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EQUITY DEEP DIVE

 COMMUNITY OF PRACTICE: 
SUPPORTING AND RETAINING TEACHER 

RESIDENTS OF COLOR 
NOVEMBER 30, 2022

PRESENTERS: TRAVIS BRISTOL, PH.D. , JACQUELYN OLLISON, ED.D., &  KARIN COMPISE, ED.D. 



Today’s Journey

• Supporting Preservice Teachers of  
Color Key Learnings with Dr. Travis 
Bristol

• Equity Deep Dive Communities of  
Practice within The CA Teacher 
Residency Lab with Dr. Jacquelyn 
Ollison

• Cultivating a Sense of  Belonging at 
Residency at Teachers College of  San 
Joaquin with Dr. Karin Compise

• Small Group Discussion followed by 
Lifting Up Key Thoughts

• Question & Answer Period



Jot Down Notes According 
to Compass Points: 

Equity Deep Dive 
Community of Practice - 
Supporting and Retaining 
Teacher Residents of Color 
with the California Teacher 
Residency Lab and Dr. 
Travis Bristol.



Lessons Learned from 
Designing Professional Learning Communities 

for Educators of Color  

Travis J. Bristol, Ph.D.
Associate Professor, 

UC Berkeley’s School of Education
@TravisJBristol
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Pre-service Teachers of Color say…

• Black and Latinx pre-service teachers describe little attention to incorporating their 
ethnoracial and linguistic identities during coursework (Haddix, 2010).

• White faculty do not push White students to develop a critical perspective on the 
“achievement gap ” (Brown, 2014).

• White faculty rarely challenged White students’ racist ideas during class discussions 
(Kornfeld, 1999).





Phases One and Two 
• Fall 2017 - Worked with two clinical teacher educators to 

co-design the pre-service male teachers of color affinity 
group. 

• Fall 2017 - Clinical teacher educators trained three 
alumni, who were current classroom teachers, to facilitate 
affinity group sessions.





Phase Three

• Fall 2017 - Designed a research project that 
explored the program- and school-based 
experiences of pre-service male teachers of 
color.   



Professional Learning Community for (Male) 
Pre-service Teachers of Color 

• Finding #1: Making Practice - and Pain – Public

• Finding #2: Content sessions created an opportunity for 
pre-service teachers to deepen their content knowledge  

• Finding #3: Self-care as a Saving Grace 



Finding #1: Making Practice - and Pain - Public 



February (Session 1)
• Observation: One alumni facilitator said: “I’m in a diverse environment…our staff 

is generally White. When I was struggling with classroom management, I had no 
one I could confide in. I couldn’t accept that my students weren’t listening to me.” 

• Another facilitator described how “I could not be vulnerable in my school. I was the 
only man of color in the building.… I didn’t have anyone to turn to…I didn’t have the 
space to be vulnerable. I feared if I shared my struggles, they [my colleagues] would 
add to my oppression.”

•  The third alumni facilitator put it simply: “I didn’t feel safe talking to my 
colleagues.” 



          Growing the People & the Organization 

• We improve organizations when we grow both the people and the 
organization (Bryk, 2010).

• Unintended consequences of affinity groups for pre-service teachers of color

• Focus exclusively on teacher candidates of color
 

• Less attention to the conditions in teacher prep programs needed to support and 
retain pre-service teachers of color



Jot Down Notes According 
to Compass Points: 

Equity Deep Dive 
Community of Practice - 
Supporting and Retaining 
Teacher Residents of Color 
with the California Teacher 
Residency Lab and Dr. 
Travis Bristol.





The CA Teacher Residency Lab

Our Vision

• California’s powerfully prepared, diverse, and thriving teacher workforce advances educational equity and justice, providing the 
learning supports that ensure every student reaches their full potential.

Our Mission

• The California Teacher Residency Lab (Lab) will build a system of  teacher residencies in California that transforms the teacher 
workforce.

We Serve 

• As a conduit for California teacher residency partnerships to easily access a constellation of  support that builds their capacity to 
design effective and sustainable teacher residency programs.

We Emphasize

• Residency to residency support. We are developing the capacity of  California teacher residencies to provide context-specific 
professional support to one another, building a system that over time evolves to support and sustain itself.



