PARENTS DEFENDING

EDUCATION

October 2, 2024

Margaret Ly, Director

Roberta Steele, Regional Attorney
San Jose Local Office

96 N. Third St., Suite 250

San Jose, CA 95112

Re: Investigation Request/ La Honda-Pescadero Unified School District

Dear Director Ly and Attorney Steele:

Under 29 C.F.R. §1601.6(a), Parents Defending Education (PDE) files this request to investigate
La Honda-Pescadero Unified School District in Pescadero, California for employment
discrimination on the basis of race, color, religion, sex, or national origin in violation of Title VII
of the 1964 Civil Rights Act, 42 U.S.C. §2000e et seq.!

PDE makes this investigation request as an interested third-party organization with members
who are parents of school children throughout the country. PDE and its members oppose racial
discrimination and political indoctrination in America’s schools. La Honda-Pescadero Unified
School District has updated its equity policy to implement quotas for hiring diverse educators
and staff. This equity policy promotes race-based hiring and educator retention in the district.
Attached to this complaint is supporting evidence in the form of the District’s updated equity
policy (Exhibit A),2 a presentation titled, “Hiring and Retaining a Diverse Staff 2024-2025”
(Exhibit B), a contract proposal titled, “La Honda Pescadero-Equity Audit” (Exhibit C), and a
document titled, “Las Honda-Pescadero Equity Audit” (Exhibit D).

Exhibit A reveals that a primary strategic objective in the District is implementing a race-based
recruitment and retention process by June 2024. The updated equity policy stresses the
“District and site staff shall fully implement the LHPUSD hiring policy and achieve an increase
in the diversity of the workforce in at least 75% of new hires” (Ex. A at 1).

In an effort to “encourage diverse candidates,” the District compiled a list of strategies to
achieve those goals. In addition to “[c]apitaliz[ing] racial/ethnic categories in a consistent
manner,” the presentation on “Hiring and Retaining a Diverse Staff 2024-2025” also includes
“prioritiz[ing] messaging that centers diversity/POC” and encourages hiring managers to “[b]e
purposeful about saying experience in lieu of degree” (Ex. B at 7).

1 Copies of this letter are also addressed to each member of the Commission, and Parents Defending
Education makes the same request of them under 29 C.F.R. §1601.6(a).

2 “Regular Board Meeting-10/12/2023,” “Equity Policy Measurable Outcomes,” Accessed 9/25/24,
https://simbli.eboardsolutions.com/SB_Meetings/ViewMeeting.aspx?S=36030993&MID=25120&enlIl
D=slshUh4dBEmJhPbx5UdJegy2slshw%3D%3D&srch=equity+policy&ktype=Exact&Tab=Agenda
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The presentation also suggests that the District “[t]rack demography of candidate pool through
the entire hiring process” and “[t]rack interviewers’ reviews and recommendations to ensure
they are not consistently rating majority candidates higher than others” (Ex. B at 8).

W BT

The presentation illustrates the existing approach to hiring in the District as a funnel. Wherein,
about 80% of the teaching force is described as “white,” while only <4% of superintendents are
“males of color” (Ex. B at 5).

Hiring managers are encouraged to “[r]ecruit a diverse hiring panel” and “[e]xpand recruiting
tools,” specifically, incorporating tools such as “New Teacher Center,” “UCSC Latinx Initiative
for New Teachers” and using “[d]iversity job boards” (Ex. B at 9).

Benefits to these recruitment and hiring practices include “multi-year training plan” with an

“external” partner and “career ladder pathway model’ to ensure opportunities for career growth
for staff of color” (Ex. D at 29, 33).

The equity audit underscores the District’s 62% minority Hispanic population as the reasoning
behind implementing such robust diverse hiring practices and stresses that unwillingness to
implement such practices may lead schools to “function as sites of oppression’ rather than
places of opportunity” (Ex. D at 5-13).

Therefore, the La Honda-Prescadero Unified School District’s imposed hiring and recruitment
process underscores that not all candidates are weighed the same through the hiring process—
and that this exclusion would be based on an individual’s race.

As the Commission is aware, “the important purpose of Title VII” is “that the workplace be an
environment free of discrimination, where race is not a barrier to opportunity.” Ricci v.
DeStefano, 557 U.S. 557, 580 (2009). Specifically, Title VII declares that it is an “unlawful
employment practice” (1) “to discriminate against any individual with respect to his
compensation, terms, conditions, or privileges of employment, because of such individual’s
[protected characteristic]”; or (2) “to limit, segregate, or classify his employees or applicants for
employment in any way which would ... adversely affect his status as an employee, because of
such individual’s [protected characteristic].” 42 U.S.C. §2000e-2(a). Title VII “prohibits even
making a protected characteristic a ‘motivating factor’ in an employment decision.” EEOC v.
Abercrombie & Fitch Stores, Inc., 575 U.S. 768, 773 (2015) (quoting 42 U.S.C. §2000e-2(m)). But
here, La Honda-Prescadero Unified School District appears to be intentionally discriminating
against its employees because of their race by making race a barrier to opportunity.

A 2015 decision issued by the Department of Education’s Office for Civil Rights (OCR) during
the Obama Administration is instructive. When a Chicago-area high school held a “Black Lives
Matter” assembly during Black History Month “for African American students only,” OCR
concluded the school violated the Equal Protection Clause and Title VI. See Sept. 29, 2015
Letter (OCR Docket #05-15-1180). The school’s desire “to provide a comfortable forum for black
students to express their frustrations” could not justify the school’s exclusion of white students,
who were told they could not participate. OCR concluded that the district failed to “assess fully
whether there were workable race-neutral alternatives” and “did not conduct a flexible and
individualized review of potential participants.” In a Resolution Agreement with OCR, the
district agreed that its programs and activities would be “open to all students ... regardless of
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their race” and to adopt policies and training to ensure the district’s compliance. OCR imposed
these requirements even though the district had promised “not to hold such events in the
future.”

La Honda-Prescadero likewise cannot discriminate based on their race when hiring or making
other employment decisions. We ask that your office promptly investigate the allegations in this
complaint, act swiftly to remedy unlawful policies and practices, and order appropriate relief.

Thank you for your prompt assistance with this request for investigation and resolution.

Please contact me for further information.

Sincerely,
§ M-

Caroline Moore
Vice President
Parents Defending Education

Enc. Exhibits A-D

Cc: The Honorable Charlotte A. Burrows, Commission Chair
The Honorable Jocelyn Samuels, Commission Vice Chair
The Honorable Andrea R. Lucas, Commissioner
The Honorable Kalpana Kotagal, Commissioner
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DRAFT Focus Areas for 2023-2024

1) That potentially unequal learning needs among students require equitable, not
equal, distribution of resources.

By February 2024, district staff will develop a calculation to determine district spending per pupil
which incorporates the following factors:

e Spending by learning needs
e Spending by program (TK, SPED, PreK, High School, Middle School, K-5)
e Spending by sub-group

By March 2024, this calculation shall be presented to the Board and used in the LCAP planning
for 2024-2025 as a factor for increased and improved services.

2) That it is imperative that our workforce—our teachers, administrators, and other
staff—represent the diversity of our students and families.

By June 2024, district and site staff shall fully implement the LHPUSD hiring policy and achieve
an increase in the diversity of the workforce in at least 75% of new hires.
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Hiring and Retaining a Dlverse
Staff 2024-2025

December 14, 2023




Executive Summary

Key Takeaways:

e |LHPUSD has several key openings for 2024-2025.
e LHPUSD has struggled to hire due to short timelines and outdated hiring
practices.

Impact:

e Early planning for hiring in 2024-2025 provides the necessary time to review
and modify current practices.

Changed Behavior

e Revised hiring practices.



Diversity is Good for Everyone

Students who are in classrooms where they don’t necessarily see diverse people,
teachers, and leaders, need to also see people of color to understand that everyone has
capabilities, potential and value.

How do we help people to understand how to get along better together, to learn
together, to work together, to play together?

National Equity Project (NEP)



LHPUSD Equity Goal and Measurable Outcome Language

Equity Policy Language- Adopted October 2023:

It is imperative that our workforce—our teachers, administrators, and other
staff—represent the diversity of our students and families.

Measurable Outcome #2- Adopted October 2023:

2) That it is imperative that our workforce—our teachers, administrators, and other
staff—represent the diversity of our students and families. By June 2024, district
and site staff shall fully implement the LHPUSD hiring policy and achieve an
increase in the diversity of the workforce in at least 75% of new hires



The Education Funnel

~80% of teaching force is White

ST >50% of principals are White women

Site Leaders

<4% of superintendents are males of
color

District Leader.

