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PART |

CONTEXT

In this section, please find:

An overview of the audit
process including
background and
methodology

Important district context and
background




Educational equity involves ensuring each and every student receives the appropriate resources,
funding, educational experiences, and access to opportunities, based on their individual needs, to
achieve their fullest potential, both academically and socially (National Equity Project). Educational
equity is achieved when schools and school districts can no longer predict the success or academic
outcomes of students solely based on social or cultural factors. Equity extends beyond race and
includes such factors as personal and social identity, ethnicity, culture, English Learner status, socio-
economic status, gender, orientation, identification, ability, religion, and country of origin or
background.

There is currently an active discussion in schools and districts regarding how to ensure that each and every
student has equitable access to a high-quality education. Schools and school districts are uniquely situated to
impact educator and student actions related to equity. However, without thoughtful planning, clear objectives,
and an honest assessment of the current context, districts will be less likely to achieve educational equity for
each and every student.

The purpose of this report is to share the results of a comprehensive equity audit that Insight Education GroupOs
team conducted in Avonworth School District (ASD). The team met with stakeholders from the district and larger
community in order to gain as many perspectives as possible and to confirm trends identified through
examination of multiple data sets. The audit included an analysis of district student achievement data,
graduation and discipline data, district staffing, professional development, and stakeholder perceptual
data.



DISTRICT CONTEXT

Avonworth, Pennsylvania is located eight miles northwest of Pittsburgh and has 12,000 residents.
Avonworth School District (ASD) served approximately 1,900 students in 2020-2021, as evidenced
in June 2021 enrollment data provided by the district. The student population has grown by 15%

since 2015. ASD employs approximately 181 teachers and paraprofessionals, 30 operations staff
members, and 14 administrators.

ASD has 4 school sites and offers an array of educational opportunities for students from
Kindergarten to those preparing for post -secondary options at Avonworth High School and the
regional A.W. Beattie Career Center. ASD serves a demographically homogeneous student
population in terms of race/ethnicity and socio -economic status.

The student population at ASD can be broken down into the following by race and ethnicity: White
(90.7%), Black or African American (2.1%), two or more races (4%), Hispanic/Latinx (approximately
1% ) and Asian, American Indian/Alaska Native, and Native Hawaiian/Other Pacific Islander (OPI)
(approximately 1%). Approximately 13% of students are eligible for free or reduced meals;

approximately 3% of students are English Learners, and approximately 12% of students are
Students with Disabilities.



DATA COLLECTION

Insight Education Group conducted an Equity Audit in ASD between July 2021 and
February 2022. The team met with stakeholders from the district and larger community
to gain as many perspectives as possible to determine district trends using an equity -
focused lens while collecting multiple datasets.

In this section of the report, we will review the primary components of our methods
surrounding the Comprehensive Equity Audit for ASD and will provide a detailed
overview of the data collection process. We will share data analysis techniques
employed to inform our understanding of trends occurring in ASD, both in strengths
and areas for future improvement. The Insight audit team worked closely with the
district to amass a robust set of district data and documents for review in the initial
phase of the Equity Audit as well as to engage stakeholder groups throughout the data
collection process during the first semester of the 2021 -2022 school year.
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In addition to preliminary quantitative datasets provided by ASD, the audit team
conducted an evaluative review of district documents to establish additional
trends involving equitable beliefs, practices, and policies maintained by the
district. The audit team evaluated district artifacts within the scope of five
domains outlined by the Insight Equity Framework. The five domains are outlined
as follows and will be described in further detail with relevant research in later
sections of this report: 1) Structures, Systems, and Resources; 2) Culture and
Community; 2) Equity in the Educator Workforce; 4) Professional Learning and
Personal Growth; and 5) Curriculum, Instruction, and Learning.

The Insight audit team reviewed district organizational charts and strategic
planning documents to evaluate the structures and systems in place at the district
level and how they are utilized to provide an equitable education for all
Avonworth students. Additionally, the team reviewed the ASD website, social
media sites, and outgoing communication to the community, such as published
Board of Education meeting notes, to evaluate trends aimed towards building a
culture and community grounded in equity. Team members reviewed district
discipline policies and student codes of conduct for punitive actions and
escalation practices as well as any biased or discriminatory language.