Characteristics and Evidence of an 
Effective Teacher Residency Program

The CA Teacher Residency Characteristics: 
• Developed by The Lab
• Serve as a common framework for all CA Teacher 

Residency Programs at various levels of  implementation 
• Exemplify the scope and complexity of  development for 

teacher residency programs 
• Center equity and justice in all aspects of  program 

implementation
• Form the basis of  all support and assistance for CA teacher 

residency programs
• Appear as an Appendix of  all CTC Request for 

Applications
• Today’s Focus: 1, 2, 5, 8, 9

https://cdefoundation.org/staging/wp-content/uploads/2022/08/1.-External_-Nov2021_Effective-CA-Teacher-Residency-Characteristics-Indicators-1.pdf
https://cdefoundation.org/staging/wp-content/uploads/2022/08/1.-External_-Nov2021_Effective-CA-Teacher-Residency-Characteristics-Indicators-1.pdf


Equity Deep Dives

• Residency at Teachers College of  San Joaquin
• Los Angeles Unified Teacher Residency 

– Pasadena
• Los Angeles Unified Teacher Residency - 

UCLA
• Rural Teacher Residency Fresno
• San Diego Teacher Residency
• Marshall Teacher Residency
• San Francisco Teacher Residency
• Oakland Teacher Residency
• Partnership to Uplift Communities (PUC) 

Urban Teacher Residency



Equity Deep Dive Goal

To build capacity in residency programs to support and 
retain preservice educators of  color to navigate their 

preparation programs and clinical practice.



Equity Deep Dive Cohort Learning 
Trajectory

1st Year: 2020-21
• Nested community of  practice within the larger CA Teacher 

Residency Lab Learning Community
• Support Includes

• group learning
• Work in between

2nd Year: 2021-22
• Cohort 1 – New to Equity Deep Dive in Fall 2021
• Cohort 2 – Continuing Equity deep Dive since Fall 2020
• Support Includes

• group learning
• 1x1 Coaching Sessions
• Work in between



Scope of our work

• Session 1: Program-based experiences of  aspiring Teachers of  
Color

• Session 2: Designing an affinity-group for in-service (men) 
Teachers of  Color

• Session 3: Developing mentors/cooperating teachers working 
with aspiring Teachers of  Color

• Session 4: Designing an affinity-group for pre-service (men) 
Teachers of  Color



Action Research: Addressing an Opportunity 
of Practice in Your Teacher Residency 
Program 

TO SUPPORT CONTINUOUS IMPROVEMENT
• Identify an  Opportunity of  Practice related to Teacher 

Residents of  Color. 
• Develop a research question that could help you 

understand your Opportunity of  Practice. 
• Identify the data source(s) you will need to address your 

research question. 
• Develop one “preliminary finding” based on your analysis 

of  collected data.
• What is one policy or practice you might change in your 

residency program based on your preliminary finding?  
• What barriers may prevent you from implementing this 

policy or practice?

Plan

DoStudy

Act 



Overall Objective

To utilize the relationships built within the Lab and 
community of  practice to support residency programs to 

cultivate and strengthen supportive climates and 
conditions for residency candidates to thrive



Residency @ TCSJ
Dr. Karin Compise



Equity Deep Dive Team:

Equity Deep Dive team members consisted of  representatives from these 
departments:

○ Recruitment/Marketing 
○ Residency 
○ Research and Evaluation 
○ Administrative Services
○ Graduate Studies



Opportunity of Practice:

What are the actual experiences of  BIPOC 
teachers/ administrators/students at Teachers 
College of  San Joaquin (TCSJ)? 



Method
Residency Program: Residency@TCSJ

Member Names: Dr. Karin Compise and 
Dr. Crescentia Thomas 

1. Administer the Higher Education Data Sharing (HEDS) survey to 
entire TCSJ community: students, faculty and staff.

n=183 of  which 74 were self-identified BIPOC 

2. Conduct 1:1 interviews with current residents. Focus in on residents’ 
sense of  belonging within their cohort and within the college 
community.

n=9 of  which 7 were self-identified BIPOC



HEDS Data Summary – Open Ended Questions
Spring, 2022
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Residency Program: Residency@TCSJ

Resident 1:1 Interviews
Spring, 2022

Question: To what extent do you feel a sense of  belonging at TCSJ, among your 
cohort, among the staff  and among your instructors? 