Superintendents

Slide from SMCOE: Hiring and Sustaining a Diverse Staff
Presentation



What the Research Shows

“Increasing teacher diversity is a very important strategy for improving
learning for students of color and for closing achievement gaps. While
White students also benefit by learning from teachers of color, the
impact is especially significant for students of color, who have higher
test scores, are more likely to graduate high school, and more likely to
succeed in college when they have had teachers of color who serve as
role models and support their attachment to school and learning. Students
with racially diverse teachers also have fewer unexcused absences and
are less likely to be chronically absent.”

Linda Darling-Hammond



Strategies to Encourage Diverse Candidates

Language and messaging
® Job ads signal who belongs in a district from the very outset - write job ads that include, not exclude
Prioritize messaging that centers diversity/POC
Capitalize racial/ethnic categories in a consistent manner
Ensure the verbiage is equitable/welcoming
Be purposeful about saying experience in lieu of degree
Do not use jargon

Include salary/benefits (increases respondents)

Dlverse hlrmg panel Slide from SMCOE: Hiring and Sustaining

a Diverse Staff Presentation



Track Results

In one study, the odds of hiring a woman were 79 times greater if there were at

least two women in the finalist pool; the odds of hiring a person of color were 194
times greater.

Review metrics to gain insight

e Track demography of candidate pool through the entire hiring process.
e Track interviewers’ reviews and recommendations to ensure they are not
consistently rating majority candidates higher than others.



LHPUSD Plan for 2024-2025 Hiring

Review and rewrite job postings with a focus on inclusivity, diversity and equity.
Develop hiring pamphlet

Review and rewrite interview questions- in progress

Utilize tools and resources in Bias Free Hiring Practices- Turner Consulting
Recruit a diverse hiring panel

Attend job fairs in and out of the area

Expand recruiting tools beyond EdJoin
o Local universities

New Teacher Center

UCSC Latinx Initiative for New Teachers

Indeed

Diversity job boards TBD

Word of mouth

O 0O O O O



Timeline

December-January: Rewrite job postings, pamphlet, interview questions. Seek
editing and review from SFCESS, SMCOE

February 2024: Post positions- known positions

e Site Leader for PES
e ELAatPHS
e Possible Math position at PHS TBD

March 1 closing date

March- Until positions filled- Hiring process



Let’s Promote our Strengths!

LA HONDA*

{' PESCADERO<
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Proposal

Equity Audit for La Honda-Pescadero School
District

Presented to:
Ms. Lisa Mateja, Board Member

March 24, 2021
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Dear Ms. Meteja,

Insight Education Group is pleased to continue recent conversations and present this proposal

in hopes of partnering with La Honda-Pescadero School District to conduct an equity audit.

Insight has been leading efforts related to equity, race, and bias in schools and districts for
several years and understands the specific needs and opportunities related to teaching and
leading diverse students and communities. Our 20 years of experience in supporting large-
scale, district-wide implementation of improvement initiatives, when coupled with our deep
experience as educators and our internal work on racial equity, uniquely situates us to serve as

an effective, and honest, partner to your district as we conduct an equity audit.

Insight’s staff is comprised of former classroom teachers, instructional support staff, school
leaders, and high-level district leaders, each with outstanding records of success. Our partners
know we have walked in their shoes and that we understand the specific challenges, nuances,

and opportunities of focusing on the important work of addressing racial equity in our schools.

While the following proposal presents offerings based upon our recent conversations, it is
always our practice to engage with clients to determine the best scope and sequence of
services within desired timelines and budgets. We look forward to working together with you

to find the right approach to reach your goals.

Respectfully,

Michael Moody, Ed.D.

Co-Founder
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ORGANIZATION ADDRESS

Insight Education Group, Inc.

15760 Ventura Blvd

Suite 700

Encino, CA 91436

Phone: 1-800-935-7022

Fax: 1-818-385-0075

Web: www.insighteducationgroup.com
Federal Tax ID: 27-0038418

LEADERSHIP TEAM

Dr. Michael Moody, Co-Founder

Email: moody@insighteducationgroup.com

Jason Stricker, Co-Founder

Email: Stricker@insighteducationgroup.com

Jason Culbertson, CEO

Email: Culbertson@insighteducationgroup.com

Dr. Anissa Rodriguez Dickerman, Chief Strategy Officer

Email: Dickerman@insighteducationgroup.com

Dr. Andrea Thomas-Reynolds, Senior Vice President

Email: Thomasreynolds@insighteducationgroup.com
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Section 1: Description of Firm

Insight Education Group is an international educational consulting organization that works with
education leaders to develop aligned strategies and provide embedded supports to facilitate
educator growth and positively impact student achievement. Since 2000, we have supported
schools, districts, charter management organizations, and state education agencies through

some of their largest challenges, including:

e successfully turning around chronically under-performing schools,

® engaging systems in the design and implementation of initiatives aimed at directly

addressing racial equity,

e fostering school cultures around mentoring, coaching, collaboration, and shared

knowledge and skills,
e developing guidance for programmatic development and sustainability of initiatives,

e supporting teachers and educational leaders with innovative tools to deepen

professional learning,

e training aspiring and current educational leaders to be strategic and establish priorities

for positive change, and

¢ helping to change the culture of teacher growth to one of trust.

Through our partnerships with states, districts, and schools across the country, such as Colonial
School District, District of Columbia Public Schools, and Jackson Public Schools, Insight has
brought thousands of educators’ practices to the next level. We have developed award-
winning systems and solutions that are used in schools and districts in the United States and
abroad, but it is our commitment to a partner-driven implementation process that sets us apart

from others and gets the right results.

The efficacy of our work has been documented in prominent studies like the Bill and Melinda
Gates Foundation’s Measures of Effective Teaching Project and The Best Foot Forward Project
from Harvard’s Center for Education Policy Research. We have been featured in Education
Week, T.H.E. Journal, eSchool News, District Administration, Scholastic, Tech & Learning, and
EdSurge.

Most recently, Insight was awarded a second Teacher and School Leader (TSL) Incentive Grant
from the US Department of Education for Project IGNITE, a partnership that provides 49
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schools in Florida, Mississippi, New York, and Texas the opportunity to work together in a
networked improvement community (NIC) context. This builds upon our first TSL grant,

Empowering Educators to Excel (E3) program, which we were awarded in 2017.

A guiding principle of our work is to build on the synergy of multiple stakeholders and
departments to effectively build educators’ capacity and implement complex initiatives while
avoiding unnecessary duplication of efforts. We do not simply facilitate meetings; we bring our
experience and perspective to the discussion with our partners to ensure that their decisions
are informed and will have the greatest impact. Our breadth of knowledge and experience as
providers of diagnostic services, technical assistance, and professional learning gives us the
unique ability to see the bigger picture and align all of our work to a partner’s vision for

success.

Our Core Values

We strive to address equity every day, in all that we do. Equity is the driving force behind all of

our decisions, including: hiring diverse professionals, empowering teachers and school leaders,
creating tools and culturally responsive resources, and participating in and facilitating

conversations around bias, prejudice, and race. We will forever be champions of equity.

We are a team of leaders. We are all independently strong but collaborate intentionally to

approach our work with purpose, flexibility, and a relentless pursuit of excellence.

We are educators. As former teachers, administrators, and district leaders, we are a team of

educators who value continual reflection and refinement in all that we do, we work

collaboratively with partners to generate innovative solutions to systemic challenges.

We are lifelong learners. In order to be catalysts of change, we have to stop pretending that

the status quo is working and commit to permanently impacting the educational landscape

through our own continuous development.

We thrive in a dynamic environment. We are flexible and adapt to meet the ever-changing

needs of our partners while being motivated by their success, the success of our organization,

and each other.

We place a high value on supporting one another and having fun. We're an all hands on deck,

inclusive group that recognizes the importance of a positive team culture. Simply said, we love

what we do, who we work with, and we have fun in the process.
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How We Work

We begin every engagement with a thorough implementation planning process to clarify goals
and establish agreed-upon timelines and deliverables for the work. Weekly Status Reports will
be developed and sent by the Partnership Manager to identified project stakeholders to
ensure open communication. Regular Executive Check-Ins will also be scheduled and held
between District project leaders and Insight’s Executive Sponsor to make any necessary
modifications and further guarantee the success of the work.

We also consistently seek feedback from stakeholders through a variety of mechanisms,
including focus groups and partner surveys, and make appropriate adjustments to our
services. Below is a snapshot of our most recent Partner Satisfaction Survey results.
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Where We Work

Insight’s ability to provide a variety of custom services and meet partners’ unique needs is driven by
our deep understanding of the principles of change and ability to craft thoughtful project plans that
guide sustainable implementation. We specialize in developing close partnerships with our partners
to understand their unique challenges and design practical solutions that get results. For over 20
years, Insight has worked with thousands of educators in districts and schools nationwide to
accelerate professional growth and ensure every student has a great teacher. Below are some of

our most recent partners.

