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As of July 29, 2022, there were 1,368 (Hernandez, 2022) open classroom teacher positions in the county surrounding 
Las Vegas, representing almost a 10% gap between current staffing and actual staffing needs for licensed teachers. 
Nevada’s teacher shortage reflects national trends, as more than 600,000 teachers left the profession nationwide 
between February 2021 – 2022 (US Bureau of Labor Statistics, 2022). According to a 2022 National Education 
Association teacher survey, 55% of respondents indicated they planned to retire sooner than anticipated due to the 
impact of COVID, and 90% of respondents reported burnout as a serious concern (GBAO, 2022); these data suggest 
attrition is likely to increase.

Through state and local funding, the Nevada Educator Preparation Institute & Collaborative (NV-EPIC) directly 
confronts teacher shortages. NV-EPIC collaborates with two UNLV academic departments, two large statewide 
public school districts, and a myriad of university and community partners; NV-EPIC prepared nearly 200 preservice 
educators in 2022. NV-EPIC utilized accelerated formats to support two distinct 12-month teacher preparation 
pathways and to address statewide teacher shortages. Table 1 highlights the components and distinctions 
of the two program tracks.

Programmatic Elements PPP AARL

Population Undergraduate Graduate

Students of Color, by % 68% 56%

White Students, by % 32% 44%

Credits Completed in 1 Year 60-72 36

Degree Earned in Program BA MEd

School Support Staff, Paraprofessionals, & Long-Term Subs Yes Some

Working as Licensed Teacher During Program No Majority

Financial Support Provided 100% 100%

In Program Professional Development Yes; 36 Hours Yes; 36 Hours

Bridge Into Program (Intensive Summer Support) 110 Hours Online; 40 In Person 110 Hours Online; 40 In Person

Post Program Support 3 Years 3 Years

Table 1.   Program Components
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This policy paper presents initial NV-EPIC policy thinking that focuses on how NV-EPIC’s programming 
innovations might aid in cultivating a teaching workforce that reflects the diversity of Nevada, while 
also serving as a model for addressing workforce and diversity gaps in public schooling by clamping off 
leakages that persist in the teacher preparation pipeline. Early successes indicate that, if mandated and 
funded both legislatively and through Department of Education regulations, NV-EPIC’s model is likely to 
provide innovative pathways toward mitigating teacher shortages while amplifying the diversification 
of the teacher workforce. NV-EPIC focuses on simultaneously reducing historical barriers for educators 
while developing a workforce more committed to and representative of the local communities.

Background on Alternative Routes 
to Teacher Licensure Programs
Alternative routes to teacher licensure programs and 
so-called grow-your-own/pipeline models exist to 
address teacher shortages throughout the country. 
Wilson and Kelly (2022) outlined these programs as those 
that utilize and build upon the current local workforce: 
recruiting non-traditional teacher candidates such as 
middle and high school students, paraprofessionals, and 
other community members. However, NV-EPIC ensures, 
through an asset-based understanding, that preservice 
teachers who serve as paraprofessionals and school 
support staff are already integral to their communities 
and schools. NV-EPIC follows a community-centric 
accompaniment model that enhances participant 
expertise, knowledge, and experience through program 
coursework, professional development, student services, 
and licensure support initiatives. NV-EPIC complements 
the abilities of the participants by providing the resources 
required for continued educational and professional 
growth, while allowing them to retain their current 
employment in schools. Table 2 highlights how NV-EPIC 
aligns with established teacher recruitment and retention 
frameworks by presenting NV-EPIC’s key approaches 
to move Nevada toward a more diverse, committed, 
and representative teacher workforce using what we 
call NextGen Practices: ones that respect the history 
of yesterday while drawing on data of today to make 
and amplify decisions about tomorrow, and beyond.
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Table 2.   Crosswalk with NV-EPIC*

BEST PRACTICES/POLICIES TO 
RECRUIT AND RETAIN TEACHERS

NV-EPIC NEXTGEN IMPLICATIONS

Service scholarships and loan 
forgiveness 

Provide material resources for 
teacher candidates 

Participants are paid as full-time 
teachers, long-term substitutes, 
or paraprofessionals while 
receiving full tuition and fees 
with no out-of-pocket costs for 
completing the program

