



PIR Phase 2: Readiness Kick-off with an Equity Lens
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	School Leaders will be able to 
· Deepen their understanding of how race and class dynamics in schools impact scholar performance by analyzing pre-reading texts
· Apply the concepts of  pre-readings and Tatum’s ABC’s to embed an equity lens to core practices planning .





	Readiness/Core Practices Reflection 

	What has your experience with Readiness been in the past?    In what ways has Readiness planning made your school stronger?  What have been some Readiness pitfalls you’ve encountered?

	









	
Readiness Big Goals

	GOAL
	Confidence in your current skill level (1-5)
	Confidence in the plan to develop these skills (1-5)

	1) Hire/retain a strong team


	
	

	2) Establish knowledge of and relationships with key Network Support teams
	
	

	3) Continue to refine skills in Observation/Feedback, Practice-Based PD and LASW
	
	

	4) Create and revise core practice documents for the school you will lead 
	
	

	5) Practice the roll-out and execution of your core practices

	
	




	Warm Up: Leading with Equity & Excellence

	As you watch the video, what resonated with you and why?  What does this clip have to do with your role as a future principal?

	








	Small Group Reflection Takeaways

	Each person will have 4 minutes to share the following:
1) What quote resonated the most with you and why?
2) As you reflect on your current school and your own leadership, which personal reflection question resonated with you the most? Why?
3) What do you plan to do differently as you plan structures, practices, and culture for your school?


	














Pre-reading questions for easy reference:

o   Personal Reflection: Reflect on your current school and your role as a school leader
  Where do I see Discourse 1 and Discourse 2 in my school?  What is the impact?
  Is my school most characterized by an asset or deficit-based mindset about scholars and families? Why?  How have I contributed to this?
  Amongst my staff, is the adult culture of my school characterized by staff reflection and ownership when scholars do not meet expectations or complaining/blaming parents and scholars?  How have I contributed to this?
  Amongst my staff, is the adult culture of my school characterized by unapologetically high expectations and a deep belief and love for our scholars? How have I contributed to this? 
o   Planning for Your Role as Principal:
  How will you be intentional about structures, practices, and rituals to reinforce an asset –based mindset in your school?
  How will you be intentional about structures, practices, and rituals to reinforce discourse 2 in your school?  How will you create a culture of ownership and reflection vs. blame and/or enabling?
  How will you be intentional about structures, practices, and rituals to reinforce warm and demanding at your school?
  How will you be intentional about addressing the issues of race and class that are inherent to our core work?







	Quote Selections

	~ From Everyone Leads: Building Leadership from the Community Up by Paul Schmidt
1.   	“Unfortunately, some of us are recognized primarily for our fullness, and others among us are recognized and labeled only for our emptiness.  That difference is the most pernicious barrier to building strong relationships and communities. It is the half-full part—the assets—where the ingredients for building strong relationships and communities reside. . . . 
2.   	“….many of the pathologies stereotypically associated with the West Side of Chicago-addiction, domestic violence, gambling, theft, graffiti, child neglect, drunkenness- also exist on Northwestern University ‘s campus, just north of Chicago… Yet Northwestern’s students and faculty are generally defined by their assets and residents of the West Side are generally defined by their deficits. Some neighborhoods are statistically safer, of course, but no neighborhood as a corner on assets. Moving from defining other people and their communities as half empty to acknowledging that they, like us, are also half-full is the first step of this work.”
3.   	“The moment we enter any relationship or community with the belief that we are all full and they are all empty- that we are better, that we can fix them, or that we can fill their emptiness up with our fullness—we are arrogant at best and oppressive at worst. But, if we can recognize we are half-full, half-empty people helping half-full, half-empty neighbors and communities we can create transformative relationships that will have much greater impact for individuals and communities.
4.   	“We are in a prison- not a prison of iron bars, barbed wire, and the rest, but a prison in people’s minds.  When I tell someone I am from the South Bronx, a whole set of negative and hopeless images emerge in that person’s mind and I become part of that.”
5.   	“I too had to remove the needs map (negative images) from my head.  A map that had been built up from years of seeing the “inner city” of Milwaukee as what the evening news and prime-time cop dramas showed” unsafe, poor, communities of color. . . .Yes needs and challenges do exist--- no denying that. But, there is so much more in communities, and the reality is that even in our poorest neighborhoods there are many residents and many associations sustaining families, children, and community every day--- there is hope. Unfortunately, however, too many people see these communities as war zones and imagine that they could become crime victims just by crossing whatever boundaries exist in their minds.”
6.   	“If you build relationships with people that are based on their fullness, you will gain the trust and understanding that will make it easier to work on their emptiness (and yours). If you imagine the community you want to live in and start building it that can be more powerful than trying to meet various needs.”
From Changing the Discourse in Schools: Eugene Eubanks Ralph Parish, and Dianne Smith

1. “. . . . .. The substantive issue is the question: What are we doing in this school that alienates many of our children so that they create problems and are disruptive?. . . . Yet in the vast majority of cases, reflection and introspection about underlying problems in the school are not considered relevant to this as a “school effect.”  The problem will universally be identified as in the students and/or their families.”

