically just world" (SOE, n.d.). In creating pathways for 

underserved students to become teachers, we are showing our commitment to diversity and 

inclusion both within the university and within our local community (Valenzuela, 2017). 

Through our programs and professional development, we will provide tools to enable teachers to 

cultivate social and ecological justice within their classrooms. This framework directly addresses 
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our goals of building and sustaining a diverse teacher pipeline with educators who, themselves, 

serve their diverse communities with their skills and resources. 

Theory of Change. Understanding the barriers and solutions for the underserved students 

is essential in our work. Thiem and Dasgupta (2022) propose a relevant model that addresses 

both the barriers and solutions for underserved students at two particularly tenuous crossroads; 

entering into college, and exiting to the workforce (see Figure A3.1 ). Underserved students may 

adjust their behavior and mindset to overcome barriers over time, however "structural change 

requires institutions to rethink their programs, policies, and processes to become more inclusive 

of all students" (Thiem & Dasgupta, 2022, p. 215). This model informs the process to achieving 

our project goals and outcomes (see Figure A3.2. Logic Model). 

Figure A3.1. Identified barriers and solutions mapped out across time (Thiem & Dasgupta, 
2022) 

Solutions 

• Exposure to unlve~ity culture 
• Alumni and community mentoring 

programs 
• Summer bridge programs 

• Communal culture 
• Growth m ndset practices 
• Near-peer mentoring 
• Living-leam ng communities 
• Faculty role models 

• Broader professional networ 
• Experiential learning 

opportunities 

I 

I K-12 Education>) Higher !Education Career 

Insufficient soclal capital, negative stereotypes, low performance expectations 

>> 
I I I 

I · Inadequate school resources 

t t t f t t 

I 
I • Balancing paid work and college 

• Cultural mismatch 
• Lack of representation on campus 
• Lack of relat onshlps with same-

identity peers and faculty 

• Limited professional 
networks 

• Unequal access to 
employment opportunities 

Barriers 
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Figure A3.2. Logic Model. 
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A4. The extent to which the services to be provided by the proposed project involve the 
colJaboration of appropriate partners for maximizing the effectiveness of project services. 

The services provided by the proposed project will involve the collaboration of several 

essential partners. The REACH program supports first-generation freshman from traditionally 

underserved backgrounds through hubs, mentorship, personal advising, and social connections. 

Mentoring programs are widely available on campus including Peer-Plus Mentors (supporting 

undergraduates through their academic journey and envisioning becoming a graduate student), 

Wayfinders Mentoring Program (specifically targeting 2nd - 4th year undergraduates in a 

successful academic journey, and First-Year Experience Peer Mentors ( connecting first-year 

students with knowledgeable sophomores, juniors and seniors to assist with projects and 

coursework). The Educational Opportunity Program (EOP) provides comprehensive support 

services enhancing knowledge, understanding, and skills for academic success for students who 
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have experienced economic, educational, or environmental barriers to higher education. High 

school students transitioning to the university may be served by these programs which increase 

their social capital (Walton & Cohen, 2007) and their ability to effectively navigate and utilize 

campus resources (Housel & Harvey, 2009). Additionally, new students can find a source of 

community at the Cross-Cultural Leadership Center and the Gender and Sexuality Equity 

Coalition on campus. Because ethnic and socio-economic status can be associated with increased

rates of undiagnosed intellectual and developmental disabilities (Emerson, 2012), our university 

provides extensive academic and counseling support through the Student Learning Center (i.e. , 

Office of Accessible Technology and Services, Accessibility Resource Center, Wellcat 

Counseling). Underserved students often feel compelled to work during college (Broton & 

Goldrick-Rab, 2016), limiting opportunities for social connection and raising the risk of poor 

acaderru c performance (Neyt et al. , 2019) and dropping out (Stinebrickner & Stinebrickner, 

2003). It is particularly difficult to work while completing a credential program and students are 

supported in getting access to Calfresh Program (Supplemental Nutrition Assistance Program) 

and the Wildcat Pantry to avoid food insecurity. Once in the credential program, students are 

supported by program coordinators, SOE faculty, supervisors, and cooperating teachers focused 

on their success in the classroom and finishing teaching commission requirements. 

AS. The extent to which the design of the proposed project is appropriate to, and will 
successfully address, the needs of the target population or other identified needs. 

As indicated in the preceding sections, there is a strong need for mechanisms that ensure 

underserved students in our service region are represented in the classroom, have access to 

resources to become educators themselves, and utilize pedagogies that not only embrace SEL, 

but also are culturally sustaining. Our project pipeline addresses those needs by: I) reinforcing 

and increasing capacity in the segments of the pipeline that currently work well, 2) creating new 
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access point to careers in education in underserved schools (i.e. , high school course credit, career 

changes, training for paraprofessionals), 3) building stronger connections (i.e. , Summer Bridge, 

First-Year Experiences, co-enrollment [ITEP]) between segments of the teacher pipeline, 4) 

enhancing institutional and community connectedness for students through mentor-led affinity 

groups, 5) improving student engagement, retention, and achievement through continuous 

academic advising, and 6) providing financial support to underserved students. 

B. SIGNIFICANCE 

Bl. Importance & likelihood of proposal outcomes on teaching and student achievement 

Our goal is to strengthen our teacher pipeline and increase capacity by developing a 

"grow your own" (GYO; Gist, 2022; Gist et al. , 2019; Valenzuela, 2017) diverse teacher 

program that focuses on SEL, HCE, targeted PD, and creating connections for underserved high 

school students with the university through year-long residency for credential candidates (Silva 

et al. , 2014, 2015). GYO programs can promote inclusive practices and intentionally affim1 the 

resilience developed through experience in underserved and nontraditional students (Gist, 2022, 

Gist et. al , 2019). Our focus is developing and training teachers who are prepared with inclusive, 

equitable, and identity-safe practices. We will create a sustained pipeline that starts supporting 

underserved students in high school and recruiting nontraditional students to education. 