Furthermore, audit team members reviewed professional learning opportunities
offered to ASD educators to understand their opportunities for development and
advancement. Lastly, the district provided several artifacts, including but not
limited to, assessment calendars, district policies, and samples of selected
curricula.



In partnership with InsightOs audit team, ASD invited a diverse stakeholder
group to complete a survey evaluation of equity within the district as well as the
assessment of equitable practices and policies exhibited throughout the

district. Survey questionnaires ranged in length from 25 questions to 40
guestions depending on which stakeholder group the participant maintained
membership. The stakeholder groups included: school leaders, school district
staff, middle and high school students, and family and caregivers. A total of 505
stakeholders participated in surveys.

In the first section of each survey, respondents provided descriptive information
including personal demographics: race, age, gender, length of professional
career, and school affiliation. After completing this demographic section,
participants were asked to respond to equity specific questions related to the
district and district schools. In this portion of the survey respondents recorded
their answers on a 4-point Likert scale. Participants responded to a statement
prompt and recorded their level of agreement with the statement. As an
example, a student participant would respond to the statement, OMy school
prioritizes equity.O In response, the student participant indicated their
agreement using the following: 010 strongly disagree, 020 disagree, O30 agree,
and O40 strongly agree. Please refer to page 10 for specific information
regarding calculation and meaning of survey statistics.

The third section of the stakeholder survey was qualitative in nature.
Participants were asked three to five questions, depending on their respective
stakeholder group, centered on equity in the district.

Responses provided by participants were securely acquired, stored, and
managed by the Insight audit team. Respondents participated on a voluntary
basis and were assured that their confidentiality throughout the data collection
and reporting process would be upheld.



ASD recruited stakeholders from multiple groups to engage in focus group
sessions with Insight audit team members. During the recruitment process, ASD
invited potential group members from the following stakeholder groups: district
leaders, K-6 teachers, 7-12 teachers, families and caregivers, high school
students, middle school students, paraprofessionals, and parents (four groups).
Focus groups were facilitated by Insight team members, held virtually via Zoom
tele-conferencing platform with attendees, and were approximately 60 minutes
in length. A total of 81 stakeholders participated in focus groups.

During the focus groups, participants were provided the opportunity to share
their lived experiences in the district. In particular, focus group participants
conveyed the districtOs definition of equity as well as their understanding of
equity as communicated by the school district in beliefs, policies, and practices.
All focus groups maintained a standard operating procedure where group
members were led in a discussion guided by the same set of questions across all
groups facilitated by audit team members.

For ethical and integrity reasons, participants were notified their participation in
the focus group was voluntary and should they choose to no longer participate,
they were at liberty to terminate their involvement. Participants were assured
their identifying information and views expressed during the focus group would
remain confidential. As such, audit team members would anonymize all details
during the reporting process.

Select quotes provided by stakeholder focus group members and in some cases
gualitative portions of the stakeholder surveys, are used to further illustrate
thematic findings within the report. We caution overgeneralizing the quotes
used to characterize findings regarding how stakeholders understand equity,
equitable policy and practice maintained by the school district, and experiences
of equity by stakeholders more broadly. Rather, we suggest using the
information here as a method of uplifting and considering all lived experiences
of stakeholders within the Avonworth School District community at large.
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PART I

FINDINGS AND RECOMMENDATIONS

In this section, please find:

Assets,findings and
recommendations for the
district grounded in the five

domains of the Insight Racial
Equity Framework.
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Operations, finance, and organizational structure can feel very technical in a school district.
But what sits under those technical components is a belief system and understanding of the
impacts of bias on adults and students. A growing body of scholarship emphasizes the
critical role of district leadership in ensuring equitable access to resources and
opportunities for students. Districts must intentionally design organizational structures and
routines that support the success of historically underserved students, (Irby et al., 2019).






