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INTRODUCTION 
 
The Muskogee Public Schools (MPS) is a diverse and innovative school system with 8 elementary 

schools, 2 K-8 magnet schools, 1 junior high school, 1 high school and 1 alternative academy. The 

District employs 36 administrators, 34 salaried support, 402 teachers, and 295 support staff.  The MPS 

recruitment plan must be strategic in order to not only hire highly effective staff who are an excellent 

match for the District, but to also develop pipelines of candidates for hard-to-fill areas.  In the following 

sections it is the administrations intent to clearly articulate the ideal characteristics of a MPS candidate as 

well as the parameters of the search for those candidates. 

 
As current MPS employees retire or move out of the District, it must be our focus to seek and actively 

recruit highly qualified, effective candidates for every vacancy. Ideally every candidate, upon hire, will 

hold the appropriate certification and endorsements for the position for which they are hired. Furthermore, 

the desired candidates must have a commitment to life-long learning and a willingness to actively 

participate in professional learning communities. Among other characteristics, administrators must be 

instructional leaders who have the skills and passion to guide their staff through implementation of the 

district adopted programs and processes, the State Standards and the TLE evaluation system. Certificated 

staff must be solution-focused and work effectively with colleagues; they must have the aptitude for 

gathering data and analyzing that data to improve their effectiveness. Support staff must have a 

commitment to continuous improvement as they support the operational and instructional needs of the 

system.  All new hires must have a capacity and a commitment to using and fostering the use of 

technology. 

 

It is important that MPS continue to hire across the spectrum; our workforce must be composed of various 

levels of experience, backgrounds and reflect the diversity of our student population. The common 

denominator among all candidates will be an unwavering commitment to the success of all students as 

well as a dedication to meeting the differentiated needs of student groups, including special education, our 

growing population of English Language Learners, students of poverty, and our most capable students.  

 
 

 

 

Diversity Plan & Implementation Process 2015 

 MPS Superintendent accountable for leadership and implementation 

 Recruit, hire, retain teachers, administrators, and staff of color 

 Increase and improve cultural competency of all teachers, administrators, and staff 

 Improve communication with community regarding diversity initiatives 

 Develop student engagement and learning opportunities regarding diversity 
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Diversity Mission Statement 
Teaching our children, and ourselves, to live, learn, and work together in a vibrant and diverse 

world. 

Diversity Vision Statement 
To continue our mission of being a public school district in Oklahoma that is dedicated to 

excellence, by providing an excellent education to all students that assures they will be 

successful in an ever changing world. We will have a staff that reflects the racial, ethnic, and 

gender diversity of our student body and our community. 

 

We will build trusting relationships with all students and their families, establishing our school 

district as the recognized leader of equitable community engagement in Oklahoma.  

 

We will develop and support culturally competent, transformational leaders who exhibit cultural 

awareness, attitudes, knowledge, and skills. These leaders will create inspirational learning 

experiences that encourage and motivate all students and staff to achieve their highest levels of 

performance. 

 

The Importance of Diversity for Muskogee Public Schools 
The Muskogee Public School (MPS) prides itself on providing high quality teaching and 

instruction for all students. However, as the racial and ethnic populations have changed and 

continue to change for Muskogee, MPS has not kept up with the pace of reflecting the diversity 

of its shifting populations across its ranks of teachers, support staff, and administrators. This plan 

represents a desire for change that better serves a growing populations of students of color and 

better prepares all students for diverse, collegial, and professional work environments. This plan 

also addresses the need to address the under representation of males among our staff. Ultimately 

this document is designed as a first step in developing an evolving, robust blueprint to shape the 

future diversity actions of the district. This plan consists of three main pillars: (1) recruit, hire, 

and retain teachers, administrators, and staff of color, (2) recruit, hire and retain male teachers 

within the core subject areas and elementary ranks, and (3) increase cultural competency of all 

teachers, administrators, and staff. 
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Goal I:  Recruit, hire, and retain teachers, administrators, and staff of color 

 
Short-term strategies (3 months-1 year): 

 Human resources will make contacts, visit, and establish relationships with university 

department chairs and teacher education program coordinators at Historically Black 

Colleges and Universities, as well as all comprehensive, regional, and senior state 

universities in Oklahoma. The objective is to target emerging teachers of color who might 

have an interest in applying for positions with MPS. This partnership building process 

could create a long-term pipeline of potential new teachers of color from a wider range of 

universities.  

 The district will build a list of state and national online services that serve applicants of 

color in finding teaching and education administration positions.   

 Review all current MPS recruitment and hiring practices for indications of unintentional 

or intentional bias or exclusionary practices.  

 Assistant Superintendent/Superintendent attend the National Human Capital Leadership 

Summit which is focused upon teaching the best practices of recruitment and retention in 

today’s PK-12 environment.  

 Establish an oversight committee of Leadership Team members, Human Resources, and 

Teacher Curriculum Leaders to make recommendations to Assistant Superintendent and 

Superintendent on recruiting and hiring racially and ethnically diverse teachers, 

administrators, and staff. 