Representation and Mentorship. Students need to see themselves in their teachers , 

mentors, and curriculum to be successful. "As one student shared, 'It would be a big thing for us 

to see more instructors of our color, because it would give us the hope that we can get to where 

he is or maybe past where he is.'" (The Education Trust West, 2017, p.10). This is further 

magnified when students are linked with a mentor. Mentors can provide powerful connections 

for students, and impact motivation and perseverance (Angus & Hughes, 2017; Gist et al. , 2019). 
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When students both in college and in high school, see themselves in their teachers and their 

mentors, these connections are amplified. We seek to increase the number of diverse teacher 

candidates in Northern California schools. Students who see themselves reflected in the 

classroom culture, and classroom management style have been reported to have increased social 

emotional and academic success in school (Carver-Thomas, 2018; Dee, 2004; Gershenson, et al. 

2018; The Education Trnst West, 2017). 

Emotional support and connection. Students need access to resources both emotional 

and tangible to be able to self-regulate and prosper in school settings. Student achievement is 

directly linked to social emotional well-being (Buckner et al. , 2003; CASEL, n.d.b; Eriksen & 

Bru, 2022). When students feel com1ected, seen and beard, academic achievement increases (The 

Education Trust West, 2017; Osher et al., 2009). Social emotional support systems that are 

culturally sustaining and individualized help in supporting students both socially and 

academically (Brooks-DeCosta & Lenard, 2022). Students who believe they can learn and grow 

social emotional skills have stronger connections to their schools, both socially and academically 

(Brooks-DeCosta & Lenard, 2022). 

PD and inservice opportunities will be provided to participating LEA. Teachers will have 

the opportunity to access and implement evidence-based SEL practices with underserved 

students. Training will strengthen the abilities of all teachers to provide a safe space ( or brave 

spaces; Arao & Clemens [2013]) to all students, enhancing connectedness and support systems. 

Access to IHE. Our project provides students opportunities to access college courses 

while in high school, increasing their motivation to attend college. Strong connections, including 

dual enrollment in college coursework, early outreach, and faculty mentors were found to 

support both enrollment in rigorous coursework, and the percentage of students attending college 
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(The Education West Trust, 2017). When high school Students of Color are provided access to 

college level coursework in high school, and an atmosphere that promotes both "college and 

career" (p.8) more students graduate and attend college (The Education West Trust, 2017). The 

report defined Students of Color as "African American, Latino, Native American, Pacific 

Islander, Hmong, or Laotian" (The Education West Trust, 2017, p. 2) aligning with this project's 

definition of underserved. 

Creating avenues for underserved students to access social justice-focused university 

coursework in high school allows them to envision becoming change agents in education 

(Goings, et al. , 2018). Mentoring, and development of social emotional strategies supports access 

to IHE through building confidence and purpose in al1 students, starting with those in high school 

(The Education West Trust, 2017). 

B2. The overall costs of the proposed project are reasonable considering persons to be 
served and to the anticipated results and benefits. 

Simply stated, the cost of becoming a credentialed candidate in California is prohibitive 

for many-- this is especially true for underserved and underrepresented students who are already 

facing economic inequities. In order to better serve underrepresented students, regardless of 

age/grade, a program must be able to serve and support them. The primary costs are associated 

with developing the diverse teacher pipeline with candidates who are well equipped and versed 

in SEL. Consequently, most of the funds are expended on elements that directly benefit those 

students, credential candidates, and practicing teachers. Nonetheless, the total amount requested 

($ 13 .4M) is reasonable considering the anticipated results and benefits. Over three years, our 

plan would directly support 720 students financially, academically, socially, and emotionally in 

working toward and/or completing their degree or teaching credentials at a cost of approximately 

$18,673 per student. However the direct benefits extend beyond our pre-, credential candidates, 
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and Master' s students. SOE faculty and LEA teachers will also benefit from the professional 

development offered via Summer Training Institutes, inservices, and PLCs. 

B3. The potential for the incorporation of project purposes, activities, or benefits into the 
ongoing program of the agency or organization at the end of Federal funding. 

There is great potential for the incorporation of project purposes, activities, or benefits 

into the ongoing programming both at Chico State, the SOE, and in our LEAs at the end of 

Federal funding. The potential is great because th.e project builds upon existing infrastructure 

( e.g., credential programs, HSI designation) and relationship with LEAs. The elements that are 

new or revamped from existing structures and programs focus on the diverse student pipeline 

through expanded recruitment, enrollment, retention, and post-graduate engagement. Successful 

project structures will be directly integrated into the education pre-, credential , certificate, and 

graduate programs at California State University, Chico. NorCal GREAT Teachers Pipeline will 

thoroughly and convincingly build capacity, readiness, and strategies of the partners to address 

the goals of the grant through growing cohorts of experts across the proposed pipeline. Readiness 

for implementing the project' s approach will begin immediately and each year of the grant, 

additional experts will be trained so the number of experts grow quickly, sizably, and decisively 

across CA and nationally. Additionally, by directly integrating into existing programs, this 

project creates a sustainable model so that training and implementation of the approach can 

continue beyond the grant' s funded timeline. 