2. “Schools are a major part of society’s institutional processes for maintaining a relatively stable system of inequality … the better educated you were, the more options you had or the greater chance to, at least, be in some manner in charge of your own life – to be free.  That is why Western cultures have historically assured the best schooling for the privileged and limited the schooling of others as a cultural priority.” 
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	Tatum’s ABCs In Planning

	School Culture Buckets
	Sample Structures
	Affirm Identity:  Who is impacted by this practice & how are all stakeholders represented and reflected?
	Build Community: How can this practice encourage engagement & community across lines of difference?
	Cultivate Leadership: How are we honing leadership skills to view this policy or practice through a D&I lens on an ongoing basis?

	Vision and Values
	· School values
· School vision statement
	· Affirmation of student identity is present in school values and vision statement
· Actively involving parents will be embedded in the values and vision statement 
	·  Values and vision embed the importance of building community amongst all key stakeholders
	· Vision and values include the importance of diversity, inclusion, and equity leadership.
· Vision and values incorporate  opportunities to build leadership and ownership with students 
 

	Behavior and incentive systems
	· Expectations
· Incentives for meeting expectations
· Predictable consequences when expectations are not met.
· Classroom removal criteria and procedures
· Re-entry criteria and procedures w/R&R
· Response to severe behaviors w/R&R
· Behavior Intervention plan triggers and R&R
· Data entry, collection, sharing, and analysis
 
	· Vision for classroom incentives and leader response when that is not present.
· Vision for affirming teacher response to misbehavior and leader response when teachers do not meet that vision.
· Consequences affirm identity while addressing the unproductive choice.  
·  Proactive structures are in place to ensure minimal exclusionary practices (removal from class, suspensions, etc.)
· Structures in place to ensure removal from class is only used when necessary and an efficient and effective process for returning back to class. 
·  Physical space reinforces and affirms identities that counter common stereotypes?
· Pictures of people of color as doctors, business people, etc.
· NOT a disproportionate representation of athletes and artists. 
 
	·  Consequences and incentives build community & restore relationships (amongst students, with teachers, with parents) 
·  Parent input/feedback a part of the process of finalizing incentives and consequences.
· Parents are involved in celebrations and their expertise is sought out as we proactively support scholars that are not meeting expectations. 
	· There is a structure that reinforces peer accountability and leadership (honor council, student leaders)
· Teacher and school leader training will proactively address the importance of scholar identity, how to effectively affirm scholar identity, and how to address common pitfalls.
· School staff includes training on biases/blindspots related to race, class, and school discipline. 
· Teacher/School leader training will review how to balance scholar affirmation with addressing unproductive choices. 
·  Create a culture of reflection through school and grade-wide routines that  pushes all staff  to reflect on their actions and biases and how those contribute to student behavior data. 
 
 

	Common Picture for school-wide routines
	· Entry Routine
· Dismissal Routine
	 
	 
	 

	School-wide Rituals and Traditions (weekly celebrations, monthly celebrations, etc.)
	· Whole School Morning Meeting
· End of Week Celebration
	 
	 
	 









	HW System
	· Expectations for top quality work
· Incentives for top quality homework and completion
· Consequence for incomplete or missing work
· Response for chronic homework offenders
	 
	 
	 

	Attendance system
	· Incentives for strong attendance
· Clear follow up for daily attendance and persistent attendance issues
	 
	 
	 

	Family Chats/Orientation (new  students)
	· Who will meet with new families (all staff or some staff)
· Outline/agenda for family chats and orientation
	 
	 
	 

	Parent Phone Calls & Family Visits
	· Expectation for number of positive calls/per week
· System to track calls
· Expectations for home visits


	 
	 
	 



Version 1: Sample Guidance to Teachers on Consistent Expectations and Responses
	Consequence
	What it Looks and Sounds Like
	Additional Actions Required by Teacher

	1st Demerit
(address the behavior)
	Teacher notifies scholar of CH PRIDE violation: “Jose, by having a side conversation you are interrupting the lesson and breaking our expectation of community. I’m going to ask you to check that behavior and contribute to the community again.  This is one demerit.”
	Teacher notes appropriate community violation code on tracking sheet/enters in Kickboard.

	2nd Demerit
(teacher check-in)
	Teacher check-in:
“Shanae, this is now the second time you have broken our expectation of community. Please fix this behavior before you receive an overtime or are removed. You now have two community demerits.”
	