 Review language of job descriptions to ensure optimal focus on diversity, knowledge, 

skills, and backgrounds of candidates. 

 Establish policy and procedure of district wide diversity orientation for all building 

leaders and interview committees. This includes developing a consistent process for 

screening and interviewing job candidates that includes questions and scenarios relating 

to diversity and equity. Develop process of selecting diverse staff to serve on all 

committees. Invite Community members of color to serve on screening and/or hiring 

committees. 

 

Long-term strategies (1-3 years): 

 Discuss diversity issues and goals during bargaining sessions with unions regarding 

seniority system in current contract 

 Develop partnerships with local community organizations; faith centers, regional/national 

organizations (e.g., Ministerial Alliances, NAACP, Hispanic Leadership, Chamber of 

Commerce). 

 Establish an Educators Rising Club at MHS.  Educators Rising cultivates highly skilled 

educators by guiding young people on to a path to becoming accomplished teachers, 

beginning in high school and extending through college and into the profession. 

 In order to grow at the local level we must develop informational sessions for community 

members, especially community members of color, about the requirements for district 

support positions (para pro test, drug screening, background check, etc.) and job specific 

qualifications as described by adopted job descriptions.  
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Rationale for goal: 

 

The larger goal of increasing teachers, staff, and administrators of color will be 

considered a high priority for the district over the next 3-5 years. Intentionality and action 

are the key concepts to making this goal more than a talking point. When considering the 

changing demographics of Muskogee and the low representation of teachers, staff, and 

administrators of color currently employed, the public message most likely conveys that 

although Muskogee Public Schools focuses on providing an excellent offering of 

academics, electives and activities, it is behind the times and lacking when it comes to 

mirroring the surrounding community and utilizing the full benefits of a diverse 

workforce. MPS will strive to for excellence in academics and become excellent in the 

area of diversity. 

 

To accomplish the goal of diversifying the MPS workforce, a reasonable amount of funds 

will be allocated and earmarked annually to support diversity related outreach and 

recruiting. These funds will represent the level of commitment the district has regarding 

increasing diversity among its staff. It must be noted that the ability to fund this 

adequately will be impacted by state funding of education overall. 

 

Hiring rationale: Increasing the racial and ethnic staff by 2% in the short term is a very small 

number the rationale for this number is based upon the following: 

 District budget constraints 

 Teacher shortage 

 Status of teacher pay compared to surrounding states 

 2% is an obtainable goal and the percentage is for the entire district and will be spread 

out evenly throughout the district. 

 

Retention rationale: We wanted to demonstrate that the need for staff of color was an important 

component of the Diversity Plan and that every teacher hired under this plan is valued. 
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Goal II:  Increase cultural competency of all teachers, administrators, and 

staff 

 
Short-term strategies (3 months-1 year) 

 Provide professional development training in relationship development for all teachers 

and staff (1 per year). Provide cultural competency training for all new staff members 

during new teacher orientation (e.g., Ruby Payne, or other diversity training program or 

diversity consultants) 

 Develop a cultural liaison team for each area of secondary and elementary 

 Develop a district-wide multicultural awareness brochure, getting input from existing 

research and community members (e.g., changing demographics in Muskogee and 

Oklahoma, cultural perspectives on communities of color within Muskogee) and make it 

available in English and Spanish. 

 

Long-term strategies (1-3 years) 

 Offer voluntary summer professional development programming in cultural competency 

 Create a library of non-fiction literature and on-line resources for teachers to implement 

on cultural competency 

 Create and administer in-house survey to capture and measure data on diversity related 

issues such as staff perceptions, cultural belief systems, cultural self-assessment, and 

levels of trust among teachers, administration, and staff members. 

 

Rationale for goal: 

 Although administration feels that our staff overall does an excellent job of serving a very 

diverse and underprivileged student body, it is felt that to sustain that environment we 

must be intentional in building a cultural of mutual respect.  Increasing the cultural 

competency of all teachers, administrators, and staff and building MPS capacity as a 

welcoming environment for diverse groups of students and parents exists as a primary 

objective of any short or long-term diversity plans.  

More attention is needed in this area and could be accomplished with annual professional 

development (PD) sessions that target these issues to offer knowledge, skills, and 

resources for teachers and staff to serve diverse populations better and to facilitate the 

goal of increasing the diversity of the staff over the next few years.  

 

 Relationship building is strong component of any initiative to build acceptance and 

appreciation in a culturally diverse school community.   

Attention will continue to be given to Restorative Practices which will allow participants 

to openly and honestly discuss issues in the school environment and how they impact 

them as individuals and as groups of people.  It is our premise that this open dialogue will 

build better relationships and understanding. 
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 A major part of diversity work is change; as we all are aware some changes are 

uncomfortable and take time. This means getting out of routine behaviors and comfort 

zones and embracing the benefits of new representations, new perspectives, new ways of 

doing business, and ultimately doing things differently.  