The project will enable the SOE to work in ways that have been hindered by lack of 

funding and time. Once the new and revised structures are in place, many can be sustained 

through existing mechanisms and roles (e.g., program coordinators, outreach). Other aspects and 

outcomes of the pipeline are designed to be synergetic and self-renewing. For example, by 

having diverse teacher candidates serve in diverse settings, K-12 students can see the potential to 
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become a teacher themselves, and through continued outreach to local high schools they will see 

a viable pathway to becoming an educator. Additionally, the project goals and objectives align 

with the SOE 's Mission, Vision, and Conceptual Framework (Appendix G). As such, the work 

will be sustained beyond federal funding as indicated by our in-kind contributions that primarily 

come from coordination work, professional development, and workshops. We also believe that 

the data collected around our innovative and culturally sustaining practices will prove effective 

such that other funding sources (internally and externally) can be obtained to continue the 

practices. 

B4. The extent to which the results of the proposed project are to be disseminated in ways 
that will enable others to use the information or strategies. 

Our dissemination plan is multilayered. First, we plan to share the results of our findings 

with our stakeholders and LEA partners. This dissemination would take place via quarterly 

meetings with LEAs, advisory board meetings, webinars, and via professional development 

sessions. Our local dissemination also includes reporting findings at our Summer Training 

Institutes for teacher professional development and at our semester PD events. These events, as 

feasible, will be webcast and recorded. Recordings and summaries would be posted on the SOE's 

webpage. Similarly, we will use social media platforms to connect and interact with the 

community, teachers, scholars, and administrators. To build community connections more than 

unidirectional, we plan to also implement community showcases with our partner districts that 

highlight the work of credential candidates, partner teachers, and their students. Some of these 

annual showcase and recrnitment opportunities already exist with "The Chico Experience," 

"Choose Chico," and career/hiring fairs. To those opportunities, in collaboration with our partner 

teachers and credential students, develop community cultural showcases that highlight students' 

work, honor their heritage and families, and celebrate diversity in our schools. Our local , 
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community-based dissemination will be vital to sustaining a GYO program beyond the life of the 

grant (Valenzuela, 2017). Similarly, dissemination within our own University community wil I be 

vital to address institutional barriers (Gist et al. , 2019). Second, we plan to present our project 

and findings to the at-large academy both regionally and nationally. Regionally, in California we 

plan to present at both the California Council of Teacher Education's annual research conference 

and California Teachers Association conference/instih1tes each year of the grant. Nationally, we 

also plan to present at the American Educalional Research Association, National Network.for 

Education Renewal, the National SEL Conference, Association of Teacher Education, annual 

conferences. Third, we plan to disseminate the findings via book chapters and journal 

manuscripts. Target publication venues include, but are not limited to: ACTION in Teacher 

Education , Journal of Teacher Education, Education in a Democracy, Pro.fe sional Development 

in Education, and Journal of Social Emotional Learning. When appropriate, final products 

disseminated will be both open educational resources (OER) and licensed through an open 

access licensing authority. Finally, in alignment with our plan for replication (see section D5), 

documentation (i.e., measures, memos) will be posted on the SOE' s website. 

C. QUALITY OF MANAGEMENT PLAN 

Cl. The extent to which the goals, objectives, and outcomes to be achieved by the proposed 
project are clearly specified and measurable. 

As recorded in Table Cl, our goals, objectives, and outcomes are "SMART" (O'Neill, 

2000). They align with the SEED grant's Absolute Priority I of supporting effective teachers 

with plans for "moderate evidence" with positive outcome using large samples (>350 students) at 

multiple sites. These goals, objectives, and outcomes also tie directly to our Conceptual 

Framework, Theory of Change to identify and remove barriers for underserved populations (i.e., 

BIPOC students and teachers), and Logic Model. 
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Table Cl. Goals, Objectives, and Outcomes 

Goal 1. Strengthen our teacher pipeline by increasing access and capacity to teacher training 
opportunities for diverse, nontraditional, and underserved educators (CPP 1) that address 
inequities, culturally responsive/sustaining curriculum development, social-emotional learning, 
and healing-centered approaches in diverse placements (CPP 3). 

Objectives Outcomes 

1.1 Recruit and retain diverse I a: Over 3 years, recruit, enroll, and retain up to 75 high 
candidate students at all stages school and 300 undergraduates students in pre-credential 
of higher-education courses; enroll and credential 300 new teachers; enroll and 
1.2 Jmplement culturally graduate up to 45 Master ' s candidates; >60% of which will 
sustaining curriculum, practices , be from underserved communities. 
and training for credential 1 b. Connect and enroll >60% of high school student 
candidates. participants in transitional (e.g., Summer Bridge) and first
1.3 Model, use, and implement year programming (e.g. , REACH, FYE). 
SEL and healing-centered I c: LEAs will provide priority hiring preference for 
approaches in training/ GREAT Pipeline candidates. 75% of credentialed 
placements. candidates will secure placement in an underserved setting. 

Id. All SOE faculty will examine their course content and 
pedagogy to implement and model culturally sustaining 
curricula and practices. 
le. 100% of funded Master's-level students will complete a 
course on trauma-informed education and SEL practices. 

Goal 2. Address inequities in educational resources and opportunities for underserved K-12 
students (CPP 2) by placing in local schools diverse teacher candidates who are prepared with 
inclusive, equitable, and identity-safe practices and equipped with both resources (e.g., 
technology, cultural capital) and skills to effectively use those resources. 

