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Introduction
In this report, Inclusion Counts analyzes and summarizes information related to

Scotts Valley Unified School District's (SVUSD) current state of equity based on

large-group listening sessions, small-group interviews and supplemental data

provided by SVUSD from December 2021 - July 2022. The purpose of this synopsis

is to investigate the areas of: representation, engagement & interactions and

policies, practices & systems. Conclusions drawn from a small interview sample

size (n<20) should be interpreted with caution.

A diverse, equitable and inclusive educational institution refers to a school or

district in which all individuals (including staff, students and families) feel seen,

valued, respected and connected to their school community, not regardless of – but

with consideration and appreciation for differences. Schools that have strong

Diversity, Equity, Inclusion and Belonging (DEIB) practices recognize and value

differences such as sex, gender-identity, race, ethnicity, nationality, age, faith,

sexual orientation, ability, and socioeconomic class and also respect personal traits

such as life and lived experience, family structure, educational background and

communication style that are influenced by their identities and experiences.  

A quality DEIB strategy depends upon (1) understanding the needs and aspirations

of each school community and (2) planning for broadly adopted strategies that

reduce disparities and promote a positive school culture. An inclusive school culture

improves the quality of work and engagement of staff and bolsters student success

and connection. 

However, school improvement strategies will require significant financial

investments and are codependent on the personnel (people) able to dedicate a

significant amount of time to this cause. SVUSD will need to budget accordingly for

the cost of programming, school interventions and personnel-needed, while

recognizing that implementing new school initiatives require a 'give & take' in which

the financial investments in other strategic priorities will need to be reduced to 
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SVUSD Staff (8) .75-1-Hour Sessions; Total Participants - 128

Vine Hill Staff (# of participants 24)

Brook Knoll Staff (# of participants 22)

increase investments in new areas.

Addressing equity in your district is crucial as many historically oppressed and

systemically disadvantaged communities do not often have the same agency to 

dismantle policies and practices that most-directly impact them. The development of

a successful, comprehensive framework depends on the participation of a diverse

coalition of school leadership, staff, parents & guardians and community members

so that school policies and practices complement and enhance one another and

serve and represent all students.

This audit demonstrates an awareness of need and a commitment to increasing

equity and developing short-term goals and long-term strategies that will positively

influence campus culture and climate.  District-wide goals include an analysis of the

current state of equity and an investment in ongoing professional development for

school staff. Efforts from the Cultural Responsiveness Committee (CRC) to review

student climate survey results and increase diverse and equitable representation in

school literature is present.  

At the same time, exposure of students to frequent micro-aggressions, micro-

invalidations and micro-insults, and persistent and pervasive bullying is a source of

social inequality. This stressor has negatively contributed to student and family

sense of belonging and in some cases, student and family departure from the

district. 

This document reviews some of the disparities that exist and highlights areas of

promise, strengths and assets SVUSD can build upon.

Inclusion Counts conducted large & small group interviews with:
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Scotts Valley Middle School Staff (# of participants 22)

Scotts Valley High School Staff (# of participants 34)

School Counselors (# of participants 5)

School Administrators (# of participants 6)

Classified Staff (# of participants 14)

Special Interest (# of participants 1)

Community Members (4) .75-1-Hour Sessions; Total Participants - 108

Parent Group A (# of participants 78)

Parent Group B (# of participants 24)

DEI Committee (Brook Knoll) (# of participants 5)

Special Interest (# of participants 1)

Students (5) .75-1-Hour Sessions; Total Participants - 65

Student Group A (Middle School) (# of participants 12)

Student Group B (Middle School) (# of participants 14)

Student Group C (High School) (# of participants 13)

Student Group D (High School) (# of participants 14)

Student Special Group E (High School) (# of participants 12)

Staff & Employee Demographics

Staff Promotion Data (2016-22)

Staff Retention Data (2016-21)

Student Demographics (2020-21)

Discipline Data (2020-21)

Student Engagement Surveys (Brook Knoll/ Vine Hill)

Diversity, Equity & Inclusion Policies

Policy 0415: Equity

Policy 5144: Discipline

Regulation 5144: Discipline

Discrimination, Harassment & Bullying Policies

Inclusion Counts reviewed: 
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Policy 5145.3: Nondiscrimination/Harassment