 

 It is also relevant to understand the value in learning ways to enhance excellent culturally 

competent instruction to students and services to the increasingly diverse community.  

 

 

Conclusion 
Thought will be given to hiring or appointing someone who can help implement the short-term 

and long-term goals and strategies listed in this plan. This is an evolving process and a flexible 

plan that is not the final word on this work. Asking hard working, busy professionals to do more, 

and more, can cause predictable frustration and resistance. The person in question, if currently 

employed, might have their duties slightly re-adjusted to allow for focus on working with the 

superintendent, assistant superintendent, principals, teachers, and staff to prioritize and launch 

the new initiatives that will bring about increased diverse representation and levels of cultural 

competency supported by all of the participants who contributed to this work. If the person is a 

new hire, say for a newly created position, more time and thought is needed to shape the scope, 

scale, and level of that person’s work over the long-term. Either way, there is momentum for this 

diversity work in the Muskogee Public Schools. With focused, intentional, committed effort, 

MPS will gain the distinction as excellent in diversity while maintaining its reputation as 

excellent in academics. 
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APPENDIX A                       POSTING SITES 

 
Indeed.com 

Twitter.com 

Simplyhired.com 

Careerjet.com  

Trovit.com 

Glassdoor.com 

Jobgeni.com 

Teach.org 

Beyond.com 

Teacher2Teacher.com 

SchoolSpring.com 

Mpsi20.org 

State Universities:  

 Oklahoma State University 

 Oklahoma State University-Tulsa 

 University of Oklahoma 

 University of Oklahoma-Tulsa 

 East Central University 

 Northeastern State University 

 Northwestern Oklahoma State University 

 Rogers State University 

 Southeastern Oklahoma State University 
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 Southwestern Oklahoma State University 

 University of Central Oklahoma 

 Cameron University 

 Langston University 

 Oklahoma Panhandle State University 

 University of Science and Arts of Oklahoma 

 Bacone College 

 Mid-American Christian University 

 Oklahoma Baptist University 

 Oklahoma Christian University 

 Oklahoma City University 

 Oklahoma Wesleyan University 

 Oral Roberts University 

 St. Gregory’s University 

 Southern Nazarene University 

 The University of Tulsa 
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APPENDIX B            Minority Majority Colleges in Five State Area 
 

Wiley College  
711 Wiley Ave 
Marshall, TX   75670 
(903) 927 3300 
Dr. Calandra Lockhart, Dean of Education 
 

Texas College 
2404 N. Grand Avenue 
Tyler, TX   
(903) 593 8311 
800 306 6299 
 

Lincoln University 
820 Chestnut St. 
Jefferson City, Missouri   65101 
800 521 5052 
Dr. Cynthia Chapel, Education Department Head 
 

Langston University 
PO Box 1500 
Langston, OK 7305 
1 (877) 466 2231 
Dr. Ruth Jackson, Dean 
 

University of Arkansas at Pine Bluff 
1200 N. University Drive 
Mail slot 4789 
(870) 575 8000 
Dr. George Herts, Interim Dean, School of Education 
 

Arkansas Baptist College 
1621 Dr. Martin Luther King Jr. Drive 
Little Rock, Arkansas  72202 
(501) 420 1200 
 

Philander Smith College 
Dallas, TX  75241 
(214) 376 1000 
Dr. Kizuwanda G. Grant, Vice President of Academic Affairs 
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APPENDIX C 

For U.S. Children, Minorities Will Be The Majority 
By 2020, Census Says 

 
March 04, 2015 8:05 AM ET 
 
Bill Chappell 
 
NPR 
 
America is heading toward the day when whites will no longer make up the majority of the 
population.  And U.S. children will get there soon, according to a new U.S. Census Bureau 
report.  The agency also says the overall U.S. Population will grow older – and grow more slowly 
– in coming years. 
 
By around 2020, “more than half of the nation’s children are expected to a part of a minority 
race or ethnic group, “ the census Bureau says, putting Americans under the age of 18 at the 
front of a trend that will see the overall population follow suit some 20 years later. 
 
“When that shift for the U.S. as a whole takes place by 2044, the Census Bureau predicts no one 
racial or ethnic group will dominate the U.S. in terms of size, “ NPR’s Hansi Lo Wang reports. 
“Overall, the U.S. population is set to grow more slowly over the next few decades partly 
because of declining fertility rates.  It’s expected to hit 400 million by 2051.” 
Another finding states that from 2014 to 2060, “the working-age population is projected to 
decrease from 62 percent to 57 percent of total population.” 
 
Some more highlights from the Census Bureau: 

 By 2030, 1 in 5 Americans is projected to be 65 and over. 

 The minority population is projected to rise to 56 percent of the total in 20660, 
compared with 38 percent in 2014. 

 By 2060, the nation’s foreign-born population will reach nearly 19 percent of the total 
population, up from 13 perc4ent in 2014. 

 The ‘two or more races” population is projected to be the fastest-growing over the next 
46 years. 
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APPENDIX D                    BASELINE DATA 
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