An important aspect of the structures, systems, and resources that allow a district
to ensure equitable practices and improved outcomes for each student is a clear
message that equity is important to all members of the district. Frequently, this is
represented through an aspect of the districtOs strategic plan. Districts may also
have an equity plan, including the districtOs vision for equity, that all stakeholders
are aware of and understand.

Avonworth School DistrictOs strategic plan (20262025) speaks to the district's
intention to focus on equity, as evidenced by its identification of equity as one of
five focus areas. The strategic plan defines the equity work as, Ocontinuing to
develop and maintain an inclusive experience for students, staff, and community
that promotes a sense of belonging for all.O The plan provides further explanation
of this goal, including specific strategies and actions it plans to take to address
equity.

Another indication of the districtOs interest in focusing on equity is the creation of
the Diversity, Equity, and Inclusion (DEI) Team. The DEI team is composed of a
group of stakeholders who meet to discuss issues regarding equity in the district.
Many focus group participants referenced knowledge of the DEI team, but
evidenced uncertainty about its role, and felt that it served largely as a problem -
solving entity when challenges regarding equity arose in the district. One
stakeholder shared, Ol have participated in the DEI [team] and we talk Oround and
Oround and thereOs no followp...no traction whatsoever...| donOt feel like thereOs a
commitment and thatOs why weOre stuck.O

The strategic planOs equity goal and the creation of the DEI team are district assets
in the movement toward improvement of equitable opportunities, access, and
outcomes for students. A review of stakeholder feedback evidenced that
stakeholders were unclear about the districtOs definition and vision of equity and
any current practice related to equity. When stakeholders were asked to share
ASDOs definition of equity one leader stated, OItOs fair to say we havenOt set a
definition E [but] we have taken the steps to being equitable.O A family and
caregiver stakeholder shared, Ol poked around the website, there is no equity
definition... | think now itOs supposed to be front and center, it needs to be more
important as the district continues to change.O A staff member stated, OWe have
our own [definition], but | cannot tell you what the districtOs is.O



Stakeholder feedback indicated a pervasive sense that the majority of ASDOs
stakeholders, particularly white families and students, are satisfied with their
experiences in the district. While this might be considered an asset, it also serves
as a barrier to achieving district-wide equitable opportunities, access, and
outcomes for all students for the following reasons:

1. There is no pressing need to address concerns maintained by individuals of
minority groups. One focus group participant shared, OAvonworth is not as
diverse as | would prefer. | am happy with the efforts, but there are still
moments [of experienced racism and anti-gay behavior] for me and my
children.O

1. There are limited opportunities to uplift the voices throughout the larger
community, including staff and students, that are focused on equitable
change. It is important to note that the district has been intentional in its
work to provide students with opportunities to participate in groups such as
Gay-Straight Alliance and SHOUT in order to provide safe spaces.

1. There is evidence of some community resistance toward initiating changes
to district policy and practices grounded in equity. One family and
caregiver focus group participant shared, OThey are trying to identify the
schoolOs problem [re: equity] when they should concentrate on education,
not a non-existent problem. This is a well-integrated community; | donOt see
a need for intervention.O
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Finally, a key critical aspect of ensuring that the districtOs vision for equity is being
executed with fidelity, is the ability to strategically use data to track and monitor
progress. Stakeholder surveys revealed an opportunity for growth in leadersO use
of data to determine studentsO opportunities, access and outcomes. Specifically,
school leaders (n=8) evidenced a low level of agreement (where an agreement
level of 3 indicates a consensus level of agreement) on two survey prompts:
o My team and | monitor enrollment in special education, gifted
education, and advanced courses for disproportionality (2.33)
o My team and | monitor resources- including funding, materials,
facilities, and staffing- to ensure equitable allocation / distribution
(2.33)
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RECOMMENDATIONS

Redevelop the districtOs Diversity, Equity, and Inclusion (DEI) Team to

include members as leaders in the districtOs equity efforts.

Develop an application process to identify key district stakeholders from the collective
Avonworth School District community to participate as members on the DEI team.