DISTRICTS & STATES

GOVERNMENT & ED ORGS

Achievement School District (TN)
ACCEL Charter Network (OH)

Alliance for College-Ready Public
Schools (CA)

Apple Academy Charter Public Schools
Baltimore City Public Schools (MD)
Bassett Unified School District (CA)
Chicago Public Schools (IL)

Citizens of the World Charter Network
(CA, KS)

Colonial School District (DE)

Colorado Department of Education
(CO)

Delaware Department of Education
(DE)

Denver Public Schools (CO)

District of Columbia Public Schools
(DC)

Dunkirk City Schools (NY)

Gainesville Independent School District
(TX)

Greenville Independent School District
(TX)

The Governor's Office of Student
Achievement (GA)

Green Dot Public Schools (CA)
Guilford Public Schools (CT)

Guilford County Public Schools (NC)
Highland Falls School District (NY)
Indianapolis Public Schools (IN)
Kennett Consolidated School District
(PA)

Jackson Public Schools (MS)
Jackson-Madison County Schools (TN)
KIPP LA (CA)

Laurens County School District 56 (SC)
Los Angeles Unified School District (CA)
Lost Hills Union School District (CA)
Mansfield Public Schools (CT)

Marion County School District (SC)
Marlboro County School District (SC)
Maryland State Department of
Education

Memphis City Schools (TN)

Metro Nashville Public Schools (TN)
Metropolitan School District of Decatur
Township (IN)

Mississippi Department of Education
New Schools for New Orleans (LA)
Newark Public Schools (NJ)

Newton County Schools (GA)

New York State Department of
Education

Passaic Public Schools (NJ)

Ohio Department of Education

Queen Rania Teacher Academy (Jordan)
Racine Unified School District (WI)
School City of Mishawaka (IN)

School District of Palm Beach County
(FL)

School District of Philadelphia (PA)
Shelby County School District (TN)

St. Hope Public Schools (CA)

Summit Public Schools (CA)

Syracuse City School District (NY)
Tennessee Department of Education
(TN)

UNO Charter Schools (IL)

Waukee Community School District (IA)

Aspen Institute

Broad Center for the
Management of Schools
California Charter School
Association

Education Service Center of
Cuyahoga

Go! Austin / Vamos! Austin
(GAVA)

Greater Los Angeles
Education Foundation
Grimmway Family Foundation
KIPP Foundation

Mass Insight

Partnership for Los Angeles
Schools

Teach for America

Tennessee Charter School
Incubator

The Bill and Melinda Gates
Foundation

The KIPP Fisher Fellows
Foundation

The New Teacher Project
Ulster BOCES (NY)

U.S. Department of Education
University of the State of New
York Regents

Western Region Education
Service Alliance
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Section 2: Scope of Work

There is an active discussion on the impacts of race, and racism, in our society today. But
without moving into action, and without finding ways to permanently impact how race

determines outcomes, we will never see progress.

Schools and school districts are uniquely situated to impact both educator and student views
and actions related to racial equity. However, without thoughtful planning, clear objectives,
and an honest assessment of the current situation, we cannot expect districts to have the

impact they desire.

Insight Education Group has made equity a core mission of our organization as we work to
support schools, districts, and other organizations with their racial equity work. We would never
ask a partner to consider addressing a situation in a manner that we, ourselves, would not. As a
diverse group of practitioners, we strive to promote policies and practices of anti-racism from
the classroom level to the macro district-level. Insight's equity offerings help adults in schools
and school systems examine race and bias for themselves in order to better understand the
implications of institutional and systemic racism and, ultimately, become more critically race
conscious leaders. Insight strives to create environments that give individuals the courage (and
space) to face their biases head on and embrace a structure for exploring and dismantling
them amongst supportive accountability partners. Through our equity audits and on-going
supports, we provide an honest assessment of the current situation in the district and provide

clear recommendations for a path forward to ensure an equitable education for all students.

Based on our conversations with La Honda-Pescadero School District, Insight is pleased to
present this proposal to support the district in conducting a district-wide equity audit. Our
equity audit process does a deep dive into a district’s quantitative and qualitative data, collects
new data from key stakeholders through surveys, interviews, and focus groups, and thoroughly
analyzes the data to examine disparities and trends. We use the findings of the audit to create
a comprehensive and digestible report that includes both short- and long-term

recommendations to implement and sustain equitable practices.

The Insight Racial Equity Framework

The Insight Racial Equity Framework was developed to support the evaluation of equitable

practices in a district through the lenses of opportunity, access, and outcomes. The framework
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is designed to provide a concrete and cohesive foundational structure while remaining flexible
enough to be used to focus on a district’s specific needs and goals. At its core, the framework
is a guiding set of expectations. These expectations can be used for many purposes, including
(but not limited to):

e Reflection and Self-Analysis of Practices
e Guidance for Strategic Planning

e Development of Professional Learning

e Comprehensive Audit of Equity Practices

To be effective, reflection and self-assessment must be systematic, analytic, intentional, and
ongoing. Ensuring equitable practices and outcomes throughout the district requires
examination and implementation across all departments and should involve all district

employees and stakeholders.

The Insight Racial Equity Framework supports organizations in examining key processes,
structures, and practices in five comprehensive domains that span all departments and

stakeholders:
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While the needs of the organization will dictate how those areas are examined, the process for
assessing a district’s racial competence will include:

analysis of available quantitative and qualitative data;
conducting interviews and focus groups;

administering stakeholder surveys;

observing meetings, classes, school common areas;
curriculum review; and

reviewing policies, processes, and relevant documents.

Approach to Equity Audits

To examine each of the five domains outlined above, our audit team will conduct a deep dive
into the district’s qualitative and quantitative data and the community context students and
teachers individually and collectively face. This includes:

Examination of achievement disparities by race and other factors including students
identified for inclusion in special education, gifted education, and participation in
Advanced Placement, Dual Enrollment, or Early College Experience opportunities.
Examination of discipline data by race.

Examination of existing equity initiatives or practices and an analysis of their success.
Analysis of curriculum through an equity lens.

Self-assessments, stakeholder feedback sessions, and individual interviews that measure
how your students, teachers, and parents perceive their daily experiences.

Assessment of environmental factors impacting your students which your team may not
be currently addressing.

Review of teacher quality and access to high-quality teachers.
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e Review of teacher and leadership demographics to analyze whether the percentage of
teachers and leaders of color is representative of the student body.

Research & Methodology

Schools and districts conduct equity audits to analyze data in three key areas: programmatic
equity, teaching quality equity, and achievement equity (Skrla, McKenzie & Scheurich, 2009).
Insight would employ the equity audit aligned to these three overarching areas. The equity
audit methodology that we adopt is a customized research-based approach utilizing the work
of Skrla, McKenzie & Scheurich (2009) and their work on Using Equity Audits to Create
Equitable and Excellent Schools as well as research from the Intercultural Development
Research Association. For each overarching area we would examine several research questions
that would guide our work. The equity audit would require input from a variety of stakeholders
and several pieces of qualitative and quantitative data from a variety of sources including: focus
groups with key district leadership; classroom and campus observations; focus group interviews
with teachers, parents, and community members; an examination of school discipline policies
and codes of conduct; information provided on the district website and other communications;
school climate surveys, graduation, attrition and retention reports; and accountability data
including state report cards and other assessment data. By triangulating data across multiple
sources we will be able to glean valuable insights regarding the opportunities students have

and how their success can vary by race, language, income, zoning, mobility, ability, etc.

While there is no methodological consensus about the “right” way to go about the process of
conducting equity audits, there are distinct aspects of equity audits consistently mentioned in
the literature. Among these are the conceptual definition of the equity audit, the goals of
equity audits, and some salient school characteristics that equity audits should consider. The
research-based practices for our equity audit process are grounded in a combination of these

aspects and found in research from the following:

1. Skrla, L. et.al. (2009) Using Equity Audits to Create Equitable and Excellent Schools.
Corwin Press, Thousand Oaks, CA.

2. Skrla, L. et.al (2004). Equity Audits: A Practical Leadership Tool for Developing
Equitable and Excellent Schools (Twelve Indicators). Education Administration
Quarterly, Volume: 40 issue: 1, page(s): 133-161, February 1, 2004

3. Diamond, J. & Lewis, A. (2015) Despite the Best Intentions: How Racial Inequality
Thrives in Schools. Oxford University Press, New York, NY. Five-year study that found
hall monitors and teachers tended to call out black students for dress code and other

minor rule violations significantly more than white students.
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4. IDRA. (2020). Using Equity Audits to Assess and Address Opportunity Gaps Across
Education. San Antonio, Texas: Intercultural Development Research Association.