Regulation 5145.3: Nondiscrimination/Harassment

Policy 5131.2: Bullying

Regulation 5131.2: Bullying

Policy 5141.52: Suicide Prevention

Staff Onboarding Training Matrix (Keenan Training List)

School Holidays Schedule

Cultural Responsiveness Committee Notes & Agendas

Brook Knoll

School Rules

Parent Info

Vine Hill

Student Info

Parent Information

Behavior

Scotts Valley Middle School

Handbook

Parent Information

Behavior

Scotts Valley High School

Handbook

Office Procedures

School Rules

District Website & Relevant News Articles

 School Staff Job Descriptions

EdData
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Key Findings 
Qualitative Summary
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Community listening sessions and small-group interviews indicate that the
biggest barrier to integrating a broadly adopted DEIB strategy includes (1) a
pervasive fear of parent and guardian counter-reactions and (2) a belief that
district-wide DEIB investments and efforts will be obstructed by vocal
community disapproval and retaliation. Misalignment on the community need is
polarized and evident in the district as seen by:

Community disapproval of community feedback session format; Community
approval of community feedback session format.
Threats of litigation from community members; Offers of support and
assistance from community members.
"Zoom bombing" and harassment during facilitated sessions; School staff,
students and community members sharing that they have appreciated the
efforts put forth by leadership as seen through their invitation to share their
perspective in this DEIB audit. 

Staff and community perception ranges from 'cautiously optimistic' to
'not at all optimistic.' 

Micro- and macro-aggressions are reported with high frequency from students
and families who identify as people of color - including pejorative remarks from
students and staff that went unaddressed. Instances of racism, heterosexism,
transphobia, faithism, ableism, hate symbols and hate speech are pervasive,
especially at the middle and high school grade levels. 

School leadership and school staff could benefit from improved discipline 

At Inclusion Counts, we recognize that schools are most-successful in implementing
their diversity, equity, inclusion and belonging initiatives when leadership, school
staff, parents, guardians and community members work collaboratively for the
benefit of all students. When crucial stakeholders take time to solicit feedback
before engaging in two-way communication, decision-makers are able to develop
empathy and set strategic priorities that put the needs of the community ahead of
self-interest. This is a summary of our findings:
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Key Findings 
Qualitative Summary
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Students can benefit from diversity programming, suicide prevention
interventions and increasing multicultural engagement opportunities,
activities and literature; A 'no tolerance' policy is recommended to increase
student trust in the reporting and grievance process.
Parents and guardians can benefit from ongoing educational opportunities
that support community alignment to district-wide DEIB initiatives
(workshops, forums, panels, book clubs, etc.) and improved communication
channels that welcome and affirm community feedback and also establish
clarity and boundaries around parental influence and where schools have
autonomy and agency. For example, school staff report families wanting to,
and being able to, opt-out of reading books about diverse populations and
people; This should be reexamined.

This is not to say that parents should have no influence over how their
children are taught. However, when a parent’s desire to inculcate a
particular worldview denies the child exposure to diverse ideas,
perspectives and values, public schools and educators must remain firm
in their approach. To turn over all decisions to parents, then, would risk
inhibiting the ability of young people think independently and not in
alignment with the district principles to develop 'academically capable,
culturally attuned and socially responsible students.'

Community interviews indicate concerns disparate achievement and discipline
among BIPOC, ELL and socioeconomically disadvantaged students.

While 2019-20 and 2020-21 data are not comparable to prior years because
of Covid-related school closures and distance learning, school testing data 

processes and ongoing education around identifying and responding to
micro-aggressions and macro-aggressions that intersect with social identity;
A clear, consistent and calibrated protocol for responding to incidents,
preventing escalation, and broadly addressing the community post-incident
is recommended to close the communication loop and distill misinformation.
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Key Findings 
Qualitative Summary
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This audit revealed that there are many SVUSD staff and community members
who are committed to equity, as evidenced by the formation of the Scotts Valley
Diversity Equity Inclusion and Allyship Community Facebook Group (223
members) and Brook Knoll DEI Committee (35 members). Community members
would like to see visible DEIB advancements made district-wide, including: 

Stronger discipline action for students who display discriminatory,
derogatory or offensive language, gestures or behaviors;
Increased professional development for teachers on anti-bias, cultural and
linguistic competency, disrupting discriminatory behavior by students and
suicide prevention;
Increased exposure to diversity and culture through diverse curriculum,
educational materials, instructional practices, events and activities
Ongoing parent education; 
Explicit acknowledgement of community concerns; and 
A clear vision for district interventions and a commitment for making the
vision a reality. 