2.1 . Place diverse teacher 2a: 100% of teacher credential candidates in the program 
candidates in diverse school will complete 1 year of high-quality clinical experience in a 
settings. diverse LEA/school setting. 
2.2 Provide technological 2b: >75% pre-service candidates will observe quality 
support and training for faculty teaching in a diverse school/setting (for up to 50 hours). 
and for teacher c:andidates to use 2c: 100% of credential candidates in the program will have 
in their placements. access to technological resources (hardware and software) 
2.3 Build community and and training to implement those tools. 
connections through advising, 2d: 80% credential candidates in the program will 
counseling resources, and experience and use technology to provide timely feedback 
support networks for teacher and help with self-regulation of learning (i .e. , goal setting, 
candidates. self-assessment) as documented in observations and 

reports. 
2e: On disposition rubrics, 80% mentor teachers will 
indicate their candidates rate at 3 or higher at the end of the 
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first semester and 4 or higher at the end of the second 
semester regarding social justice, professional 
responsibility, and communication. 
2f: l 00% pre-credential and credential candidates in the 
program will participate in one-on-one academic advising 
and affinity groups based on self-identified demographics 
that honor their identities. 
2g: At the end of each term, based on participant surveys 
and corroborated by supervision observations, >80% of 
candidates will have implemented at least 3+ SEL 
techniques to their own practice and feel more connected to 
their students and school. 
2g: 100% of funded Master's-level students will complete a 
course on digital media and online learning. 

Goal 3. Build capacity in our community relationships with mentor (cooperating) teachers, 
local LEAs, and the greater community through outreach, professional development, and 
dissemination. 

3.1 Develop and implement 3a: >75% of mentor teachers will participate in PD around 
professional development SEL, culturally sustaining pedagogy, and technology. 
opportunities for mentor >80% of attendees will inclicate satisfaction and plans to 
teachers and partner LEAs implement practices in their classroom via exit survey. 
around SEL and culturally 3b: The SOE in partnership with LEAs will embark on 
sustaining practices. community outreach that solicits parent input and 
3.2 Maintain and expand showcases diversity, equity, and inclusion in the classroom. 
community outreach to 3c: Present model and results at 6+ conferences (regional 
underserved communities that and national). 
honor and promote diversity 3d: Prepare at least 2 manuscripts for peer-reviewed 
3.3 Disseminate locally, publication. 
regionally, and nationally our 3e: Provide a program evaluation that meets WWC 
progress and results and standards with reservation for program effectiveness. 
evaluation of the project. 

C2. The adequacy of the management plan to achieve the objectives of the proposed project 
on time and within budget, including clearly defined responsibilities, timelines, and 
milestones for accomplishing project tasks. 

As indicated in Table C2, the GREAT Teachers Pipeline team has created a project plan 

with specific, measurable , and attainable goals that are appropriate to the budget. Specifically, 

the project will support 720 students financially, academically, and emotionally at a cost of 

approximately $18,673 per student. The timeline includes both overall goals and milestones to 
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ensure the project is on track and within budget. Each milestone indicates the people responsible 

for implementation. Specific responsibilities of the project team are delineated below. 

Responsibilities & Human Capacity. Tbe GREAT Teachers Pipeline team in 

coordination with the faculty of the SOE and LEA partners are capable and excited to plan, 

implement, and manage all aspects of the project to diversify our teacher candidate pool. Our 

faculty are practiced experts in curriculum development, teacher preparation, and culturally 

responsive pedagogy. CVs of key personnel are included in Appendix C. 

Ph.D. (Educational Psychology) will serve as Project Director (PD) and is 

well-suited to lead the GREAT Teachers team. - is an Associate Professor in the SOE at 

Chico State. He serves as program coordinator for the Master's in Education. He has experience 

serving as a PD on several federal and state grants (JES- MOCCA; IES - MOCCA-College; 

COE-Teacher Quality State Grant; Project ESTEEM) and has served as PD on several 

professional development grants for quality online learning and teaching in higher education. Ile 

also has served as a program evaluator (internal and external) on several other teacher 

professional development grants (e.g., Far North Literacy Development Consortium, North State 

Art Education Consortium). He will also lead the team's evaluation plan. All GREAT Teachers 

Pipeline team members will assist in data gathering, community outreach, and dissemination. 

While all SOE faculty and supervisors will be responsible for implementing, modeling, 

and evaluating curriculum expectations (i.e., SEL, HCE, technology), key members of the 

GREAT Teacher Pipeline project team will lead the SOE faculty and supervisors in professional 

development. All team members have experience and expertise in developing and delivering 

effective professional development opportunities to our service regions. Additionally, -

vill assist current credential pathway program coordinators -
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and in managing pathway 

specific academic advising. nd-will also assist in pre-credential advising, 

creating and managing affinity groups, facilitating mentorship, and developing professional 

development opportunities for LEAs and mentor teachers. 

The Project Director- with assistance from GREAT project team members, 

will be responsible for training and mentoring a to-be-hired program assistant regarding the 

service regions, partner districts, and SOE procedures. This program assistant will be responsible 

for general program management (e.g., processing payments, taking meeting minutes), project 

communication (e.g., scheduling meetings with LEAs and advisory board), and will lead 

recruitment efforts ( e.g., social media, commercials, career fairs). The program assistant will also 

be supported and trained by our college-level grants office personnel. 

As indicated above, faculty mentors are a vital component to the success of our project. 

These mentors are to be hired and trained upon initiation of the grant. Faculty mentors will lead 

affinity groups. Faculty mentors will employ SEL and HEC strategies to build compassionate 

connections with students that they serve. To the greatest extent possible, faculty mentors will 

reflect the affinity groups they are a part of based on the demographics of their traditionally 

underserved student population. Faculty mentors will essentially provide cultural capital to help 

navigate higher education and the teaching profession. 