Funding pathway for full 
coverage of tuition, fees, and 
professional development

Competitive compensation 

Internships in schools with strong 
diversity, equity, and inclusion 
initiatives 

Job placement support

PPP participants work as 
paraprofessionals or school 
support staff

A-ARLs serve as classroom 
teachers on an initial license, 
with in-program job support 
provided during the initial 
Summer Bridge

Schools and our students reflect 
the local diversity of Nevada

Collaboration with local districts 
and Departments of Education, 
and Legislatures to reduce barriers 
to remaining employed while 
completing accelerated degrees, 
to focus on applicants with 
demonstrated commitments to 
their local context 

High-retention pathways into 
teaching 

Accelerated timeline, dynamic 
and flexible coursework, 
asynchronous online 
engagement, pre- and
post-program support

Systematic integration of wrap-
around services such as the 
Bridge Induction, meaningful 
professional development, and 
post-program support

Mentoring and induction for new 
teachers 

Create/enhance robust teacher 
education program induction 
programs

Pre-program support through 
the Bridge Induction, ongoing 
professional development 
through the program, and three 
years of post-program support 
including additional professional 
development and mentoring

Full spectrum of support where 
mentoring and induction begins 
prior to and extends beyond 
academic programming

Recruitment policies to expand 
the pool of qualified candidates

Utilizing local networks and 
state/district partnerships, 
participants are intentionally 
recruited from the existing 
workforce  

Intentional recruitment of 
embedded local, committed, and 
diverse staff with demonstrated 
commitments to community, with 
high retention likelihood

Place teachers in schools 
that will recognize and affirm 
teachers’ lived knowledge and 
experiences, especially for 
teachers of color

NV-EPIC teachers and 
paraprofessionals are placed in 
schools during the program, with 
64% having worked at their sites 
for more than two years 

Partner with districts to prioritize 
high-needs schools with high 
teacher shortages and with 
committed paraprofessionals and 
school support staff
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Data from 2016 shows that traditional and alternative preparation programs were 73% and 63% White, 
respectively (U.S. Department of Education, 2016). And, while diversification efforts positively impact the teacher 
workforce, minority teachers were more likely to leave schools than non-minority teachers, causing a “leaky 
pipeline” of teacher preparation (Wilson & Kelly, 2022, p. 25 – 26). Researchers largely attribute loss to poor 
working conditions (Ingersoll et al., 2019), loan debt (Scott-Clayton & Li, 2016), higher costs of living (Carver-
Thomas & Darling-Hammond, 2017), and local schools with fewer resources (Stanley, 2021). Identity disconnects 
are especially problematic when teachers of color do not enter the profession or rapidly leave, as the positive 
impact of diverse teaching staffs for all students, not just students of color, is routinely reported as beneficial 
in educational research (see Clewell et al., 2001; King, 2019; Klopfenstein, 2005). NV-EPIC responds to teacher 
preparation diversity gaps by strategically recruiting, preparing, and supporting diverse groups of emerging 
instructional leaders. 

Whom does
NV-EPIC Serve?

TEACHER DEMOGRAPHICS BY TYPE AND RACE
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Figure 1.   Teacher Demographics from National to NV-EPIC
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As shown in Figure 1, NV-EPIC enrolls significantly more teacher candidates of color and first-generation 
college students than data reported from national teacher education sources, including traditional pathways 
offered at UNLV. More than 60% of NV-EPIC students identify as people of color with nearly 27% identifying 
as Hispanic/Latinx, 15% as Black/African American, 11% as Bi- or Multi-racial, and 7% as Asian. Figure 1 
represents how NV-EPIC diversity contests the historical over- and under-representation of teachers by 
identity. Beyond racial diversity, 48% of NV-EPIC participants identified as being of low socioeconomic 
status (SES) based on federal classification, and 59% identified as first-generation college attendees.

How does NV-EPIC 
Support its Students?

