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Chair Sonney, Chair Longietti, and Members of the House Education Committee:
Thank you for giving your time and attention to the dire issue of teacher shortages in
Pennsylvania and for affording me the opportunity to provide in-person testimony. I am
currently a principal at Memphis Street Academy, a charter school in Philadelphia serving
roughly 600 scholars in grades 5 8. Of these 600 scholar’s eighty-six percent of them qualify for
free or reduced lunch. I am also a member of the Pennsylvania Educator Diversity Consortium,
an organization designed to increase the number of diverse educators in Pennsylvania schools. In
my role as a school administrator, I have seen firsthand the impact that teacher shortages can
have on the student experience. Currently, I have seven substitutes providing instruction to
scholars who are not certified teachers. These individuals are working in the capacity of a full
time teacher, due to an inability to fill these positions with certified teachers. The issue of teacher
shortages in Pennsylvania is critical and greatly impacts a variety of stakeholders. The
stakeholders who suffer the most from the teacher shortage are the K-12 students in the state of
Pennsylvania. Additionally, K-12 students in high-poverty and high-minority schools typically
feel the largest impact of teacher shortages.

-

-

In my position as a school principal of a high-poverty school, I lose countless nights of sleep,
determining how to best serve my scholars within these staffing constraints. Only having access
to a substitute teacher as opposed to a certified teacher is detrimental to scholars in many ways.
Teacher shortages and the lack of qualified teachers in high-poverty schools have a negative
impact on student achievement and jeopardizes the ability of students to learn (Garcia & Weiss,
2019). This research was made evident by a recent review of the data from my universal

screener, a quarterly assessment that is administered to scholars to measure their academic
growth. Scholars who were being taught by external substitute teachers made significantly less
progress than scholars who were being taught by our certified teachers employed by Memphis
Street Academy. Furthermore, the social and emotional needs of scholars are less likely to be
met during excessive teacher shortages. For example, all of our teaching staff are trained to use
our social-emotional learning curriculum called Caring School Community. When staff members
constantly have to use their preparation periods to serve as a substitute teacher, their own social
and emotional wellness is at stake. “New research from the Yale Center for Emotional
Intelligence and the Collaborative for Academic, Social and Emotional Learning (CASEL)
shows that teachers are more anxious and overwhelmed since the pandemic and in need of SEL
more than ever.” They cannot deliver SEL to their students if their own SEL needs are not being
met.
Finally, our teaching staff is evaluated on their effectiveness as an educator using the Danielson
Framework. Much of the criteria within this framework is not attainable to an individual serving
in a substitute position because of the fluid nature of their roles and the fact that they are
employed by external agencies. For example, some of the criteria measured in the Proficient
level of the Danielson Framework are as follows:

•
•

•

•

The teacher makes connections with individual students.
The teacher has high expectations for most students and conveys high regard for students’ abilities .
The teacher’s explanation of concepts invites student intellectual engagement and time to share their
thinking with others .
Students direct their comments to one another during full class discussions; there is lively discussion
during small-group work.

It is exceedingly difficult to obtain this level of performance if you do not have formal training
as an educator and are not provided the opportunity to be with the same scholars from the
beginning of the year to the end of the year. Sadly, scholars who are being provided instruction
by substitute teachers are not receiving high-quality instruction from a proficient educator.
Therefore, the teacher shortage is detrimental to scholars because it impacts their academic
progress, their social and emotional needs, and their overall learning experience.
Another issue connected to teacher shortages is the issue of teacher diversity, especially in highpoverty schools. A recent study revealed that individuals who attended high school in the
geographic area in which they taught planned for a longer career in teaching in that district than
individuals who did not attend high school in the area in which they taught (Ronfeldt et al.,
2013). Overall, Rondfeldt et al. (2013) concluded that in addition to personal dispositions, other
characteristics such as race, and neighborhood familiarity can impact teacher retention in highpoverty schools. Therefore, if we want to address the teacher shortage, we must seriously
consider our recruitment and retention efforts for diverse teaching candidates. For example, the
California Classified School Employee Teacher Credentialing Program, has supported

paraprofessionals and other classified staff in earning more than 1,300 teaching credentials since
2016-17, with more in the pipeline. In July 2021, the state of California invested 125 million
dollars in this program and expanded it for another five years. California is definitely seeing the
value of their investment given the large increase in teaching credentials that has occurred since
the inception of the program.
Garcia and Weiss (2020) acknowledged the importance of understanding certain factors
contributing to low teacher retention in order to effectively address the teacher shortage. These
authors ascertained that the teacher shortage is created by a multitude of complex factors, and
this crisis can only be confronted with a comprehensive set of long-term solutions through the
coordinated efforts of multiple stakeholders. Given the research and data being presented, I
implore the House Education Committee to examine the following potential solutions:

1 . Invest in the development of more innovative alternative certification providers and
examine how current alternative certification providers can make their programs
more affordable, accessible, and supportive for graduate-level students to pursue
their teaching certification.
o This will allow for individuals who are already working in schools as long-term
substitutes or already have a bachelor’s degree to pursue a career in teaching and
become fully certified. These individuals are already invested in the school and
just need support with obtaining their certification. Research conducted by
Christine Blazer indicates that most alternative certification programs provide a
viable source of high-quality teachers and even increase the diversity of the
teaching workforce. Retention rates of teachers certified through alternative routes
are comparable to, and often exceed, those of traditional route graduates. One
exception is the Teach for America program, whose graduates are more likely to
leave the teaching profession once their two-year commitment to the program is
completed.
2. Provide incentives and opportunities for local education agencies and non-profit
organizations to support higher education institutions in reimagining teacher
preparation programs.
o This will allow for an increase in teacher retention as a large percentage of
teachers leave the profession due to feeling inadequately prepared to meet the
demands of teaching in high-needs schools. For example, The University of
California developed the Multicultural Urban Secondary English Credential
(MUSE) and MA Program with the primary goal of equipping beginning teachers
with a theoretical foundation for teaching in diverse urban schools, with a
particular focus on social justice, cross-cultural communication, and adolescent
development (Freedman & Appleman, 2009). Statistics from the MUSE program
revealed that 92 percent of individuals in the cohort remained in the teaching

profession and remained at the same school after one year (Freedman &
Appleman, 2009).
3. Invest in Grow Your Own Teacher Programs and Innovative Residency Programs
to build a more diverse pipeline of teachers.
o Educators must immerse themselves in ways to adapt their practice to meet the
needs of all students, given the increasing number of culturally diverse students
(Lew & Nelson, 2016). These programs will allow for students to receive the
opportunity to be supported by diverse educators and for a pipeline of diverse
educators to be created. A recent blog post from The New Teacher Project reveals
that students with the same race as their teacher are more likely to complete high
school and go to college, less likely to be suspended, and more likely to be
referred to gifted and talented programs.
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