Additionally, we ensure that no findings are based on one single source of data. While the
process of our equity audits is described above, it is important to note that the process is
designed to identify trends across at least three data points for any finding or
recommendation. This is based on the concept of triangulation. Triangulation involves the
careful reviewing of data collected through different methods in order to achieve a more
accurate and valid estimate of qualitative results for a particular construct. The following

include research based practices related to triangulation:

1. Meijer, P. (2002). Multi-Method Triangulation in a Qualitative Study on Teachers'
Practical Knowledge: An Attempt to Increase Internal Validity. Quality and Quantity 36,
145-167.

2. Park, V. (2018) Leading Data Conversation Moves: Toward Data-Informed Leadership
for Equity and Learning. Education Administration Quarterly. Volume 54: Issue
4. page(s): 617-647, October 1, 2018

3. Nelson, K. (2010). Triangulation in the Assessment of Student Learning Outcomes.

Austin College.
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Section 3: Timeline

Insight is prepared to begin the equity audit as soon as the district is ready. Additionally, we

are currently able to conduct the entire audit process virtually to accommodate for the current

situation with COVID-19. Please see the proposed timeline below. Note that the timeline

represents Insight’s recommendations based on initial discussions and may be adjusted to

meet the district’s needs and timelines.

Task/Deliverable

Planning

Week 1

Week 2

Week 3

Week 4

Week 5

Week 6

Kickoff Meeting with district team to align priorities, establish goals,
confirm timeline, and develop metrics for success

District provides requested data to Insight for initial review and analysis

Insight administers stakeholder surveys

Insight conducts thorough review of district data, policies, practices, and
financial resources

Insight reviews recruitment/retention efforts, curriculum and resources, and
family/community engagement practices

Insight conducts focus groups with students, families, teachers,
administrators, community partners and reports on themes that emerge

Insight provides detailed analysis on district data - highlights trends and
identifies areas of improvement/aligned recommendations

Final written report with recommended strategies delivered to the District
Leadership

Page 14 of 16
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Section 4: Pricing

The cost below represents the projected fees based upon our current understanding of the
work and the approach presented in Section 1. However, it is our practice to engage with
clients to determine the appropriate scope to meet specific budgets. Should the specifications
of the project change, fees will be adjusted accordingly. All pricing is subject to final terms and

conditions.

Pricing with

Service ,
Assumptions

Examination of each of the 5 domains, including the following
activities and deliverables as applicable to each domain:

e Thorough analysis of the district’s racial equity, including
qualitative and quantitative data review, focus groups,
surveys, interviews, and document analysis

e Report of Findings Document including detailed $19,500
description of methodology, leverageable assets in the
district, areas of growth, and detailed, strategically
sequenced short- and long-term recommendations

e Presentation of Findings to district leaders with Q&A

Page 15 of 16
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Insight Education Group is an international educational
consulting organization that works with education leaders to
develop the strategy and confidence to lead bold change—and

provides the wrap-around supports to make change happen.
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INTRODUCTION

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 both educator and student views and actions related to equity.

However, without thoughtful planning, clear objectives, and an honest assessment of the current

situation, 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 Group’s audit team conducted in the La Honda-Pescadero Unified School District
(LHPUSD). 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.

Data shows that studentsin fhe United The equity audit team has developed this

States face significant dispariities in report in alignment with our Racial Ecuity
educational oppottunity and%outcomes. This Pramework Itincludes recommendations
is especially true for studentsi of colorand that are aligned to each domain in the
students from lowincorme communities, frarnework for the supenntendent and ber
(S Department of Education Office for tearn’s consideration. Ihis report

Civil Rights, 2016, Reardon, 2014)‘ When addresses the current district landscape
consideting dispanties in edacationa pertaining to ecuity and presents an
opportunity and outcomes, lt isimportant 1o important opportunity for district

also consider access a third variable that we leadership to develop a planto

consider to be the critical bridge between implement the recommendations in an
the first two Itis our belief téat the pressing aligned, coherent and intentional manner.
challenge facing schools and districtsis 1o s recommended that the district take
provide all students with both equitable time 1o study and make sense of the
opportunity and access 1o hiéh—quality findings and recommendations to
educational experiencesin order forthem develop a planto stage the necessary

to achieve successful life out;::omes. work efficiently and effectively in order to

Improve outcomes tor each and every
studentin LHPUSD



DISTRICT CONTEXT DRAFT

The La Honda-Pescadero Unified School District serves approximately 305 students in San
Mateo County, California. LHPUSD operates three school campuses and has programs
serving preschool-age students through adults. The campuses include La Honda
Elementary School, Pescadero Elementary School, and Pescadero Middle/High School. As
a local school system, LHPUSD serves a demographically diverse student population in
race/ethnicity, socio-economic status, English Language Learner status, and students being
served through special education programming. The student population at LHPUSD can
be broken down into the following by race and ethnicity: Hispanic/Latinx (62%) and White
(37%), with American Indian/Alaska Native, Asian, and Native Hawaiian/Other Pacific
Islander (OPI) less than 1%. At the time of the Equity Audit, 38% of the students were
classified as English Language Learners and 11.7% of the students received special
education services. An illustration of student demographics by race is provided in Figure 1
titled, “La Honda-Pescadero Unified School District Student Demographics.”
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DRAFT

stakeholder groups throughout the data collection process during the first semester of the

The Insight audit team worked closely with the district to amass a robust set of district data
2021-2022 school year.

Insight Education Group conducted an Equity Audit in LHPUSD between May 2021 and

January 2022. The team met virtually with stakeholders from the district and larger
community to gain as many perspectives as possible to determine district trends using

In this section of the report, we will review the foremost components of our methods
surrounding the Comprehensive Equity Audit for LHPUSD. To begin we 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 LHPUSD, both in

and documents for review in the initial phase of the Equity Audit as well as to engage

an equity-focused lens by collecting multiple datasets.
strengths and areas for future improvement.

METHODOLOGY
DATA COLLECTION

&
., .
&\\wx\\\\\\\\\\\\\\\\\xX\\\
&\&%\\\\\\\\\\\\\\\\\§X\X\\
\\\&\\\\\\\\\\\x\\\xx\x\§\
\\&\\\\\\\\\\\N\\\x\x\\xx\\
_ \\\\\\\\\\\\\\&\\&\k\\\
\\\&%\\\\\\\\\\\x\\\\&&\\x\
\\\&&\\\\\X\\\\\\\\\\N\\\\\
\\\WN&\\\\\&\\&&&&\\&&\&k\\
&\&Q\\\\\\&\\\\\&\\&%x\\\\
_ &\\\\\\&\\\\&&&&&\%&\\
_ \\\\%\\\\\\\\\wX\\\x®&\
. o B 6
\\\&Nw\\\\N\\\\\\\&k%\&&\\\
\\\mx\\\&&&AN\\\\&N\\&\&\&\

&&&&WX\X\\X\%\\x\&\\\

-
%&& x\xxxx\xxxX\&X\x\

\\
\
N

_
.
__

7
7
7

NN

§§

\
N\

\&
n

SHeas\in relatio
\

&§§§Q§§&

OO

w \\&

NRE
AN

3

L
L

\

\V\ y\\@\mW\&&x\x\\\
. xg\x@\\x\x&x\\\x\
. - .
g \\Q%&\&\\\
;L\ix\\\xx\\x&xX\\
o \‘x&§§xx%

o

MMM
\\\\\\\\\

N\
&

7

N mRHNINT
§x\§ N NN

\
N\
\
§§§§§§&

NN

.@
NN
w

x%\%\ \\\\\\ WW\
\\\\ \NY o \\\
\\\W¥§§\@\

\ .
%s&x\xxwx\\&§&waW\

, & d 7
\\xx\\\\s\\x\s < 0 &
\\\mm -

\

\

o
Q
-
o
§\
_
.
o
_
o
@
o
o

.
L

\
\\\&\\

\\\&\\&&\\\&\
MMM

. xxxx\&\xw\&w&&\xxxxs\
\\\\\.\\\\\\\\\\\%\\ o> . .
\\\\\\\\\\\\\\\&\\%\k\\&&
xX\\\X\X\X\X\\\\x\xxxw\x\\
\\\\\\X\\\\\\\\\\\\W\W\N&\\
GGG

NN




DISTRICT DATA DRAFT

Graduation rates supported audit team members’ appraisal of how
frequently, consistently, and to what percent LHPUSD students graduate.
Audit team members also reviewed previous academic achievement data in
English and mathematics found on the California State Department of
Education website for 3rd, 8th, and 11th grade students to survey the
academic performance of LHPUSD students by various demographic
subgroups. These two critical developmental points allowed team members
to detect relatively persistent gaps in academic performance between peers
in terms of race/ethnicity, socioeconomic status, English Language Learner
status, and special education classification.

Team members reviewed discipline data to understand discipline related
trends in terms of frequency, school site, type of infraction, and punitive
responses to student infractions. Moreover, Insight evaluated discipline data

by infractions attributed to groups of students demographically.