NV-EPIC uses strategic approaches to recruitment, preparation, and support to reduce barriers to success, 
while clamping leaks that may be responsible for significant attrition within the teacher preparation pipeline: 
particularly for populations of color and other historically marginalized groups. Figure 2 presents a model of 
the leaks in the traditional pipeline, while also highlighting the clamps NV-EPIC has affixed to the pipeline to 
significantly reduce leaks. This leads to the likely long-term retention of teachers.

As Figure 2 suggests, there are at least six leaks in the pipeline between the pool of potential candidates and 
those retained through three years in the profession. Leaks include (1) not intentionally recruiting paraprofessionals 
and school support staff, (2) not offering pre-program transitions, (3) cost of attendance, (4) inflexible coursework 
and programming, (5) lack of responsive professional development, and (6) lack of post-program support. 
Figure 3 shows that NV-EPIC has worked to clamp each of these six leaks through intentional interventions and 
approaches targeted at reducing leaks, which provides a more robust pool of teachers retained over the past 
three years in the profession.  

Figure 2.   Current Leaks in the Pipeline
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NV-EPIC actively recruits preservice teachers with longstanding school relationships by enabling 
paraprofessionals, such as school support staff and instructional aides, to remain employed while pursuing 
their degree. NV-EPIC participants are firmly rooted and committed to their schools. Sixty-four percent have 
served in schools for more than two years, 19% for more than five years, and another 11% with more than 10 
years of experience (Clamp 1). NV-EPIC uses a Bridge Induction requirement that introduces participants 
to NV-EPIC’s student services and support infrastructure, while immersing them in tailored-yet-rigorous 
coursework in multicultural education, special education, and data-based decision-making.

Figure 3.   NV-EPIC Clamps the Leaky Pipeline

After recruitment occurs, a month-long summer Bridge Induction 
builds student self-efficacy and comfort with the program’s approach, 
making NV-EPIC familiar to students without any commitment from 
them or the program (Clamp 2). NV-EPIC addresses the financial 
barrier of higher education through cultivated strategic partnerships 
with a variety of organizations, including the Clark County School 
District and the Nevada Department of Education, providing full 
financial support for NV-EPIC students with no out-of-pocket 
expenses (Clamp 3). Coursework throughout the program takes 
the life responsibilities of non-traditional students into account, 
offering mostly asynchronous options that allow students to remain 
employed while completing the program, and leveraging their school 
contexts for assignments and course experiences (Clamp 4). We 
supplement asynchronous coursework with in-person professional 
development sessions and web-live alternatives for students located 
outside of Clark County, and provide flexible interactive virtual office 
hours to access support without jeopardizing employment. These 
efforts always include a focus on mental health and well-being for 
candidates (Clamp 5). Initial data suggests that the completion rate 
for NV-EPIC students is slightly over 90%, whereas the local traditional 
teacher preparation program reported a 62% completion rate in 2021.
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Finally, from a post-program perspective, NV-EPIC offers three years of support in partnership with the Public 
Educational Foundation and the Clark County Educators Association (Clamp 6), with the understanding that support 
beyond the program is vital to long-term retention. Since the majority of new teachers leave within the first three 
years, tailored post-program support is committed to accompanying graduates as they navigate the period of time 
early in their career most linked to attrition.

Thematic analyses of semi-structured interviews from sample participants across our initial offerings suggest 
that graduates have had success in securing full-time teaching positions, and frequently credited their perceived 
level of preparedness to the program’s accessible and flexible structure, along with meaningful professional 
development. From the Bridge Induction and beyond, students consistently report indicators of effectiveness, 
identifying satisfaction with their instructors’ flexibility, transparency, communication, and ability to consistently offer 
stimulating and organized course content. Post-program interviews include numerous instances in which students 
exercised agency and self-direction to achieve their learning goals. While initial, these findings underscore the need 
for further research and collaboration among academic departments, school officials, and NV-EPIC staff to theorize, 
develop, implement, refine, and assess key tenets of effective higher education pedagogy in accelerated licensure 
programs. Ongoing research will continue clarifying the extent to which NV-EPIC’s accompaniment model is (a) 
cultivating self-efficacy in preservice teachers, or (b) attracting diverse and experienced teacher candidates who 
are already prepared to manage the oftentimes fluid and unstable nature of schooling in southern Nevada.