Organizational Capacity. Originally the State Normal School at Chico, Chico State is a 

comprehensive university, and is a part of the largest University system in the US. Serving 

nearly 16,000 undergraduates and 1000 graduate students a year, Chico State is diverse and has 

many programs designed to support and serve students. It is a Hispanic Serving lnstitution (HSI). 

Chico State Enterprises (CSE) is responsible for grants and contracts administration for the 
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campus. CSE administers hundreds of scholarly, artistic, and entrepreneurial projects each year 

with annual revenues of about $35-$40 million. CSE has successfully managed similar federal

and state-funded teacher preparation and professional development grants (e.g., RiSE, Project 

ESTEEM, Triad Project, Rural Teacher Residency, CLASS; Fulbright Teaching Excellence and 

Achievement, Study of the U.S. Institutes for Secondary Educators). Therefore, Chico State is 

well situated to administer a SEED grant of this magnitude. 

Table C2. Key Activities by Objective, Responsibilities, Timeline and Milestones 

Notes. PD=Project Director; GREAT= GREAT Teachers Pipeline Team; Coordinators= 
Credential Pathway Coordinators; PA= GREAT Program Assistant, LEA= Local Education 
A . SOE S h 1 f Ed . genc1es; = C 00 0 ucat1on. 

Goal 1. Strengthen our teacher pipeline by increasing access and capacity to teacher training 
opportunities for diverse, nontraditional, and underserved educators (CPP l) that address 
inequities, culturally responsive/sustaining curriculum development, social-emotional 
learning, and healing-centered approaches in diverse placements (CPP 3). 

Timeline 
Activity Role 

Yr 1: 2022- Yr 2: Yr 3: 2024-
23 2023-24 25 

Objective l. l Recruit and retain diverse and non-trad. candidate students at key points in the 
pipeline. 

Hire program PD, GREAT Oct/Nov NA NA 
coordinator/assistant (PA) 
and Faculty mentors 

Mentor training PD, GREAT, Nov/Dec Aug; Jan Aug; Jan 
Coordinators 

Recruitment of nontraditional PA, GREAT, SOE Ongoing; Ongoing; Ongoing; 
students (Paraprofessionals, Faculty Oct, March Oct, March Oct, March 
Career change) 

Recruitment and interviewing PA, GREAT, SOE Ongoing; Ongoing; Ongoing; 
of students (pre-credential, Faculty Oct, March Oct, March Oct, March 
credential, and Master's) 

Implement/teach college- GREAT, SOE Jan-May Aug-May Aug-May 
credit course in area high Faculty 
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schools 

Recruit GREAT teachers in LEA, Coordinators Oct-Sept Oct-Sept Oct.-Sept 
partner LEA; Recruit 
additional partner LEA 

Graduate diverse, non-trad. GREAT, SOE, May Dec, May Dec, May 
undergraduates, highly Students 
qualified credential 
candidates, and Master's 
candidates! 

Objective 1.2 Implement culturally-sustaining curriculum, practices, and training for 
credential candidates. 

SOE summits/PD on GREAT, SOE Jan Aug. Aug. 
culturally sustaining 
pedagogy ( open to full 
campus) 

Revisions and GREAT, SOE Jan-Sept Oct-Sept Oct-Sept 
implementation of out Faculty 
education comsework 

Summer Training Institutes GREAT, Aug Aug 
Coordinators, PA 
LEA, SOE Faculty 

Objective 1.3 Model, use, and implement SEL and healing-centered approaches in training/ 
placements 

Program Analysis and PD, GREAT, SOE Oct-Dec Aug-May Aug-May 
Alignment, PD Faculty, Advisory 

Boards 

SEL Implementation in core SOE Faculty Jan-May Aug-May Aug-May 
courses 

Evaluate growth/effectiveness PD, GREAT, May Dec/May Dec/May 
Advisory Boards 

Goal 2. Address inequities in educational resources and opportunities for underserved K-12 
students (CPP 2) by placing in local schools diverse teacher candidates who are prepared with 
inclusive, equitable, and identity-safe practices and equipped with both resources ( e.g., 
technology, cultural capital) and skills to effectively use those resources_ 
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Objective 2.1. Place diverse teacher candidates in diverse school settings. 

Secure and place pre- and GREAT, SOE Oct-Sept Oct-Sept Oct-Sept 
credential candidates in placement 
diverse settings. coordinator 

Objective 2.2 Provide technological support and training for faculty and for teacher candidates 
to use in their placements. 

Secure tech resources for GREAT, Dec Aug, Aug, 
faculty and students Coordinators, PA Dec Dec 

Develop training for GREAT, SOE Oct-Sept Oct-Sept Oct-Sept 
technology integration Faculty 

Objective 2.3 Build community and connections through advising, counseling resources, and 
support networks for teacher candidates. 

Biweekly affinity group GREAT, Mentors, Jan-May Aug-May Aug-May 
meetings PA 

Monthly programming, GREAT, Mentors, Jan-May; Aug-May; Aug-May; 
academic advising, PA Fair-Spring Fair-Spring Fair-Spring 
professional networking, and 
career counseling (career fair) 

Goal 3. Build capacity in our community relationships with mentor ( cooperating) teachers, 
local LEAs, and the greater community through outreach, professional development, and 
dissemination. 

Objective 3.1 Develop and implement professional development opportunities for mentor 
teachers and partner LEAs around SEL and culturally sustaining practices. 