DISTRICT DOCUMENTS DRAFT

In addition to preliminary quantitative datasets provided by LHPUSD, 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 latter
sections of this report: 1) Structures, Systems, and Resources; 2) Culture and
Community; 3) 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 utilized to provide an equitable education for all of La Honda-Pescadero’s

students.

Insight audit team members reviewed the LHPUSD website, social media sites,
and outgoing communication to the community, such as published Board
meeting notes, to evaluate trends aimed towards building a culture and
community grounded in equity within the district. Additionally, 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.

To assess LHPUSD's educator workforce with a focus on racial equity in the
recruitment, retention, placement, and promotion of district educators, Insight
audit team members supplemented LHPUSD school leader and LHPUSD staff
demographic data with data made available via survey descriptive statistics.
Furthermore, audit team members reviewed professional learning opportunities
extended to LHPUSD educators to foster a sense of professional growth and

learning as well as district recruitment cycles.

Lastly, the district provided assessment calendars, access to state-wide
achievement archives, as well as accelerated course information to evaluate
equitable policies for student education relative to equitable access to programs

and opportunities.



STAKEHOLDER SURVEYS DRAFT

In partnership with Insight’s audit team, LHPUSD 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 questions
depending on which stakeholder group the participant maintained
membership. The six stakeholder groups included: central office staff, school
leaders, school district staff, non-school based district staff, family and
caregivers, and students. 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. An example student participant would respond
to the statement, “My school prioritizes equity.” In response, the student
participant indicated their agreement using the following: “1” strongly

disagree, “2" disagree, “3" agree, and “4" strongly agree.

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.

In a second round of surveys with families and caregivers conducted in March
2022, La Honda-Pescadero Unified School District employed a targeted
recruitment strategy to receive additional feedback that was considered more
representative of their demographic makeup. As such, LHPUSD representatives
enlisted the help of District Community Liaisons to reach out to families and
caregivers with limited access to technology in remote locations to complete a
paper version of the Equity Audit survey in-person or at parent conferences.

The results from the second round of surveys can be found in Appendix A.



FOCUS GROUPS DRAFT

LHPUSD recruited stakeholders from multiple groups to engage in focus group
sessions with Insight audit team members. During the recruitment process,
LHPUSD invited potential group members from the following stakeholder
groups: executive leadership team, La Honda Elementary School staff,
Pescadero Elementary School staff, Pescadero Middle/High School staff, high
school students, and families/caregivers. Sixty-four individuals from those
stakeholder groups were invited to participate. Due to some scheduling and

technology issues, some participants were interviewed individually.

Focus groups were facilitated by Insight team members held virtually via Zoom
tele-conferencing platform with attendees. Focus groups were approximately 60
minutes in length. Individual interviews were also conducted using the same

questions. Those interviews were approximately 30 minutes in length.

During the focus groups, participants were provided the opportunity to share
their lived experiences in the district. In particular, focus group participants
conveyed the district’s 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.
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RESEARCH

DOMAIN 1

STRUCTURES, SYSTEMS, AND RESOURCES

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, otherwise schools

may “function as sites of oppression” rather than places of opportunity (Irby et al., 2019).

Adistricts commitrent 1o e;quity relies on
fandamental systemic chanée throughout the
organization, as Well as the anti-racist beliefs
and actions o individual educators and leaders
MNeltor et a 2018) Farthermore districts
miust explicitly centralize eqaity in their school
improvement plansto ensurfe thatresources
are equitably distributed to students in both
policy and practice\stan, 2018, Gorski, 2019).

Atthefoundation, strateqic planning la district
process of establishing goals and the
strategies that will be emp!dyed to achieve
those goals) should explicitly name race and
equity as a protity in the organization. Goals
must be meaningral and repiresent access and
Spportunity, ot jast absolut::e achievement in
order to ensure equitable support of all
students I order to achieve this distict goals.
as well as theirmeasurable targets musthbe
developed collaboratively with leaders and
stakeholders :

Uponthe foundation of strategic planning
sitthe technical decisions and systems that
comprise budgeting; the allocation of
TeSOUICes; access to clean healthy and
updated facilities, access to techniology
hardware, sottware and internet, guality
food and matrition progras, and sate and
ettective trahsportation. Therefore, this
domain addresses both the degree 1o
which the school board and sepior
leadership team have and continue 1o
develop racial competence and dse that to
plan strategicaily miake technical decisions
and create stractures and systerns that
promote equity.



Yhereis a clearand directlink between
student achievement and access tomaterial
and nonmaterial resources such as effective
teachers, high“quality instractional/materials,
academic rigor, andlearming-ready facilities
(ravers, 201 8). The allocation of these
resources at the macro Ievelécan alleviate or
exacerbate Inequitiss across an orgamzation,
Research suggeststhat districts and school
boards often do not direct resources 1o
students with/egurty m mind, resaiting in
intra-district/ dispantiesin teacher
assigniment, camicalar, and buiding guality
(Darden & Cavendish 201 1) Cheatham’
Baker-dones and dordan-Thomas{2020)
suggestthat districts can demonstrate their
comrmitment to racial equity by intentionally
allocating their resources moreflexibly based
on the changimg nesds ot individual
students” through’ strategies such’as
recontigured funding formulas/and

difterentiated instructional designs.




DRAFT
LA HONDA-PESCADERO UNIFIED SCHOOL DISTRICT FINDINGS
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| didn't see it. |

Mission of the Climate Assembly

“The Climate Assembly will serve as an open space for conversation
related to how we can develop and nurture inclusive, equitable school

spaces where students, parents and teachers feel a strong sense of
began to look at updating policies, offered professional development opportunities

to staff, and conducted a student survey. Although this team lost some of its
members and is not currently meeting anymore, it did kick off important equity work

LHPUSD Staff Member: | couldn't tell you word for word, but equity is equality of
LHPUSD Staff Member: Equity work is something we just started. 1’d have to go

participants in the focus groups were not all clear about the district definition. Here
opportunity and helping people take advantage of the opportunities.

stakeholders are aware of and understand. The district showed their commitment to
are some of the focus group responses to the question, “What is the district’s

message that equity is important to all members of the district. Frequently, this is
represented through an equity plan, including the district’s vision for equity, that all
this work by establishing the Climate Assembly in 2017.

and there’s a systematic approach to eliminate gaps for race, gender, SES, age,

ensure equitable practices and improved outcomes for each student is a clear
LHPUSD Staff Member: Equity is when each student receives what they need

LHPUSD Staff Member: Maybe the definition is in a handbook....

LHPUSD Staff Member: | don’t know. Is there a statement?

Although the Climate Assembly established a clear equity definition for the district,
LHPUSD Staff Member: Kids should be given what they need.

An important aspect of the structures, systems, and resources that allow a district to
This group worked together to establish a clear equity definition for the district,
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DRAFT

LHPUSD Staff Member: | think that in our district, we all think we know what we
mean by equity, but we don’t have a shared definition. Everyone thinks equity is
just about supporting our Latino families, but what about other groups? It
shouldn't just be about students of color. What about students with mental
health needs? The term equity is misused by people in the district.

Stakeholder survey results on agreement with the statement, “The district has a clear
definition of equity,” is provided in Figure 2 titled, “District Has a Clear Definition of

Equity.”
Figure 2.

District Has a Clear Definition of Equity

5 2.79 2.82
25 2.33

School Leaders (n=3) School Staff (n=19) Families & Caregivers (n=39)

Average Level of Agreement (Scale of 1-5)

It is also important that districts have a clear plan for addressing gaps in academic
achievement between subgroups of students. La Honda Pescadero’s Local Control
and Accountability Plan (LCAP) does demonstrate a need for increased academic
achievement and outlines a plan to address pervasive gaps that are present in English
language arts and mathematics content based on student subgroups found in the
district. The district also has a multi-tier system of support available and appears to
be used consistently throughout the district.
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DRAFT

The district also does an excellent job of leveraging community resources to reach
and overcome the unique challenges found in their geographically rural context.

The La Honda-Pescadero Unified School District appears to be in a significant
amount of transition as they proactively seek to reform policies about equity,
diversity, inclusion, and race. As the work continues, there is a need for open,
transparent discussions regarding the rationale for changes and helping stakeholders
understand how the equity work impacts resource distribution among district
schools. There were some comments shared in focus groups that some staff
members do not feel their school has access to the same resources that other
schools receive, which is contributing to them feeling an “us vs. them” mentality in
the district. They felt it was inequitable not to have access to the same resources for
their students.

LHPUSD Staff Member: Some schools in the district don't feel they have the
same support.... How come that site has XYZ and we don't?

More transparent conversations about how resources are allocated and what budget
decisions are made at the building level may help alleviate some of those concerns.
It is also important that stakeholders understand that schools might receive slightly
different resources based on student need. Continued work around helping
stakeholders understand “equity vs. equality” would be beneficial.