 I totally feel a sense of  belonging, acceptance, and 
respect from everybody. Any teachers or professors 
that we have all been extremely supportive and 
respectful and helpful. I do feel very well supported by 
everybody.

Responses from self-identified residents of  color: 
I don’t know if  I would say that I 
feel I belong, but I do feel 
welcomed, like I don’t know how to 
say this without stereotyping myself. 
I mean, I am Hispanic, and there 
are some Hispanic people in my 
cohort, but even between them and 
I, I feel like there are a lot of 
differences, but overall, I do feel 
like everyone tries their best to 
make everyone feel welcome. I care 
about that more than fitting in. 

One of  the residents today said, “I noticed you’re 
speaking out more. I really like that and I’m proud 
of  you.” So you know, everybody makes me feel like 
I belong.

I do feel like I belong in the 
classroom. My professors are 
always willing to hear me out; 
My cohort… I feel like my 
peers are very nice and they 
include me in a lot of  the 
discussions, and activities, like 
outside fun. I really appreciate 
that. I feel like I belong in the 
classroom. 



Additional Findings from Resident 1:1 
Interviews:

● Cohort was a strength for residents
○ It was mentioned nine times by residents of  color as a source of  support

● Program was flexible and responsive to needs
○ Three Residents mentioned that instructors were supportive 
○ Coordinator was mentioned ten times in reference to “support”

● When asked what could be done to improve the program: 
○ Two residents mentioned the need for more support for assessments and that Teacher Performance 

Assessments were a potential barrier
○ Classes in the evenings to allow for opportunities to work or substitute
○ Place residents with mentors who fit their personality 
○ Four residents could not come up with suggestions for improvement



Continuing Work and Next Steps

Residency@TCSJ:
● We have changed all coursework to be in the evening rather than have one day per week 

as a seminar. This has allowed residents to substitute, work, or have a free day when 
needed.

● We continue to improve our assessment support offerings, and we have increased the 
alignment of  assessment preparation with coursework assignments.

● We will continue with relationship-building practices that break down barriers and 
provide support to the cohort: weekly reflections, team-building exercises, opportunities 
for sharing in small groups, group texts, and responsive communication from residency 
faculty and coordinator.

● We will continue to seek feedback from residents, especially residents of  color, to look 
for ways to improve residents’ experiences and sense of  belonging.



Continuing Work and Next Steps

TCSJ Community:
• Our Equity Team is close to publishing a report summarizing findings from the HEDS survey 

which will be shared with all of  our stakeholders. 
• Hiring faculty that is more representative of  our student population is called out in our strategic 

plan which is reviewed regularly by TCSJ’s Leadership Team and the TCSJ Board. Our Equity 
Team will review current hiring practices and offer suggestions for improvement to our 
Leadership Team.

• Our Equity Team and Leadership Team is committed to ensure that our faculty is engaged in 
ongoing professional development regarding equity.

• The Equity Team will send a survey annually to students and faculty to evaluate our progress.
• We are now using our current and former students as “ambassadors” to recruit potential 

candidates from their communities.



Compass Points  
Discussion in 
Small Groups



Q+A

What questions might you have?



Next Learning Cafes

Friday, December 2nd
• Jacquelyn Ollison, Ed.D., Program Director, California Teacher Residency Lab 
• Jacob Guthrie, Los Angeles Unified Teacher Residency Program with UCLA
• Dr. Heather Horsley, Brooke Berrios, Fresno Rural Teacher Residency Program

Wednesday, February 1st & Friday February 3rd
• Pre-K-12 Whole Child: Environments Full of Safety and Belonging
• Teacher Preparation: Development of skills, habits, and mindsets of an equitable 

educator



3rd Annual EdPrepLab Policy Summit

January 24, 2023

Building the Teacher Pipeline:
Emerging Models of Powerful Educator Preparation



Thank you!
For more information visit:

Edpreplab.org