" Include parents, students, district leaders, instructional and non -
instructional staff, community partners, and others.

Identify clear roles and responsibilities for DEI team members.

Identify and implement structures and processes, including consistent meeting
times, agendas, etc., that will elevate the DEI teamOs autonomy to serve in an

advisory role in the district.

Empower the DEI team to support the district as it implements the
recommendations in the district Equity Audit Report.

Assist each school in developing a School-based Diversity Equity, and
Inclusion (SDEI) Team to serve as leaders in developing equitable practices

in the building.

Identify SDEI team participants in each building.
Identify clear roles and responsibilities for the SDEI team.

Use the SDEI team to develop a building -based equity plan aligned to the school
improvement plan and the District equity plan.

Ensure that the SDEI team provides ongoing equity -related professional learning
opportunities to all staff members.

Ensure alignment between the processes and structures of the DEI and SDEI
teams.
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RECOMMENDATIONS

Develop system-wide data practices that examine equitable opportunities,

access, and outcomes for all students.

I Identify a consistent, ongoing process at the district office and in each school for
reviewing data for disproportionalities in studentsO opportunities, access and
outcomes.

I Identify consistent data points (academic achievement, disciplinary infractions and
outcomes, access to enrichment programs, etc.) that will be examined at the
district office and in each school to identify areas for programmatic improvement.

I Develop a specific planning process at the district office and in schools to mitigate
the disproportionalities discovered in the data review.



RESEARCH
DOMAIN 2

CULTURE AND COMMUNITY

Cultural and racial competence involves creating a culture that allows students, educators, and
families of traditionally marginalized and minoritized populations such as people of color,
members of the LGBT+ community, and dis/abled individuals to feel safe, welcome, and
valued in their school and district community . Establishing a culture of cultural and racial
competence requires creating an anti -racist and socially-just climate in every building; and
leveraging family and community partnerships to develop trust. With racial and cultural
competence as the foundation of a districtOs culture, students, educators, and families can
understand and challenge biases that may contribute to inequitable or non -inclusive learning
environments; engage in productive conversations about social justice; and work to reach their
full potential in a safe and supportive school environment.
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Avonworth School District has made recent strides in developing an inclusive culture
and climate in its schools and the district. District leaders, school leaders, and staff all
prescribe to creating an environment in which students feel they belong. In the
February 2021 newsletter, they cite the district goal,O...to ensure a welcoming
environment where all feel they belong,0Oand identify ways in which the team plans to
contribute to the development of that environment. The ASD Board of Directors
(BOD) shared an official resolution in July 2021, Supporting an Anti -Racist School
Climate (July 2020). In this resolution, the BOD states that the Avonworth School
Board Ounequivocally stands firm in our collective responsibility to foster an equitable
and inclusive environment for every student, staff member, parent, and community
member.O Additionally, the former superintendent released a written statement,
QAvonworth School District: A Place of Belonging for All .O The document shares the
superintendentOs goal that Oall children in our schools grow to become empathetic,
contributing citizens who reach their full potential and make our world a better
place.O He further states, Oin order for this to be possible, the school environment we
create must be free from hateful speech and actions that encourage discrimination
and violence.O

During a review of stakeholder feedback, participants spoke to a central idea that
there were efforts being made to spur equity in schools and the district. The notion
of inclusiveness and belonging were also mentioned. During focus groups,
participants used the terms the OAvonworth WayO and OAvonworth BubbleO as
positive examples of the climate and culture in the district. However, this group
mindset presents challenges for students who do not fit in with this identified majority
culture. For example, one school leader referenced the districtOs belief in the
importance of encouraging students to participate in activities, clubs, etc. as a way to
feel they ObelongO in the ASD culture. In a student focus group, however, a member
expressed being Oan introvertO and not experiencing group activities in a way that
was comfortable or that allowed him/her to feel belonging.

Another theme that emerged regarding the districtOs culture during various focus
groups was that the negative experiences of members of underrepresented or
marginalized communities and their allies are largely kept quiet, require the need for
self-identification in an attempt to be heard, or remain unaddressed.