Teacher notes appropriate code violations on tracking sheet/enters in Kickboard.

	3rd Demerit
(overtime)
	Teacher no longer takes up class time dealing with the behavior, but notifies student that they will deal with the behavior at length during after school detention.
Teacher: “Tamyra, this is the third time you haven’t been upholding our value of humility. Tomorrow you will need to reflect about this in overtime. If you choose to continue this behavior, the next step will be classroom removal.”
	Teacher notes appropriate code violations on tracking sheet/enters in Kickboard. 

Detention will be served the next day after data is processed; teachers are strongly encouraged to close out with scholars at overtime if there are repeated issues.

	Removal From Class
(4th demerit +2 demerits for Dean Referral = 6 demerits)
	Teacher alerts scholar to get materials together for removal from class Teacher: 1) notes additional demerit on tracking sheet; 2) fills out Dean referral form; 3) gives referral form to scholar buddy to escort scholar to Dean’s office.
	If scholar refuses to be removed from class, note the poor choice on clipboard. Do not feel the need for any kind of showdown. Just inform the scholar that they are making a SERIOUS decision with SEVERE consequences. Call the dean and wait for dean to remove scholar from class.
Teacher calls home on dean’s request.














Version 2: Sample Guidance to Teachers on Consistent Expectations and Responses
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What Now?
· Get your roll-off plan to me if you haven’t already.
· Get clear on R&Rs for you, your host principal and your RS.
· Develop a project plan.  
· By which dates will you complete various readiness documents?  
· Who will you be getting input from and when?  
· When will you get feedback from your RS?
· ____________________________________________________________________________
· ____________________________________________________________________________
· ____________________________________________________________________________


Additional Resources

From AF Equity, Diversity and Inclusion Essential Questions Pilot
Note-taking Template
This will be completed during the Brainstorming Meeting
	Area
	Questions
	Capture Summary of Responses to Questions
	Capture agreed upon modifications or updates to practice 

	Affirm Identity
Who is impacted by this practice & how are all stakeholders represented and reflected?
	Who are the various stakeholders groups that will be impacted by this practice, paying particular attention to different racial, ethnic & socioeconomic groups?   
	· 
	

	· 
	Does this practice or decision ignore or worsen the experience of groups that are typically marginalized?  If so, how will we mitigate & monitor this?

	· 
	· 

	· 
	What common assumptions are made about different subgroups impacted by this practice?  What are the red flags (e.g., deficit-based, families not viewed as partners, low expectations for scholars)? 
	· 
	· 

	· 
	What is the positive counter narrative we need to embed in this policy/practice?
	· 
	· 

	Build Community
How can this practice encourage engagement & community across lines of difference?
	Looking at the identified stakeholders (from A) -how will you authentically bring in and engage the voice of different perspectives?
	· 
	

	
	What relationships will be necessary for the plan to work? How will you create structures/practices to build those relationships?
	· 
	· 

	Cultivate Leadership
How are we honing leadership skills to view this policy or practice through a D&I lens on an ongoing basis?
	Who are the key leaders and what are the competencies they need to develop (including but not limited to D&I competencies) in order to ensure "A" and "B" are lived?

	· 
	

	
	What experiences will support building the needed competencies? How will you create structures to embed those experiences in the process?
	· 
	· 

	
	Who else do we need to cultivate as leaders (that are not already named)?
	· 
	· 
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Common Red Flags
What are the blindspots we want to raise to consciousness?  Each team should identify their own list; however, we’ve compiled common red flags from across the network.
· Deficit based/fixed growth framing
· Primarily use comparison to other students/groups versus an absolute measure of success for all students
· Overlook the assets individuals & communities come to AF with (assume individuals & communities lacked value before AF)
· Belief that certain individuals (staff, students, families) can’t change
· When kids/staff don’t meet expectations, over-rely on harsher punishment/greater accountability &  don’t factor in that kids may have gotten messages that they can’t meet expectations or reflect on our role when kids/staff don’t succeed
· Statements that generally characterize student identity (e.g., “thug”, “lazy”) versus statements that describe student behavior (e.g., “this student hasn’t completed homework for 5 days”)
· Family/School relationship
· Relationship between schools & families is a one way street – families don’t have value to offer 
· Parents don’t have will to do what’s best for their child/parent’s don’t know what’s best for their child
· Parents are obstacles not partners in accomplishing our mission
· Other
· Primary role is to sell decision/policy versus listening to understand
· We discount perspective of people if they aren’t in a certain positions or have a strong relationship with decision makers/leaders
· Building relationships is a “nice to have” not essential to our work/mission
· It’s ok to shortchange process of deeply involving all stakeholders for efficiency
· The experience of many always trumps the experience of one
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