Summer Training Institutes GREAT, LEA Aug Aug 

Semester Inservices GREAT, LEA Dec, March Dec, March Dec, March 

Create and update website for GREAT, PA Jan, May  Aug, Jan, Aug, Jan, 
PD recordings, curricula, May May 
measures, and data 

Objective 3.2 Maintain and expand community outreach to underserved communities that 
honor and promote diversity. 

SOE summits/PD on GREAT, SOE Jan Aug Aug 
culturally sustaining 
pedagogy ( open to full 
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campus) 

Community Showcase GREAT, LEA May May May 

"Choose Chico" GREAT,PA April April April 

"The Chico Experience" GREAT, PA Oct Oct Oct 

Objective 3.3 Disseminate locally, regionally, and nationally our progress and results and 
evaluation of the project. 

IRB application & approval GREAT, PD Summer 22 NA NA 
for data collection analysis 

Community engagement via PC, GREAT Nov-Sept Oct-Sept Oct-Sept 
social media (Recruitment, 
announcements , etc.) 

Communication with LEA GREAT, PC, LEA Monthly Monthly Monthly 
(Oct-Sept) (Oct-Sept) (Oct-Sept) 

Ongoing data collection from GREAT, PC, LEA Dec-Sept Oct-Sept Oct-Sept 
students and analysis 

Ongoing data collection from GREAT, LEA Dec, Mar, Aug, Dec, Aug, Dec., 
mentor teachers/LEAs May Mar, May Mar, May 

Information via newsletters, GREAT, PC, LEA Monthly Monthly Monthly 
emails, and PD opportunities (Oct-Sept) (Oct-Sept) (Oct-Sept) 

Professional conference GREAT Apr Oct, Apr Oct, Apr 
presentations 

Manuscripts GREAT NA NA Aug/Sept 

D. QUALITY OF EVALUATION PLAN 

The overarching goal of the NorCal GREAT Teachers Pipeline is to increase the capacity 

of a self-sustaining diverse teacher pipeline that will serve our LEAs and region with effective 

educators who are prepared to address the social-emotional needs ofK-12 students. Our key 

program evaluation questions reflect those priorities and are presented in Table D. 

Table D. Project Evaluation Research Questions 
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Key GREAT Teachers Pipeline Research Questions 

1. Are GREAT Pipeline teachers more or less likely to complete credentials, remain in the 
field, and work in diverse settings than non-pipeline teachers? 

2. Are GREAT Pipeline teachers more or less effective at creating inclusive, supportive, 
equitable, unbiased, and identity-safe learning environments for their students than non-
pipeline teachers? 

3. Are GREAT Pipeline teachers more or less effective at supporting K-12 students in their 
SEL than non-pipeline teachers? 

Evaluation of the project will: 1) produce evidence of effectiveness that meets the What 

Works Clearinghouse's (WWC) standards with reservations; 2) be ongoing, formative, and 

multifaceted to demonstrate progress toward stated outcomes; 3) align with project goals and 

outcomes using appropriate performance measures; 4) produce evidence that is valid and reliable 

on those outcomes; and 5) document the overall project and results that could lead to replication 

of project's approach, strategies, and activities. The Project Director will lead the evaluation 

process in collaboration with the GREAT Teachers Pipeline team, LEA, SOE, and the SOE 

advisory board. The overall project evaluation project will be guided by our logic model (Figure 

A3.2) and follow best-practices for program evaluation. Specifically, the evaluation team will 

employ methods of evaluation as detailed in the W K. Kellogg J•oundation Evaluation Manual 

(2017) and Linfield and Posavac' s Program Evaluation and Case Studies (2018). 

D1. The extent to which the methods of evaluation will, if well implemented, produce 
evidence about the project's effectiveness that would meet the WWC standards with or 
without reservations as described in the WWC Handbook. 

To monitor program implementation, evaluation will have four purposes: development, 

accountability, monitoring, and knowledge or dissemination. Using mixed methods designs, 

quantitative and qualitative data will be continuously gathered from multiple sources in order to 
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assure that the project progresses steadily towards its goals of enhancing teacher education 

within coursework and at student teaching sites. Data includes the readiness for technology 

infrastructure available, and outcomes of PD. Table DJ depicts: program outcomes, research 

questions, associated data sources, and planned analyses. 

Table D1. Program Outcomes, Questions, Data Sources, & Analyses 

Program Research Questions Data Sources Analyses1 

Outcomes 

Increased Are GREAT Pipeline • Quantitative and • Paired sample t-tests, 
recruitment and teachers more or less qualitative exit Wilcoxon, McNemar's 
retention of likely to complete surveys ( dependent on survey 
teachers from credentials, remain in the • HS participant items) 
underserved field, and work in enrollment rates • A OV As (by pathway, 
and diverse settings than • Credentials, if warranted by n) 
nontraditional non-pipeline teachers? degree, • Chi-Square 
populations. completion rates • Logistic/Nonparametric 

• Employment Regression 
history 

Increased Are GREAT Pipeline Quantitative and • • Paired sample t-tests, 
effectiveness of teachers more or less qualitative Wilcoxon, McNemar's 
cultural effective at creating surveys (pre, ( dependent on survey 
attitudes for inclusive, supportive, post, formative) items) 
teachers from equitable, unbiased, and Candidate • • Wilcoxon (rubric, disp.) 
underserved identity-safe learning observations • ANOV As (by pathway, 
populations. environments for their (CORE mbric, if warranted by n*) 

students than non- dispositions) 
pipeline teachers? 