A staff member shared in a focus group that, OThose conversations (about equity and
social factors) [as a schoolwide discussion] are very rarely addressedll the truth is
even though we have kids in those populations, it is not priority because it does not
affect the majority. Diversity here is small in nature.O

This experience negatively impacts students of underrepresented or marginalized
communities, as was evidenced in studentsO feedback during focus groups. A student
shared, Ol have been mistaken for other minorities of Asian descent by teachersEk for
teachers or people to say we look like the only other minority in the school and for
teachers to be able to recognize individual white students and not us, itOs not very
equitable.O Another stated, Olt would be nice to have more teachers recognize all
forms of microaggressions and be ready and able to defend students...you feel alone
in those situations... and you donOt have the ability to defend yourself or no one to
defend youE it would be nice if teachers were willing to step in to be like, OHey you
canOt say that!O0O

This points to a need for the district to lead efforts in helping all stakeholders
recognize that individuals from different cultures, backgrounds, and contexts outside
of the Avonworth community bring assets to the current culture. This will be
especially important given the recent increase in community diversity from additional
families moving into the area, as well as projected student population growth in ASD,
as noted in a report: Demographic School Analysis: Population Projections for the
Avonworth School District (Stewman, 2019).

A districtOs culture and climate are also driven by policies and practices. The districtOs

Behavior Support policy (113.2 November 12, 2018) speaks to interventions that will
take place if a studentOs behaviors Oimpede the learning process and/or interpersonal
relationships with adults and/or peers.O Additionally, ASD publishes a yearly Student
Handbook and Discipline Code that contains guidelines for maintaining a safe
environment, and also includes information about attendance, grading, athletics and
co-curricular activities, and consequences for behavior.

The Student Handbook evidences a district OPhilosophy of Promoting Positive
Behavior in Students,O and states it will Oprovide opportunities to promote in each
student the ability for self -direction, self-discipline, and positive decision -making.O
Students are expected to Opractice self-disciplineO and it is the Oresponsibility of the
teacher to maintain the proper learning environment. To maintain this environment, it
is necessary for the students to follow basic rules, and therefore, to be responsible for
their own behaviors and actions.O



The handbook provides an explanation of a multi-level behavior response system for
elementary and secondary schools. An example is as follows: OOur elementary
discipline system is based upon a progressive discipline approach Beach succeeding
offense/infraction will result in a more severe consequence. The purpose of this
approach is rehabilitation and the development of self -control and self-motivation.O
The system is based on three tiers and outlines the procedure at each step as follows:

I Administrative Intervention Step 1: The teacher contacts the parent (call or
email) and Principal conferences with the student.

I Administrative Intervention Step 2: The Principal contacts the parent (call or
email) and conferences with the student.

I Administrative Intervention Step 3: The Principal notifies parents of a meeting
with the Principal and other involved staff members, including the counselor.
Consequences may include, but are not limited to:

I' Lunch/recess detention
Loss of privileges (i.e. activities/assemblies)
I Possible referral to Response to Intervention Team
I Out-of-School Suspension

There was no evidence in the handbook that there is a specific, uniformly
implemented positive behavior support system in place in the district (Positive
Behavior Support, e.g.), or that there is an expectation for the use of restorative
practices. Follow up conversations with the district indicated that some leaders are
using restorative practices. Without uniform systems and practices in place,
inconsistency in defining and helping students actualize terms such as Oselfdirection,
self-discipline, and positive decision -makingO leaves them open for interpretation by
students, families, and staff. When coupled with the punitive nature of the multi -level
behavior system, this will likely contribute to variable disciplinary practices across
classrooms and schools and the potential for disproportionality in infractions and
consequences. For example, one leader stated, OWe are at 5% minority but for
students transferring in that number is around 29% minority. In reviewing my
discipline data, | noticed new students came to the office at a disproportionate rate.O



! Establish a culture of two-way communication by developing and communicating
a process by which all stakeholder voices can be heard and acknowledged.