17
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RECOMMENDATIONS

Rebuild the Climate Assembly team with a cross-section of staff
members across the district and empower them to take an active

role in leading the district’s improvement in equitable
opportunities, access, and outcomes for all students.

Identify key district stakeholders from the collective La Honda-Pescadero School
District community to serve as members on the Climate Assembly team. Include
parents, students,instructional and non-instructional staff, as well as community
partners.

Identify clear roles and responsibilities for the Climate Assembly team.

Identify and implement structures and processes, including consistent meeting
times for the Climate Assembly team that will elevate the the team’s autonomy to
serve in an advisory role in the district rather than just a problem-solving entity.
Empower the Climate Assembly team to work collaboratively with district leaders
to lead development of a district equity plan aligned to the strategic plan and that
builds on the previous district vision and definition of equity. As part of the work,
this committee should conduct an ongoing review of pertinent district data, set
goals for progress in identified areas, identify metrics to measure progress toward
goals, and identify professional learning opportunities for all stakeholders.

Provide autonomy to the Climate Assembly team to implement key elements of
the district equity plan, including instituting necessary changes to ensure equitable
opportunities, access, and outcomes for all students.

Develop a communications plan to ensure that all district stakeholders are aware
of the work being done by the Climate Assembly team and provide opportunities
for stakeholders to give input.

18
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RECOMMENDATIONS

Develop and adopt a board equity policy to establish clear

guidelines for operationalizing equity and removing systems that
prevent equitable outcomes for all students.

e  Conduct a systematic review of equity policies from other school districts.
Incorporate the definition and vision for equity established by the Climate
Assembly team, while also outlining the board’s commitments to the work.

e Provide guidance around expectations for the work of the Climate Assembly and
development of the district equity plan, including details about how it will be
developed, shared with the community, and reviewed regularly.

19
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DOMAIN 2

CULTURE AND COMMUNITY

Racial competence is central to a culture in which students, educators, and families of color

feel safe, welcome, and valued as integral members of their school and district community.

Establishing a culture of racial competence requires creating an anti-racist climate in every

building, utilizing social and emotional supports for active engagement with racial issues,

and leveraging family and community partnerships to develop social trust. With racial

competence as the foundation of a district’s culture, students, educators, and families can

understand and challenge the racial biases that affect every aspect of teaching and

learning, engage in productive conversations about race and equity, and reach their full

potential in a safe and supportive school environment.

The distinction between school climate and
school culture is nuanced bu?t can be explained
as follows: climate refers to é school’s attitude,
while culture refers to its personality. A school or
district’s culture is shaped over time through
changes to its climate (Gruenert, 2008).
Therefore, creating an equitéble, anti-racist
climate in every school is necessary for
establishing a deeply ingrained culture of racial
competence throughout a district.

An equitable school climate ines all students,
staff, and families—regardless of racial or
socioeconomic background-—access to
“effectively supported high éxpectations for
teaching, learning, and achievement;
emotionally and physically safe, healthy learning
environments for all; caring, @:ourageous,
self-reflective relationships among and between
peers and adults; and multiﬁle, culturally
responsive pathways to participation” (Ross,
Brown, & Biagas, 2020). :

A district’s commitment to racial competence
requires teachers and leaders to have an
asset-based approach to educating and
serving students and families of color. This
means that diversity is viewed as a strength
and individuals are valued for their unique
contributions to the school and district
community.

A racially competent school climate mitigates
the potentially harmful effects of policies and
practices on staff and students of color. Dress,
hair, and conduct policies often include coded
or racialized language about appearances and
attitudes, with negative consequences for
students of color, including harsher
punishments and increased time away from
the classroom (Fregni & Zingg, 2020). Black
children, especially males, are disciplined at
higher rates than their white peers as early as
preschool and throughout grades K-12, with
long-term implications for their likelihood of
arrest and incarceration as adults (U.S.
Department of Education Office for Civil
Rights, 2016; Bacher-Hicks, Billings, &
Deming, 2020).



Restorative discipline is a prbmising
alternative to traditional diséiplinary methods
that “fosters belonging oveli' exclusion” and
helps improve school climate and culture
(Institute for Restorative Justice and
Restorative Dialogue, n.d.). Social and
emotional learning (SEL) can also be used as
a driver for racial equity in education.
According to the National Efquity Project, SEL
“offers the possibility of acknowledging,
addressing, and healing from the ways we
have all been impacted by racism and
systemic oppression” (National Equity
Project, n.d.). SEL in schools should be
approached with the explicit purpose of
creating a culture of racial cémpetence
through improving the self-awareness and
social and emotional intelligence of all
students and educators with respect to race
and equity. :

Establishing an equitable school climate
also requires including the voices of
diverse students, staff, families, and
community members in decisions related
to school policy and facilitating
“courageous conversations” about equity
on an ongoing basis (Ross, Brown, &
Biagas, 2020). Research has shown that
family and community engagement
benefits not only individual student
achievement, but also overall school
improvement. Yet many districts do not
effectively involve families and
communities of color in their school
improvement efforts, often due to
misguided deficit thinking about non-white
cultures and attitudes about education
(McAlister, 2013). School and district
leaders must develop social trust and
positive relationships with families and
community organizations to strengthen the

culture of racial competence and improve.
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The La Honda-Pescadero Unified School District has many assets in place when it
comes to building a socially welcoming environment for all stakeholders, particularly
families and caregivers. As noted in surveys where 91 students responded, they
indicated that their caregivers felt comfortable speaking to teachers and
administrators with an average level of agreement of 3.08. This was further supported
by family and caregiver survey responses where parents responded to the prompt, “I
feel comfortable talking to teachers and administrators of my students’ school” with
an average level of agreement of 3.28. This high level of agreement by parents and
supported by students’ responses indicates that families do maintain positive feelings

and perceptions towards speaking with teachers and staff members from the district.

The students who participated in the focus group also shared very positive views
about the school. Words that were used to describe their experience included:
Close-knit
Small community
Lots of trust
People getting along with no hatred or rivalry between groups

In addition, educators of La Honda-Pescadero Unified Schools indicated high levels of
agreement with most well-being indicators of this survey particularly belonging at
3.37 and being happy and fulfilled in their jobs at 3.26.

Finally, district and school leaders, along with the board of education, are working to
create an anti-racist, culturally responsive school, and classroom environment, as
evidenced by:

®  Preparation of staff and school community through culturally responsive
professional learning.
Multiple initiatives at the district and school level including discipline reform
Restorative justice practices
Addition of social justice library

Embarking on equity audit as well as curriculum audit for RIDE principles
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Overall, there was a high level of agreement from parents/caregivers that they feel
comfortable talking with teachers and administrators. However, there is a statistically
significant difference to levels of agreement by respondents based on the school site
their student attends. Families attending La Honda Elementary reported a 3.57 level
of agreement to the prompt compared to families from Pescadero Elementary who
reported a level of agreement 2.80. It should also be noted there was not an equal
representation of families/caregivers who filled out the survey from each school. Of
the 39 family and caregiver respondents, 54% of these respondents were from La
Honda Elementary. Although we set aside times for parent focus groups, we did not
have any parents participate. The district has taken steps to increase parent
engagement and outreach by offering community meetings, a parent education
series, by providing translators, hiring a Spanish-speaking parent outreach team, and
partnering with Puente, but several employees and parents/caregivers expressed that
more should be done to engage Spanish-speaking families and/or families with
technology barriers who may not be able to engage through traditional means.

LHPUSD Board member: Right now we have inequity in language. We don't have
strong access to Spanish and our liaison drives 1.5 hours to go out to ranches to
have conversations with families.

LHPUSD Staff member: Parent communication is lacking at my school. | call or text
parents because | speak Spanish. It's hard for other teachers who don't speak
Spanish, though.

LHPUSD Staff member: COVID has made parent communication harder. We have
a technology gap right now. We want the parent input, but we’re going to have to
figure out how to do that with our current technology barriers.

LHPUSD Parent/Caregiver: | would like more information about the achievement of
my children in school. | would like to hear about how they are doing more than a
report given twice a year.

LHPUSD Parent/Caregiver: They need notify parents when something happened
that is not right with their child and not just wait until conferences to talk about it.
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Families and caregivers also had mixed views on the prompt, “The school building(s)
my students(s) attends is safe, healthy, and in good physical condition.” The total
average level of agreement for respondents was 3.10, however, when looking more
closely at how respondents answered based on school site a difference between
schools emerged. La Honda Elementary families (n=21) believed their school is safe,
healthy, and in good physical condition with an agreement level of 3.43 compared to
families from Pescadero Elementary (n=10) whose average level of agreement was
2.60 and Pescadero Middle/High families (h=8) whose average level of agreement
was 2.88.