Racial demographics at SVUSD were analyzed across the district and SVUSD
faces significant barriers in implementing DEIB initiatives with integrity without
increasing the diversity of school and district staff; significant financial
investments would be required to to support attracting diverse talent and
increasing pay for teachers.

Efforts to reduce disparities in place such as: a district investment towards this
equity audit , some DEIB professional development for school staff and the 

does reflect significant achievement gaps in the Hispanic and Latino(a)(x)
subgroups (2020-21). Discipline (suspension rates by race/ethnicity/
disability) should be monitored closer.

With room for growth, SVUSD has strengths to build upon. Successes in equity &
inclusion include:
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District has implemented student culture and climate surveys and is utilizing
free response data to inform short and long-term CRC goals

SAGA clubs are present to support LGBTQ+ students on middle and high school
campus. School staff have received (some) training on supporting gender-
expansive students (videos, pronoun education, etc.) and school counselors
have been especially supportive in this process (providing additional resources). 
High school counselors have led conversations with students about hate
speech/bullying.
SVUSD is partnering with the Hope Squad, a school-based peer suicide
prevention program that partners with local mental health agencies to reduce
self-destructive behavior and youth suicide.
SVUSD has increased PBIS/ SEL supports by adding additional school
counselors to staff (5 to 8.5;  5.5 will serve at secondary and 3 at Elementary).
The district held a successful and well-attended Multicultural Day.
Engaged parents and guardians (Brook Knoll DEI Committee, Scotts Valley
Diversity Equity Inclusion and Allyship Community Facebook Group).
Positive impressions of district support with accommodations for school staff
with physical disabilities.
Santa Cruz County superintendents work collaboratively to publish letter
standing together or supporting a causes; teachers feel supported by this.

launch of the Cultural Responsiveness Committee in 2021.

 
The following pages further break-down key findings & recommendations.

INCLUSION COUNTS2022 | JULY



11

Short-Term Long-Term

Advertise job openings
widely and include
outreach and
marketing to
professional networks
serving diverse
educators; Update job
descriptions.
Audit curriculum and
instructional materials; 
Launch/ finalize
cultural calendar.

R
EP

R
ES

EN
TA

TI
O

N

Collect information to
diagnose the various
barriers that different
groups of students face to
accessing extracurriculars
and leadership
opportunities.
Collect more data and -
pay attention to it;
Implement DEIB-specific
staff surveys, pulse
surveys, focus groups.

Conduct a comprehensive
audit of all school events,
opportunities and
fundraising initiatives and
create equitable perks and
recognitions that are
accessible to all students
and families.
Increase the visibility of
symbols of diversity and
tolerance throughout your
school communities.

Quick Wins

EN
G

A
G

EM
EN

TS
 

&
 I

N
TE

R
A

C
TI

O
N

S

Develop a shared-
language/ inclusive
terminology guide
specific to SVUSD.
Develop a clear and
consistent policy for
responding to instances
of hate and hate
speech on campus.

Address DEIB fluency of
staff by investing in Staff
PD; Invest in Youth and
Parent Diversity Learning
Initiatives.
Partner with a research
firm to conduct a
comprehensive Culture &
Climate survey to
determine additional areas
of need.

Develop a robust suicide
prevention plan and
initiative;  Launch and
implement SLC's/ Open
Circles/ Healing Circles 
Establish a culture and
climate team at each school
to monitor and track
disciplinary action and
identify appropriate
interventions (suspensions,
expulsions and other means
of correction); Increase #
of Counseling staff.

PO
LI

C
IE

S
, P

R
A

C
TI

C
ES

 &
S

Y
S

TE
M

S

Launch a District DEIB
Committee/ Working
Group to set district
priorities, goals and
metrics; Adopt a
District Equity &
Inclusion Statement
and Board Resolution
Launch a Diversity,
Equity & Inclusion Page
on Your District
Website

Audit and revise all school
handbooks to include
clear verbiage on
bullying, hate-speech and
conduct and
consequences for each
offense.
Adopt a clear and
consistent policy that
unequivocally denounces
racism, anti-Semitism,
homophobia and other
instances of hateful, or
bigoted speech and
include consequence/
discipline flow-chart.