! Develop stakeholder comfort by holding meetings with ASD leaders, staff,
caregivers, and students (particularly students of color, from the LGBTQ+
community, those with disabilities, etc.) on specific issues relevant to them. It is
critical to use a process of deep listening with students, parents, and staff who
endeavor to be part of a more inclusive and transparent school improvement

process.

! Promote an affirming school culture using the tenets of ASCDOs Whole Child
Initiative (please see links below for information)

https://learningpolicyinstitute.ora/sites/default/files/product -
files/Educating Whole Child REPORT.pdf

https://files.ascd.org/staticfiles/ascd/pdf/site ASCD/publications/wholechild/wscc  -a-
collaborative -approach.pdf

! Review examples of systems of positive behavior supports that exist nationally.
Identify a system and begin implementation in ASD.

! Review the districtOs current Progressive Disciplinary Consequences. Replace
punitive consequences with restorative practices such as affective statements,
community -building circles, small impromptu conferencing, and setting classroom

agreements or norms.

! Develop common definitions of terminology found in district discipline documents
so that all in the system have a clear understanding of infractions and expectations
for restoration and discipline.

! Ensure equitable access to policies by providing a brief online video on how to
locate the policies online for new families, non -English speaking families, and
families who may need ADA accommodations.



Every student deserves educators who will provide them with the knowledge and skills they
need to be successful in school today and in their futures. Some of the most compelling
research in recent years indicates the significant positive impact that teachers of color have
on all studentsN particularly students of color N in terms of achievement, expectations for
success, and long-term life outcomes. A racially diverse educator workforce represents a
districtOs dedication to creating equitable access to excellent educational opportunities for
all students, as well as its commitment to eliminating barriers to entry and providing
equitable career advancement opportunities for all educators.



1%



The data regarding equity in the educator workforce in ASD reflects many of the
challenges outlined in the research cited previously. The district is majority White
at all levels of staff. Evidence collected in the district suggested that both
recruitment and retention of staff of color are areas in need of continued growth.
As noted on surveys collected from staff at all levels of the organization,
participants indicated a low level of agreement when asked about the districtOs
ability to recruit and retain staff of color. The average response level for
recruitment was 2.6 and retention was 2.72, where 3 is considered a consensus
level of agreement. The importance of diversifying the teaching and leading
workforce is critical to improving all studentsO school experience. One stakeholder
shared in a focus group,OThe district has hired new staff and none of them look
like my kidsE The first time my children saw anyone who looked like them it was
almost a palpable relief for them, and | think for me t00.0

A review of the districtOs website in the OPersonnel and Professional Learning®
section evidenced that the district is aware and focused on the need to continue
to diversify its workforce. The following statement illustrates that belief: O The
Avonworth School District believes in the importance of students having the ability
to see a reflection of themselves in both the curriculum they are learning from but
also in the adults providing them with their education. The District is committed
to attracting and retaining teachers, administrators, and staff from diverse
backgrounds. In Pennsylvania, this can be challenging as only 5% of teachers in
Pennsylvaniaare people of color. Although faced with this challenge, we are
proud of the incredibly talented candidates we have been able to attract from
diverse backgrounds.O The following graphic illustrates AvonworthOs current
metrics related to student and staff racial demographics, as well as comparable
information from the county and state.



Avonworth School District has evidenced its commitment to supporting teachers
of color through its work with the Digital Promise Teacher of Color Cohort. ASD
is one of seven districts across the country involved in Digital PromiseO®Design
Studios, empowering teachers and leaders to identify solutions to human capital
challenges. ASD has partnered with two other districtOsn the Pittsburgh area and
currently in the second year of working with this collaborative. The Digital Promise
partnership is based on the premise that it is important to involve teachers of
color in identifying innovative ways to solve current challenges related to the
recruitment and retention in districts.



RECOMMENDATIONS

Identify a senior leader to develop talent management strategies
for the district. Strategies should address recruitment, retention,

and development of a talent pipeline to encourage career
options and advancement specific to staff of color.

I Create conditions for all district leaders to reflect on their personal biases and how
these factors may be impacting their decisions regarding recruitment, retention,
and advancement of staff of color.