1 Based on a power analysis (Chow et al. , 2008), our anticipated sample sizes (control n = 300, 
intervention n = 300 (100 per cohort) are appropriate to the planned statistical analyses for our 
primary research questions. Specifically, for our pair sample t-test we need 34 per group, for a 
two tailed a=.05 , to detect a .5, effect size. For our logistic regressions (odds ratio 2.0), at 
minimum we would need N = 69 (sample n = 34; control n= 34) to detect an effect at a=.05 . 
Similarly, for our planned A OVA we would need N = 158 for three variables to detect a srnall
to~moderate effect (.25) at a=.05. To conduct Chi~Square and McNemar' s analyses, we will need 
at least one observation compared to expected observations. Wilcoxsin will require at least 
N= i 56, n = 78 per group at a=.05. Statistical analysis will be conducted using SPSS (IBM). 
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Increased 
effectiveness of 

Are GREAT Pipeline 
teachers more or less 

Quantitative and • 
qualitative 

• Paired sample t-tests , 
Wilcoxon, McNemar' s 

teachers from effective at supporting surveys (pre, ( dependent on survey 
under-served 
populations at 

K-12 students in their 
SEL than non-pipeline 

post, formative) 
Candidate • 

items) 
• Wilcoxon, 

creating teachers? observations Nonparametric 
socially/emotio (CORE rubric, Regression (rubric data) 
nally literate 
classroom 
environments. 

dispositions) 
Student • 
achievement 

• ANOV As (by pathway, 
if warranted by n*) 

data 

*Pathway refers to credentialing pathways (e.g., multiple subjects, single subject, SPED, etc.) 

Building upon the advising practice guide for postsecondary students by Karp et al. 

(202 1) and the technology practice guide for postsecondary students by Dabbagb et al. (2019), 

the evaluation of the NorCal GREAT Teachers Pipeline will produce evidence of project 

effectiveness that meets the WWC standards with reservations. As required by WWC (2022), our 

project is located in the US, will be reported in English, includes an ehgible sample/populations 

from two or more sites (i.e., CUSD, OHSD), and will employ a quasi-experimental design 

(WWC, 2015) using a) comparison of two distinct groups (intervention and control2
) , b) an 

established baseline, c) minimized confounds, and d) outcome measures. We will establish 

baseline equivalence between groups of students., candidates, and teachers who are and are not 

included (including in-program and "retrospective cohorts" for available data2
) in the 

intervention components of the project. Baseline variables include, but are not limited to: SES, 

GPA, or admission scores. However, not all variables can be matched. Specifically, the 

2 Our control cohort will consist of students enrolled in our credential program for Fall 2022. 
This cohort includes a pool of approximately 300 students (i .e. , 104 multiple subject candidates, 
140 single subject candidates, 35 education specialist candidates, 10 bilingual candidates, 22 
concurrent candidates),who can be used for matching with our GREAT Teacher Pipeline 
credential candidates across all 3 cohorts and compared on newly developed measures ( e.g. , SEL 
surveys). Additionally, retrospective cohorts can be used on standard SOE measures (i .e., GPA, 
CORE rubric, dispositions) . 
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California State University has become a "test-optional" institution (e.g. , Belasco et al. , 2015; 

Buckley, 2020); admission scores may be unavailable for newer cohorts of students. In the event 

that our baseline measures indicate a difference (>.25 standard deviations), statistical 

adjustments consistent with the WWC Standards and Procedures will be made. In the event we 

are unable to match groups, we will use propensity scores using logistic regression models on 

key variables (e.g., basic demographics) . Our key outcome measures align with those established 

by the WWC Review Protocols (WWC Effective Advising, n.d. ; WWC Technology, 2017): 

access to programming; progressing in college (attendance, credit, persistence, motivation); 

academic achievement; postsecondary degree attainment; credential attainment; and post

graduation outcomes (i.e. , hiring, retainment). Consistent with WWC Review Protocols (WWC 

Effective Advising, n.d. ; WWC Technology, 2017), our project, intervention, and evaluation 

includes subgroups of postsecondary students who are underserved, nontraditional, and graduate 

students. Also, consistent with the WWC Review Protocols, our project includes interventions 

(Moderate Evidence) with advising programs, strategies, and technology tools; 

mentoring/coaching; personalized learning with goal setting; collaboration and communication 

tools ; and content creation. As described below under D2, our evaluation plan permits periodic 

evaluation to inform the intervention (i.e., formative assessment measures), but also consistent 

with WWC Review Protocols, the final assessments closest to the end of the intervention will be 

prioritized for final reports. 

D2. Methods of evaluation will provide performance feedback and permit periodic 
assessment of progress toward achieving intended outcomes. 

Ongoing and continuous data collection and analysis will be able to summarize the 

project's process and impact and discovery patterns (e.g. , Exploratory Data Analysis [EDA], 

Behrens, 1997), and used for scaling-up the interventions (Bryk et al. , 2015 , Coburn, 2003) for 
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the duration of the project. At each stage the project team will collaborate with LEAs and our 

advisory board to design formative measures (e.g. , surveys), analyze relevant data, monitor 

project progress, make decisions for maintenance and improvement, and discuss strategies for 

sustaining the endeavor beyond the grant period. The GREAT Teachers Pipeline team will meet 

biweekly to review outcomes and revise goals and objectives as needed. The project team will 

use the data to inform and share performance feedback to participants, faculty, LEAs, and 

mentor teachers . 

D3. The exteut to which the methods of evaluation include the use of objective performance 
measures that are clearly related to the intended outcomes of the project and will produce 
quantitative and qualitative data to the extent possible. 