Discussion & Policy Implications

NV-EPIC is developing a locally rooted, committed, and diverse teaching workforce reflective of the students 
being served. The Clark County School District student body, for example, is approximately 77% from non-
white identity groups (US News Education, 2022). By providing an accelerated program accessible to working 
professionals with no out-of-pocket costs, coupled with intentional recruitment and wraparound support for 
emerging teachers, NV-EPIC eliminates barriers for aspirational educators from historically underrepresented 
groups, staffing classrooms with more diverse, committed, locally knowledgeable teachers. While efforts to 
diversify the workforce are in themselves beneficial, NV-EPIC offers further implications for policy as we innovate 
on prior research that focused on recruiting and retaining teachers. 
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...GRADUATES HAVE HAD SUCCESS IN SECURING FULL-TIME 
TEACHING POSITIONS, AND FREQUENTLY CREDITED THEIR LEVEL 

OF PREPAREDNESS TO THE PROGRAM’S (...) STRUCTURE...



National Institute for the Advancement of Education
COLLEGE OF 
EDUCATION

Center for Research, 
Evaluation, and 
Assessment 

• For Nevada, create a comprehensive and coherent statewide accelerated model of teacher preparation 
that actively incorporates the elements and features from Table 1 across the four four-year granting public 
universities.

 • We recommend transforming funding sources (like the Teach Nevada Scholarship program) to establish  
 requirements for providers to use elements of a common framework targeted at meaningful recruitment,  
 preparation, and retention, while extending short-term emergency funding like Incentivizing Pathway 
 to Teaching (IPT) to be permanent and predictable funding sources. 

• For both Nevada and beyond, engage partnerships across universities in capitalizing on the features and 
supports highlighted by NV-EPIC to build consistency in addressing the known barriers to recruitment, 
preparation, and retention. This could be achieved through a consortium or collaborative structure where 
elements like professional development and post-program support could be designed and delivered.

• Encourage the Nevada legislature to move the state forward by creating predictable funding structures 
deployed to intentional and structured accompaniment model teacher preparation programs. In this way, 
financial barriers to degree completion can be mitigated, and wrap-around supports can be tied to predictors 
of retention. Such a commitment would position Nevada as a leader in teacher preparation nationwide.

• Focus on mental health and well-being. Reducing barriers addresses the teacher shortage by also reducing 
known stressors many preservice teachers face. Fully integrating mental health supports is a key need of 
recruitment, preparation, and retention efforts.

• Mandate support for graduates to assist preservice teachers through their first three years as they transition to 
being classroom teachers, and require ongoing engagement from university preparation providers, including a 
variety of asynchronous online, synchronous online, and in-person options, including micro-engagements.

• Develop and modify, across the spectrum of states’ legislative and administrative requirements, licensure 
requirements such as reducing barriers to licensure, including but not limited to arcane testing requirements, 
costs of obtaining licenses, and requirements for maintaining licenses.

The implications and recommendations listed link to the asset-based approach that underpins NV-EPIC and have 
significant potential to develop local teachers and educators across contexts nationwide. NV-EPICs approach 
may provide a blueprint for institutions to support and develop a more diverse, committed, and inclusive 
teaching workforce.

By pioneering NextGen approaches to teacher education, NV-EPIC intends to mitigate the teacher 
preparation diversity gap in a way that our early evidence suggested appeals to our targeted populations. 
NV-EPIC’s accompaniment model scaffolds the evolution of teacher candidates who already hold invested 
leadership roles in their communities. NV-EPIC understands that teachers are not blank canvases. Rather, 
the program acknowledges their agency, while providing them access to the compatible knowledge needed. 
This access provides space to achieve their self-defined goals, and support their ongoing development 
as community mentors and instructional leaders.
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NV-EPIC focuses on the following policy implications that we believe lawmakers, funders, 
and departments of education in Nevada and nationwide might concentrate their energies:

For more information, email createam@unlv.edu or niae@unlv.edu.
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