I Build on the lessons learned through involvement with the Digital Promise and
other district processes and structures to continue to refine practices that support
the active recruitment, retention, and advancement of staff of color, and the
creation of systems and structures that will nurture their success.



For years, educational equity work has centered primarily (and necessarily) on our students, their
race, culture, language, socioeconomic status, and identity. However, too often, the impact of
educatorsO race, culture, and identity on students has been left unacknowledged. Placing equity at
the center of educator practice means building structural, individual, and collective consciousness
among all staff regarding biases the ways in which they undermine equitable education for
students. By engaging all educators in personalized, aligned professional learning that critically
examines individual and systemic biases and provides effective tools and practices, schools can
improve their effectiveness in working with diverse populations.






The district provided artifacts that indicate attention toward improving Avonworth
School District staff membersO understanding of the importance of developing
cultural competence. For example, educators had the opportunity to attend a
multi-day Diversity, Equity, and Inclusion professional learning opportunity entitled
OBeginning the Conversation- Critical Consciousness Through Culture, Care, and
CompassionO (2021). Additionally, the district recognizes that for professional
development to be effective, it needs to occur across multiple sessions. An
example is professional learning sessions regarding implicit bias, which took place
over sustained period of time during the 2017 -2018 and 2018-2019 school years.
During this period of time, staff engaged in workshops that focused on building
equity and inclusion by examining and reflecting on implicit bias.

An inconsistency in having access to professional learning opportunities focused
on equity and its impact on schooling was evidenced in school leader and staff
survey responses. All school leader respondents reached a consensus level of
agreement to having and providing staff members with professional learning on
equity at 3.0 where 100% of school leaders agreed to providing such
opportunities. ASD staff respondents recorded an average level of agreement to
having access to such professional learning opportunities at 2.57. This lower level
of agreement indicated by ASD staff compared to ASD school leaders presents a
difference in perceptions of whether equity -based professional learning sessions
are available to all staff members.

An important thematic asset that emerged during the examination of stakeholder
feedback is that staff at all levels of the organization recognize the need to receive
consistent and ongoing professional learning to support improvement of
equitable mindsets and practices in the district. The following list, gathered across
multiple stakeholder groups, provides examples about interest in receiving
additional professional learning in equity, and how participants would like to
experience it:
! Tailored, differentiated professional learning
I Consistency in professional development delivery
! Systematic delivery of professional learning that others have received for
new staff
! Learning centered on climate and culture, creating safe spaces, and
preparedness to handle sensitive topics



Family and Caregiver focus group members also expressed the hope that the
district would invest in professional learning opportunities focused on equity. The
following comments are representative of the groupOs reflections: OThe district
needs diversity training to be prepared for conversations about race, gender
identity, and dis/ability®, and Olt takes bravery, honesty, and courage. | hope we
put things in place and can work from othersO best practices, or seek input from
others that have done it and done it well.O

Families and caregivers also recognized the need for all staff members to continue
to develop cultural competence. The following speaks to their experience in the
district and was gathered during focus groups. One family member shared,
OThereQs a need for professional development because it seems teachers are
unprepared to discuss or address issues of race. | heard an inappropriate
comment [during dismissal] directed at my daughter from another student... but

as the teacher stood there, they did nothing to correct the student.O Another
family member shared, OMy son routinely met with bigoted language, and it has
kind of been buildingEO



RECOMMENDATIONS

Develop and implement a plan for district -wide, consistently
implemented professional learning, with a focus on cultural

competence, for all levels of staff; including district office staff
members.

I Elevate the leadership of staff members in the district by providing opportunities
for them to receive advanced, intensive cultural competence professional learning
so that they can then develop and deliver professional learning sessions for all
ASD staff.

I Partner with an external organization with demonstrated experience in training
school district staff members in developing culturally competent mindsets and
practices.

I Ensure that all aspects of equity and cultural competence, including race,
ethnicity, LGBTQ+, and other identities, are addressed during professional
learning.

