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Abstract
	The education field has historically underrepresented teachers based on gender, race, and sexual orientation. This has led to a severe lack of diversity in the field. By utilizing professional workshops, educators will have greater awareness of barriers that have caused such underrepresentation. Educators will be given tools to reflect on how this facet of the educational system can be improved.














Introduction
The field of education faces a distinct challenge. Year after year, the number of qualified and effective teachers available to staff our classrooms becomes an ever-decreasing resource. Even as the world enters a new phase of acceptance and openness, barriers still exist that deter specific groups from entering the profession. In terms of demographics, being a teacher is a position held overwhelmingly by white women. This paper will analyze the barriers deter students from entering the field based on race, gender, and sexual orientation. In this paper, we will illuminate the history behind these barriers, how they continue to persist in the modern education system, and what can be done to remove these barriers to make education a more open profession to students of any background.
The education field has a long history of underrepresentation. In 1978, Florida passed a ballot measure known as the Briggs Initiative, a law which would prohibit openly gay and lesbian teachers from working in public schools in the state (Machado, 2016). Prior to this, between 1957 and 1963, members of the Florida Legislative Investigation Committee under the leadership of Senator Charly Johns, published an anti-homosexual propaganda pamphlet called the “Homosexuality and Citizenship in Florida,” also known as the Purple Pamphlet (Machado, 2016). Over the course of six years, the “John’s Committee” began a public campaign of disinformation and propaganda against homosexuals in public schools, universities, and government agencies, conflating homosexuality as part of a Communist plot to "subvert the American way of life by controlling academic institutions and by corrupting the nation's moral fiber" (Machado, 2016).
By publishing its findings, the Committee hoped to persuade the Legislature to enact comprehensive anti-homosexual legislation (Machado, 2016). While the committee folded in 1965 due to the backlash it received from Floridians for “distributing pornographic material”, the Florida Department of Education continued to actively terminate employment of open, and even suspected LGBT educators well into the 1970s (Machado, 2016). It is important to note that the committee closed not due to anger over blatant prejudice and false narrative being placed into the public discourse, but due to the Florida legislature discontinuing its funding as pressure from protestors mounted due to the perceived pornographic nature of the material, not the propaganda itself (Machado, 2016). 
According to the U.S. Department of Education’s report in 2016, there are no other occupations that have greater gender and racial disparity in the workforce. Although there are more awareness and acceptance of LGBT communities throughout the U.S., many LGBT teachers still struggle with the decision of whether to reveal their sexual orientation because of their long history of discrimination (Machado, 2016). 
Teachers of color, historically, received similar treatment (Long, 2020). At the end of Jim Crow laws, the rules of integration would have theoretically leveled the playing field for both students and teachers of color. However, in many cases, the opposite effect occurred. After schools became integrated under law, a mass exodus of African American teachers occurred due to improper dismissal, demotion, or forced resignation as white superintendents in the southern portion of the United States were unwilling to put white teachers or students under the authority of African American educators and administrators (Long, 2020).
This is an issue that is at the forefront our thought processes. Both authors are non-traditional students in the education field. As future educators, both fall into categories that have lower representation in the education field. Haely’s experience as Asian American was discouraged in career choices other than what was acceptable in her culture which was high profiled jobs like doctor or lawyer. The internalization of the “model minority” myth has presented itself in research where Asian Americans are highly represented in occupations that “predicts self-efficacy and interests” (Kantamneni, Dharmalingam, Orley, & Kanagasingam, 2017).
Studies also show another reason for this low percentage of Asians in education is that they choose STEM related careers because of high representation and familial influences to seek more prestigious careers (Lowinger& Song, 2017). Asian Americans are not encouraged to pursue education as a career choice because it is culturally not valued as a “respectable profession” (Mun & Hertzog, 2019. p.132). In addition to being racially underrepresented, Asian Americans are also underpaid (Marrun, Plachowski & Clark, 2019).
Joe’s experience is an extrospective one. When entering training, he stood out as the only male currently in the program. In researching the split between male and female demographics, the data shows more than three-quarters of all teachers in kindergarten through high school are women, according to the Department of Education (Rich, 2014). The disparity between men and women in the education field is the most prevalent in elementary and middle school, where women make up over 80% of all educators. Why is this disparity so great? 
Our solution to these questions comes two-fold. First, by providing teacher development workshops to bring awareness to this disparity and to use critical theory to reflect on how this disparity became so encompassing. In doing so, educators can make efforts to confront institutional barriers that preclude otherwise effective young teachers from entering the field. Second, by directly engaging with students through career events and public speaking engagements at schools, teachers can actively engage students who may otherwise feel education is not a viable career path due to their race, gender or orientation. 
Curriculum Rationale
Our philosophy for this curriculum is based in critical theory by challenging the current status quo of the disparity in representation. In doing so, we challenge both our educators and students to bring awareness of issues that pertain to race, gender and orientation. These barriers are greatly entrenched in our educational system, dating back to how education was initially viewed by our populace.
The stereotype of mentor and tutor figure being a male relates back to Greek philosophy. However, teaching became a viable career option for women who began entering the workforce en masse during the 1960’s. Along with nursing, education became an attractive career option for the first time. As the number of men in the field began to drop, other men began to view education as a less desirable occupation. “It will be less and less in their head that this is an occupation for males” said Richard M. Ingersoll (as cited by Rich, 2014), a professor of education and sociology at the University of Pennsylvania who has analyzed the education department data on the demographics of teaching.
	Knowing these factors are in play can be discouraging to certain demographics. How can the field be changed to become more inclusive? By breaking down the barriers to marginalized demographics, we can increase diversity and inclusion in the field. This will not only increase the viability of education as a career option for a great number of people, but it also opens the possibility of greatly increasing the number of effective teachers in the field. This has a ripple effect across all aspects of education. It provides a work force with different backgrounds and perspectives, provides a diverse field of role models for students who may have trouble connecting with a teacher who may not share their background, as well as providing education profession the awareness it needs to be viewed by the wider populace as a field more deserving of respect. 
Additionally, the populace of students is now more diverse than the teacher workforce entirely. During the 2011-2012 school year. 82% of public-school teachers were white, compared to 51% of all elementary and secondary public-school students being white (USED, 2016. p.6). Contrasting this with just 16% of student and 7% of public-school teachers being African American. 24% of students being Hispanic with only 8% of teachers being Hispanic (USED, 2016. P.6).
Diversity in public schools has a direct correlation with the lack of diversity in the educator pipeline. During the same 2011-2012 school year, 57% of high school graduate were white as well as making up 62% of all students who enrolled in bachelor’s degree programs. In comparison to African American students, who only made up 15% of all high school graduate and 14% of bachelor’s degree seeking students. Hispanic student made up a similar percentage, only making up 19% of high school graduate and 13% of bachelor’s degree seeking students (USED, 2016. P.25).
These percentages greatly resemble the statistics on educators in the field during the same 2011-2012 school year, with 82% of public-school teachers being white, 7% of teachers being African American and 8% of teachers being Hispanic. (USED, 2016. P.25-26).
When the percentages of high school graduates are analyzed under the context of race and economic level, we see we are severely limiting our student’s potential. By creating a curriculum that not only educates our new and experienced teachers on these issues, but also reaching out to high school students who may feel uncertain on their future by showing them that becoming an educator is a path worth considering, not only do we help solve the issues regarding representation, but we can also vastly increase the number of potential teachers entering the field. 
Curriculum Overview 
Our objective for this curriculum is to make fellow educators aware of these barriers and how they can be cognizant of confronting these barriers now and in the future. The curriculum will be performed as a professional development workshop for teachers and administrators. We also want to keep in mind the potential recruitment of future students who may be interested in the profession. We anticipate the timeframe to be in two parts.
First, we believe students should be met with across several meetings throughout the school year, taking place at career day functions, as well as speaking engagements at high schools. These will be aimed at providing greater visibility and context to the profession, as well as answering questions students may have about entering the field.
Second, for new and experienced educators, professional development workshops would be implemented biannually during the academic school year. Eventually, as the curriculum evolves over time, workshops may be implemented quarterly as new issues or subject matter is introduced.