Our process for continuous improvement will involve mixed-methods perfomrnnce 

measures that directly relate to our project outcomes (Table Cl). These outcome measures align 

with SEED program performance measures regarding percentages of teachers who serve 

high-need students, are highly-effective, and when appropriate, serve underserved students for 

two or more years post credentialing. Specifically, we will use a combination of program 

documents, classroom observations/checklists, participant and stakeholder surveys, participant 

interviews/focus groups, achievement/completion data, and hiring and retention data for analysis. 

To measure effectiveness, we will use existing SOE measures to monitor teacher 

candidate progress in the classroom relevant to project goals. Specifically, we will use the CORE 

Rubric and Candidate Disposition Fonn (Appendix G). The CORE rubric is the SOE evaluation 

instrument used for monitoring credential candidate growth and teaching abilities over practicum 

placements. The CORE rubric is aligned to the California Teacher Performance Expectations of 

highly effective educators (California Commission on Teacher Credentialing, 2016). Key 

components of the CORE rubric (i.e., Culture of Leaming) are directly related to project goals. 
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All faculty and supervisors are trained on the CORE rubric to ensure calibration and reliability of 

ratings. The Candidate Disposition Form is the evaluation instrument used to monitor pre- and 

credential candidate growth on dispositions. Key components of the CORE rubric (i.e. , Social 

and Ecological Justice; Communication; Professional Development) are directly related to SEED 

grant priorities (AP 1, CPP 1, CPP 2) and project goals of supporting underserved and 

nontraditional students. 

Additionally, to measure cultural attitudes, technology competencies, and SEL and HEC 

implementation we will administer established measures (e.g. , Watt & Richardson, 2007; 

Christensen & Knezek, 2018; Cormier, 2021; Liang & Zhang, 2009) to study participants. When 

necessary, we will develop and administer new surveys to collect these data. These surveys will 

be used as part of our periodic assessment of progress to provide programmatic feedback (see 

section D2) and as part of our final evaluation. 

Data will also be collected from analyzing sh1dent completion, hiring, and retention rates . 

Quantitative and qualitative surveys will be admjnistered to credential candidates and Master's 

candidates at program exit as well as after one and three years of employment or program 

completion to monitor the effectiveness of the educational technology personnel preparation 

program. Credential graduates, Master ' s candidates, and employer follow-up surveys will 

provide annual, quantifiable data used for program development and improvement. One and 

three years following the certification/graduation of each credential candidate and Master's 

student, surveys will be sent to the graduate and their administrator to elicit their assessment of 

program effectiveness according to specific skill~ and competencies needed on-the-job. The 

results of assessments will be compared with perceived importance of the project objectives. 

D4. The extent to which the methods of evaluation will provide valid and reliable 
performance data on Relevant Outcomes. 
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Evaluation methods will be consistent with Standards for Educational and Psychological 

Testing (AERA, APA, & CME, 201 4).To build ensure valid and reliable performance data, the 

evaluation team wi 11 ensure that the measures and data sources are appropriate to the constructs 

under study ("nomological net", Cronbach & Meehl, 1955). To this end, we will: 1) use existing 

validated measures when appropriate and available (e.g., content validity) ; 2) triangulate data 

(i.e., surveys, candidate observations, and interviews) when appropriate (e.g., criterion, 

concurrent validity; Moon, 2019); 3) use objective measure of observable behaviors (i.e ., CORE 

rubric; Clark & Watson, 2019); 4) develop new scales as necessary using best practices (e.g., 

employ review panels, pilot test surveys for clarity and accuracy; Boateng, et al. , 2018); 5) 

conduct item analysis for surveys (Cronbach 's a]pba for internal reliability) ; 6) use appropriate 

sampling, administration, tracking, and reporting procedures; 7) calibrate observation measures , 

rubrics, and checklists (Cohen's Kappa; Jensen et al. , 2003; McHugh, 2012); 8) collect 

observational teaching data in context ( ecological validity); and 9) monitor fidelity to program 

interventions at all stages of implementation by faculty, mentors, credential candidates, and 

mentor teachers (Gearing et al. , 2011). Consequently and purposefully, our outcome measures 

related to our evaluation research questions {Table Dl) will yield reliable and valid data. 

Similarly, our proposed methods of analysis are appropriate to the research questions, to the 

amount of data to be collected, to the types of data collected (i.e. , nominal , rank, interval , or 

ratio), and the number of comparisons to be made. 

D5. The extent to which the design for implementing and evaluating the proposed project 
will result in information to guide possible replication of project activities or strategies, 
including information about the effectiveness of the approach or strategies employed 

In order to guide project replication and record effectiveness, the evaluation design and 

reporting will be consistent with and aligned to best program evaluation practices (Royse et al. , 
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2015). Documentation will include, but is not limited to: fidelity agreements, instrumentation, 

implementation memos, annual reports, and a final report. As permitted, materials, memos, 

measures, curriculum, and data will be posted publicly on the SOE website for access and use. 

Our methods for recruitment, inclusion criteria, assignment to condition, and procedures for data 

collection will be included in this documentation. Our methods of data analysis will also be 

documented, including our processes for determining baseline equivalence grouping, corrections 

(if needed), identifying potential confounds, and exploring mediators. As indicated in our 

Dissemination Plan (B4), program infonnation and effectiveness will be shared locally, 

regionally, and nationally via social media, comumnity/University events, presentations and 

peer-reviewed publications. Our dissemination will align with WWC reporting standards in peer

reviewed publications regarding the level of effectiveness (e.g., Moderate, Strong) or to be 

included in related practice guides. 
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