In addition, there were mixed perceptions by stakeholders to the prompt, “School
discipline policies and practices are enforced consistently with all students across the
district.” Of note, no stakeholder group met an average level of agreement at 3.00.
e  School Leaders: 2.67
e  Staff: 2.79
e  Families and Caregivers: 2.85
o  Adifference by school site arose between families from La Honda
Elementary and Pescadero Elementary. Average levels of agreement
were 3.10 and 2.50 respectively.
e  Students: 2.67

Finally, one additional thing to consider when it comes to educator engagement in
the equity work is the idea that a few teachers/staff are leading the charge for equity,
diversity, race, and inclusion. Although there is a small number of teachers pushing
forward the equity agenda—supported by school leaders, district leaders, and board
members- their small numbers are also opposed by a small number of teachers/staff
on the opposite side of the issue. Because both extremes are “so loud” in their space
or in defense of their ideas, this leaves the 80% in the middle who could be swayed in
either direction, but it also more importantly impedes any real movement in the
direction of initiatives for race, inclusion, diversity, and equity. Helping to find
additional champions for the work will be essential for helping to take the equity work
to the next level.
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RECOMMENDATIONS

Enlist the entire school community to work toward establishing a

supportive community focused on equitable outcomes and
inclusivity among all stakeholder groups

Identify additional stakeholders who can champion the equity work. In addition to
teachers, identify support staff, central office leaders, students, parents, and
community members to join the movement. Invite them to be part of the Climate
Assembly and to serve as ambassadors for their respective schools.

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

Develop stakeholder comfort by holding meetings with LHPUSD leaders, staff,
caregivers, and students (particularly students of color, those 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.

Set a clear expectation that the equity work is non-negotiable for everyone in the
district. Provide training and support for all staff members to engage in the work
and engage in honest conversations about reasons why people are hesitant to
engage.
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Given the significant impact of effective
educators on student outcomes, getting the
right people in the right positions should be
a top priority for school districts. When
educator talent is managed well, a district
can transform entrenched bureaucratic
systems into more nimble processes that
support the ultimate goal of ensuring all
students have access to effective teachers in
every classroom and effective leaders in
every school.

Equitable beliefs, policies, and practices are
necessary at every stage of an educator’s
progression through a school district, from
recruitment and hiring, to retention, to
placement and promotion. People of color
are both less likely to enter education at all
and more likely to leave if they do enter.
Therefore, a district must employ intentional
strategies to attract racially diverse
candidates into open positions, equitably
place them in schools and classrooms,
encourage them to remain in the district at
proportional rates, and provide equitable
opportunities for them to progress upwards
in the organization.

These strategies could include involving
diverse voices in the hiring and onboarding
process; implementing induction programs
and leadership academies specifically for
educators of color; and ensuring that school
and district leaders understand the positive
and negative experiences of teachers and staff
of color. Together, these strategies can
mitigate racial inequities and ensure the
equitable representation of educators of color
at all levels of the organization.

Diversity benefits every workforce, and
teaching is no exception. Research repeatedly
indicates that teachers of color benefit
students of color—particularly Black males—in
a variety of ways, including increased test
scores, lowered school suspensions, improved
academic attitudes, increased student
attendance, and reduction in the risk of
dropping out (Gershenson et al., 2017; Lee,
2018; Miller, 2018; Partelow et al., 2017).
Racial diversity among teachers also helps
break down biases across races, thus having a
positive effect on all students (Partelow et al.,

2017).



Yet most districts do not effectively recruit and
retain educators of color. In 40% of U.S.
schools, there is not a single teacher of color
on staff, and teachers of color only represent
18% of the overall teaching population
(Partelow et al., 2017; Putman & Walsh, 2016).
Many school districts are not yet implementing
strategies to address this challenge: only one in
three districts actively recruits from HBCUs or
MSls, only 40% of districts even consider a
teacher’s contribution to workforce diversity
when hiring teachers, and 80% of districts “do
not provide any specific supports geared
toward inducting teachers of color”
(Konoske-Graf, Partelow, & Benner, 2016).

Teachers of color tend to leave the profession
or transfer schools at higher rates than white
teachers (Barshay, 2018). In fact, national data
indicates that there is a turnover disparity of
approximately 7 percentage points between
Black and white teachers (Barnum, 2018).
According to a recent report by Dixon, Griffin,
and Teoh (2018), teachers of color often leave
their districts and/or education altogether due
to antagonistic school culture, unfavorable
work conditions, lack of agency and autonomy,
feeling undervalued, and the high social and

emotional cost of being a teacher of color.

In many districts, there is a trend to place
higher percentages of teachers of color in
hard-to-staff, low-income schools with less
experienced leadership and with fewer
professional development opportunities,
leading to frustration and teachers exiting
the district. Additionally, findings suggest
that Black teachers tend to change schools
or leave the profession if they aren’t

exposed to Black colleagues or a principal
of color (Mahnken, 2018).
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The data regarding equity in the educator workforce in LHPUSD reflects many of
the challenges outlined in the research above. Currently, 62% of the students in
LHPUSD are Hispanic/Latinx, but the teaching staff is 77% white and only 19%
Hispanic/Latinx. Evidence collected in the district does show that the district has
increased the number of teachers and staff of color and bilingual staff over the last
5-10 years, but additional should be done in this area.

Research supports the importance of encouraging racially diverse candidates to
remain in districts at proportional rates and provide them equitable opportunities
to progress upwards in the organization. LHPUSD displayed limited opportunities
for career advancement for educators and professionals of color given the
demographic descriptive statistics derived from school leader survey respondents.

When it comes to district retention of staff there seems to be a higher level of
agreement among staff members who indicated a 2.63 level agreement to the
prompt the district effectively retains educators of color, but they felt the district
effectively recruited educators of color at a lower rate of 2.37. These low levels of
agreement indicate that staff members also believe the district has room to
improve how they recruit educators of color to increase the diversification of staff.
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RECOMMENDATIONS

Develop or refine talent management strategies for the district.
Strategies should address recruitment, retention, and

development of a talent pipeline to identify career options and
advancement, particularly for staff of color.

Build on existing recruitment practices by developing meaningful partnerships with
local universities to actively recruit teachers of color and bilingual teachers into
teaching and administrative roles, especially those who have evidenced
commitment to working in hard-to-staff schools. Consider providing a stipend or
signing bonus for bilingual teachers and staff members as a recruitment tool.

Create conditions for district leaders to take time for deep reflection on their
personal biases and their institution’s history with race and how these factors may
be impacting their decisions regarding recruitment, retention, and advancement of
staff of color.

Review hiring practices to ensure interview questions identify candidates’
experience and skills in working with diverse populations.-

III

Develop a “career ladder pathway model” to ensure opportunities for career
growth for staff of color, including advancement from classified to certified
positions, participation in leadership academies, instructional and leadership
coaching, and other leadership development opportunities.
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DOMAIN 4

PROFESSIONAL LEARNING AND
PROFESSIONAL GROWTH

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
educators’ 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 around issues related to racism, bias, and power, and the ways in which they
interact to 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
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Professional learning opportunities on race and equity have been available since
2017 and have still been available during this school year. These learning
opportunities are aligned to the goals listed in the district strategic plan and
support raising achievement levels in English/language arts and math. However,
some individuals have questioned whether the key learnings from the trainings are
being implemented in the classrooms. There are also some questions or concerns
about whether or not these professional learning opportunities should be
required. They currently are optional, so only a subset of staff members choose to
participate.

Both school-based staff and district staff indicated a high-level of agreement to
feeling empowered to take responsibility for their own learning when it comes to
topics of race and equity. The average agreement score for both groups was 3.26.
This is also evidenced by conversations with staff members on their ability to make
change when it comes to the addition of a social justice library, new content
provided for personal professional learning as well as initiatives when it comes to
race equity diversity and inclusion.

Instructional staff indicate high levels of agreement to having the training and
tools necessary to impact student achievement. Based on survey results,
instructional staff (n-17) indicated the following average agreement levels:
e Equipped to handle diverse learning needs of students (3.24)
e Using data to eliminate gaps between peers (3.24)
e | am trained in culturally responsive instruction and use the techniques in
my classroom. (3.24)

Some staff members also expressed interest in receiving additional professional
development opportunities to help them grow in their practice.

LHPUSD Staff member: | wish | had more professional development on
reviewing materials through a lens of equity... and even a reminder to think
about materials and content with a lens of equity. More support from the
district would be helpful in this area.

Several teachers expressed wanting extra professional development support in
that area.
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RECOMMENDATIONS

Capitalize on staff members’ interest in receiving robust,
equity-focused professional learning by implementing a

district-wide, consistently implemented course of professional
learning with a focus on cultural competence for all levels of
staff, including district office staff members.

Elevate the leadership of the Climate Assembly team (see Domain 1
Recommendations) 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 LHPUSD staff.