I Develop a multi-year training plan that ensures consistency in professional learning
schedules and content for all members.



The quality of a studentOs learning environment and their access to opportunity play a key
role in their academic and developmental life outcomes. Research has shown that a
culturally responsive curriculum and teaching practices are beneficial to all educators and
learners. An equitable learning environment provides the culture, climate, and content
needed to enable all students to thrive in the global economy. The establishment of
equitable teaching and learning practices and the equitable provision of teaching materials
and resources ensure positive student outcomes by providing culturally affirming and high -
quality instruction, diverse and inclusive curriculum, and programmatic access and equity.



ASD is a highly academically focused school district where students are held to
high standards and are provided a rigorous and challenging education. As noted
on surveys, students perceive that there are rigorous academic experiences in the
district. This was corroborated by work samples provided as artifacts, which
evidenced tasks and content that were designed to develop studentsO ability to
perform rigorous tasks with increasing levels of independence.

The district has been intentional in developing and reviewing existing curriculum,
purchasing materials, and providing course options for students that allow them to
explore themes related to more diverse perspectives. The following examples
were identified during conversations with school -based staff members:

At the Avonworth Primary Center, each grade level explores two social
studies modules in English Language Arts (ELA) that focus on diverse
cultures across different eras.

The district selected a new elementary ELA resource (Wit and Wisdom),
primarily because of its alignment to the research on the best practices for
teaching reading, its rigor, and inclusion of award -winning, authentic
literature. The authentic literature includes multiple perspectives, diverse
authors, and exposure to diverse cultures which also factored into the
selection of this resource.

A middle school teacher conducts student book clubs that highlight varied
perspectives, with topics including race, gender, and physical and mental
health. Students self-select texts and participate in an in -depth study.
High School teachers shared several examples of more inclusive courses
currently being offered.

" In the Modern Dilemmas; Race, Class and Gender; and World
Cultures classes, issues of race, class, and gender are studied and
discussed, and there is movement toward being more inclusive of
the histories being taught.

An Art teacher has shifted away from teaching the more traditional
masters and toward including diverse voices and perspectives.
Multiple focus group stakeholders (school leadership, family and
caregivers, students) mentioned the districtOs World Cultures course
as a comprehensive means to cultural responsiveness in the district
and school curriculum.
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I An advanced high school ELA classincludes a unit of study focused on
social justice/injustice and includes themes of intersectionality in readings

and discussion.

I The district uses a curriculum evaluation tool to understand
where gaps in inclusion and equity exist (outdated images,
inaccurate portrayal of history; ideas, social constructs, e.g.).

While the above -mentioned information identifies movement toward a more
inclusive approach to curriculum and instruction, staff also shared the hope that
systems and structures would be created to support changes that some staff
members are implementing to make spaces more equitable. Additionally, surveys
noted different perceptions between school leaders and students regarding the
curriculum being reflective of diverse populations. School leaders evidenced a
slightly above average of agreement at 3.17, while students were below average,
at 2.84 (3.0 indicates a consensus level of agreement).



RECOMMENDATIONS

Develop or expand current curricula and instructional materials in

all content areas to prioritize inclusion and equity.

I Continue to use the current curriculum evaluation tool to understand
where gaps in inclusion and equity exist (outdated images,
inaccurate portrayal of history; ideas, social constructs, e.g.)

I Continue to develop or revise curricula, materials, and instructional
practices based on findings

Continue to work toward ensuring representation of a
diversity of perspectives, authors, and characters

Identify resources for customizing curriculum to meet
studentsO unique needs and interests.

I Provide professional learning for all levels of staff in the use of
new/revised curricula and materials

I Set the expectation that all staff move toward teaching from a more
equity-minded lens

Establish a district-wide culture of developmental responsiveness
which ensures that the practices adults use respond to students’

individual, cultural, and developmental learning needs and
strengths.

I Invest in professional development that provides educators with robust support
and resources on the following:

Use of active and interactive teaching practices

Creating and sustaining a classroom of belonging that represents all

students

Use of words and non-linguistic models

Developing connections and ways of knowing students
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