Curriculum in Practice
To implement this curriculum of professional development workshops, there are several strategies that we want to propose. First, schools need to consider adopting teachers’ programs like Grow Your Own (GYO) to attract more marginalized demographic educators into their schools. These are “targeted specifically at educators of color and help to eliminate barriers for educators” (“Grow Your”, 2020, p. 5).  Next, in order to address diversity and inclusion issues, schools must hire more male, minority and LGBTQ teachers. Aside from hiring these teachers, schools should also think ahead of how to recruit future educators. One way we suggest is using the career day event at local high schools or universities. We believe this will be an ideal place for the recruiting school(s) to send the underrepresented group of teachers (male, LGBTQ, teachers of color if applicable) to visit these types of events to share their experiences with the students as to why they chose teaching. It is with great expectation that this kind of exposure and personal experiences will have great impact on how the students will perceive the teaching profession and hope this will encourage more positive and diverse representation of the workforce. 
Third, these workshops should be designed for teachers and administrators to come together to engage in constructive dialogue to discuss issues and challenges that are present in their schools and how best to support each other. Finally, schools should utilize outside resources like specialists or speakers to educate and train current teachers on topics beyond the academics such as diversity, sexual orientation, and race. Educating teachers about the struggles and challenges that teachers of color and LGBTQ teachers face can enhance understanding and better relationship as well.
In engaging with students, participating in community career events, as well as attending public events, such as speaking engagements at local high schools and participation in job fairs with local graduates, all geared toward elevating the status of teaching in the minds of students will be essential. After the teacher workshops are completed, we would encourage several participating teachers to volunteer for these local engagements with students, both from their local communities and beyond. In doing so, they will discuss the viability of education as a career and potentially converse one on one with students who may feel that education is not a potential career due to an preconceived notions about teaching in consideration of their race, gender or orientation.
Curriculum Assessment
We intend to assess our curriculum through a questionnaire. We propose a preassessment as well as post assessment. In the preassessment, the questionnaire should be given prior to each workshop. This will be a reflection exercise for current teachers to reflect on when they entered teaching. What barriers do they recall facing? What was the level of representation in their classes? Were the classrooms homogenous? Post-assessment would be similar questionnaire format issued after each professional development. Participants will be asked to reflect deeper on finding solutions to these barriers, issues, and challenges that they face.



Conclusion 
The Department of Education states “diversity is inherently valuable and breeds innovation” (USED, 2016, p.1). It also provides a greater source of perspectives and experiences. By confronting the barriers of exclusion, the field currently faces, we not only open a career path to a greater number of individuals but enrich the lives of our students and educators currently in the field. In providing a comprehensive curriculum based on reflection through teacher workshops, we not only bring awareness to a reoccurring issue in education, but also provides methods to improve the levels of representation that have plagued the profession for generations.
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