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

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

Develop a multi-year training plan that ensures consistency in professional learning
schedules and content for all members. Topics should include understanding
systemic racial, cultural, and linguistic inequities.

Develop a specific short-term process, based on identified needs, to build staff
members’ cultural competence and ability to improve equitable conditions for all
students in all settings.
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DOMAIN 5

CURRICULUM, INSTRUCTION, AND LEARNING

The quality of a student’s learning environment and their access to opportunity play a key

role in their academic and developmental life outcomes. Research has shown that a racially

conscious 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 racially affirming and high-quality

instruction, diverse and inclusive curriculum, and programmatic access and equity.
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The La Honda-Pescadero Unified School District exhibited efforts to identify and
close the academic achievement gaps based on content from their strategic plan.
Despite these efforts, disparities in academic performance between groups of
students remain. As mentioned in domain one, achievement levels for students of
La Honda Pescadero are low as students average scores within the yellow range in

both mathematics in English language arts.

Parents/caregivers expressed a desire for more tutoring and support to be made

available for students who are struggling.

LHPUSD Parent/Caregiver: Can teachers and administrators talk more with
students so they can know their needs and help them?

LHPUSD Parent/Caregiver: If a child needs help in a subject or asks for help,
they should be able to get tutoring.

The district does provide tutoring, but more communication with families about
what tutoring opportunities are available and how students can access those
opportunities would be beneficial.

Although school leaders and staff members expressed agreement that they
acquire course content and materials that are reflective of student identities,
students that responded to the stakeholder survey indicated a low level of
agreement that their curriculum and materials are reflective and representative of
their identities. In particular, students rated their level of agreement at 2.58 to the
prompt their curriculum is reflective. Additional focus groups with students could
provide more insight into what they would like to see more of in the curriculum or
to hear examples of materials or classroom activities that are being used which
they feel are not representative of different races, cultures, and backgrounds.

Students (n=91) indicated a level of agreement average of 2.84 to the statement
that district staff provide the space and opportunities to discuss diverse local
events as well as matters of race, gender, sexual orientation, and other diverse
issues. According to students from the focus group, there are a few teachers that
create the environment to hold conversations around race, equity, and other

cultures in a way that engages students in an impactful way. 35
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LA HONDA-PESCADERO UNIFIED SCHOOL DISTRICT FINDINGS

On average, students agree they are provided the same opportunities in class
(2.88) and have equal access to extracurricular activities and special programs
(2.98). Although the average for student agreement to being provided the same
opportunities in class approached a consensus agreement level of 3.00, a
statistical difference did arise between students based on gender. In particular,
students that chose not to disclose their gender identity agreed to the
aforementioned prompt at an agreement level of 2.33 compared to females who
reported an agreement level of 2.87 and males who reported an agreement level
of 2.98.

Instructional staff indicate high levels of agreement to creating the conditions for
an inclusive and welcoming classroom, despite limited opportunities to discuss
diverse identities. Based on survey results, instructional staff (h=17) indicated the
following average agreement levels:

e |incorporate strategies and tools to navigate across different languages
spoken in the classroom. (3.29)
e |incorporate strategies and tools to create an inclusive environment for

LGBTQ+ students. (3.12)
® My lesson plans and instructional materials represent many different races,
cultures, and backgrounds. (3.29)
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RECOMMENDATIONS

Inspire educational gains among your most vulnerable student

populations by developing a plan to ensure tiered intervention
across grade levels and content areas.

Adopt and communicate a clear district theory of action regarding
the importance of improving core instruction and tiered
interventions. Invest heavily in clarifying what good core instruction
looks like and training teachers on how to achieve it.

Upon adoption of new curricula, examine current intervention
programs to ensure alignment.

Adopt intervention strategies and programs as appropriate.

Provide training and guidance for schools on the appropriate use of
Tier 2 and Tier 3 interventions and on implementation of the district's
selected program(s).

Communicate with families about what intervention opportunities are
available for students who are struggling or need extra support.

Develop and staff an internal data alignment, data evaluation

and systematic review process, with clear expectations for
closing opportunity and achievement gaps.

Charge an internal data driven-program evaluation team with disaggregating and
analyzing student performance data across subgroups at consistent points across
the year.

Develop a standardized method of data review at each building, with the
expectation that a written plan is developed to mitigate differences in
achievement among subgroups.
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RECOMMENDATIONS

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.

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

O

O
(e}
O

Use of active and interactive teaching practices

Creating and sustaining a classroom environment that represents students
Use of words and non-linguistic models

Developing connections and ways of knowing their students
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APPENDIX A DRAFT

RESULTS FROM THE SECOND ROUND OF SURVEYS WITH
PARENTS AND CAREGIVERS

In a second round of surveys with families and caregivers, La Honda-Pescadero Unified School
District (LHPUSD) employed a targeted recruitment strategy to receive feedback that was
considered more representative of their demographic makeup. As such, LHPUSD representatives
enlisted District Community Liaisons to reach out to families and caregivers with limited access to
technology in remote locations to complete the paper version of the Equity Audit survey

in-person or at parent conferences.

Forty equity audit surveys were received by the Insight Equity Audit team. After conducting the
same survey cleaning and coding protocols from round one of stakeholder surveys, a total of 34
surveys were rendered viable for data analysis. Within the 34 survey respondents; 35.3% were
primarily associated with Pescadero Elementary, 44.1% with Pescadero Middle/High, 20.6% were
associated with more than one school site, and there were no respondents from La Honda
Elementary solely (one respondent was associated with La Honda Elementary plus another school
site and was thusly accounted for as a “Multi-site” respondent). Survey respondents that
identified as female accounted for 47.1% of all respondents, male accounted for 38.2%, and
those that preferred not to disclose their gender accounted for 14.7% of respondents. Most
respondents received services such as Free/Reduced Meals at 44.1% and multiple services at
20.6% followed by Special Education Program Services at 8.8% and Gifted and Talented
Programming or Speech/Language Therapy both at 2.9%, while 20.6% of respondents’ student(s)

received no services.

When comparing mean scores or the average level of agreement between family and caregiver
groups by the round of equity audit survey data collection (e.g., Round 1, Round 2) in which they
participated, no statistically significant differences were detected across all prompts with the
exception of one; “My student(s) has friends from other backgrounds.” For this prompt families
and caregivers of Round 2 recorded a higher level of agreement at 3.29 compared to families
and caregivers of Round 1 who recorded an average level of agreement at 3.10. On average,
Round 2 family and caregiver mean scores trended upward compared to Round 1 family and
caregiver mean scores on survey prompts. For further information on prompt mean scores by

each round of data collection, please see the table found at the end of this addendum brief.

Similarly, when comparing mean scores among and between family and caregiver groups, no

statistically significant differences were detected by race or gender.
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Finally, when comparing mean scores by school sites across both rounds of survey data

collection, differences arose for the following prompts:

Round 1 Round 2
Equity is important to the district.
La Honda Elementary School 3.19 No data
Pescadero Elementary School 2.50 3.33
Pescadero Middle-High School 3.38 3.53
Adults at the school(s) my student(s) attends treat all
students fairly.
La Honda Elementary School 3.48 No data
Pescadero Elementary School 2.80 3.42
Pescadero Middle-High School 2.50 2.80
My student(s) is supported socially at school.
La Honda Elementary School 3.43 No data
Pescadero Elementary School 2.80 3.08
Pescadero Middle-High School 3.00 2.80
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Survey Prompt

Survey Group

Mean Score

Round 1 2.82

The district has a clear definition of equity. Round 2 > 79
The school(s) my student(s) attends has a clear definition of Round 1 2.82
equity. Round 2 2.97
Equity is important in the district. e 205
Round 2 3.38

Adults in the district treat all students with respect. Rouncll 279
Round 2 3.12

Adults &t the school(s) my student(s) attends treat all Round 1 3.10
students fairly. Round 2 3.06
School discipline policies and practices are enforced Round 1 2.85
consistently with all students across the district. Round 2 2.94
The lessons and homework my student(s) receives reflect Round 1 2.90
different people, cultures, experiences, and backgrounds. Round 2 3.06
The teachers of my student(s) make sure | know how they Round 1 297
are doing in class. Round 2 3.15
| am comfortable speaking with the teachers or Round 1 3.28
administrators of my student(s). Round 2 3.35
| have been invited to be actively involved in planning Round 1 3 8
initiatives, supporting programs, and/or providing input at Round 2 3.21
My student(s} has friends from other backgrounds. Rodns s
Round 2 3.29

The school building(s) my student(s) attends is safe, healthy, Round 1 3.10
and in good physical condition. Round 2 3.00
: . . Round 1 3.26

My student(s) is supported academically at their school(s). Round 2 300
: : . Round 1 3.05

My student(s) is supported emotionally at their school(s). Round 2 3.00
. : . Round 1 3.18

My student(s) is supported socizlly at their school(s). Round 2 X7
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