Develop a Diversity,
Equity & Inclusion
Strategic Plan, or -
Embed Diversity, Equity
& Inclusion into your
Strategic Plan
Integrate culturally
responsive assessment
indicators into teacher
performance/
observation/
evaluation rubrics

INCLUSION COUNTS2022 | JULY



Key Findings 
Representation
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Recruit & Hire: Increase targeted recruitment and marketing efforts.
Promote: Encourage diverse classified staff to reach their full potential by
providing them with professional development around skills necessary to
become certified staff. 
Retain: Offer formalized peer networks or mentorship programs specifically for
diverse school staff to combat feelings of isolation as the diversity of your
educator workforce increases. Increase staff recognition efforts. Acknowledge
that retention of diverse employees will be a key piece of this work and that you
may find yourself in a 'chicken or egg' situation as diverse applicants may not be
initially drawn to school staff roles based on current demographics of your
student body, teaching staff, leadership and school board.

Continue conducting audits of curriculum and instructional materials (audit was
activated in Spring 2022 and obsolete text and textbooks have been brought
forward at school board meetings for approval of removal). Increase the
visibility of symbols of diversity and tolerance throughout your school
community. Bring visibility to holiday and cultural observance calendars being
utilized by school and district staff and make equity and inclusion guiding
principles for student recognitions and school opportunities.

Challenge: SVUSD recognizes that a diverse representation in schools is essential
and struggles with hiring and retaining staff, especially diverse staff.

Actions: 

Challenge: SVUSD recognizes that a diverse representation in schools is essential
and struggles with centering diverse voices and experiences in curriculum, events
and opportunities.

Actions: 
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Recommendations
The next step is to decide what metrics matter to you. Below are
some indicators you can start tracking:

Pipeline Metrics – # of diverse candidates applying and interviewing
Diverse Staff growth – increasing the number of diverse persons in all
employee roles (leadership, certified, classified, school board)
# of school board meetings per year where specific goals and strategies to
improve staff diversity are on the public agenda and are discussed
# investments in the district budget that promote diversity, equity and inclusion
(i.e. programs, staff professional development, diverse books and instructional
materials etc.)
Culture & climate metrics: Tracking satisfaction and engagement metrics across
all groups (race and ethnicity, gender identity, socioeconomic etc.)

How:
First - understand the 'why' (on race & ethnicity):
The glaring racial disconnect in our nation's K-12 schools can no longer be ignored
as the larger reckoning over systemic racism in policing, health and education
continues to play out.  While the majority of K-12 teachers in the United States are
white, they preside over classrooms that contain an increasing number of students
of color. This racial divide is harmful on several fronts. 

For students: Having too few teachers of color places both students and teachers
at a disadvantage.  Data reveals [1] that racially diverse role models in the
classroom benefit all children, regardless of race. A racial mismatch [2] between
BIPOC students and teachers negatively affects students’ future career decisions,
thus contributing to social and economic inequities. A comprehensive set of
literature reviews show that teachers of color benefit students of color in many
ways, such as: developing 

13
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Diversity in leadership benefits students: Diversity is necessary to demonstrate
that a district's actions and decisions are being made and administered for the
benefit of all persons. A diverse leadership creates greater trust in the public
school system.

Beyond the public perception and confidence in the public school system,
diversity affects the quality of education. A diverse leadership is more just,
productive and intelligent because diversity, both cognitive and cultural,
often leads to better questions, analyses, solutions and processes.

Diversity in leadership benefits school staff: Having leadership from different
backgrounds provides a unique perspective and approach to serving diverse
students. Because individuals from different backgrounds have different
opinions on certain topics based on their own lived experiences, diverse
leadership prevents homogenous thinking on how to best proceed when making
critical school-site decisions. Leadership who need to convince others that their
course of action is the best will need to think about their positions more closely 

rapport and creating genuine relationships; providing a culturally responsive
education; setting high expectations for students; and becoming an advocate for
students of color as well as teaching them how to advocate for themselves and their
own needs. These practices have demonstrated to increase students’ outcomes [3] in
various areas of education, including but not limited to: higher academic
achievement, an increase in attendance rates and higher college completion rates.

For schools/ districts: Having few teachers of color (or only one, which can often
be the case) in a school building can spur feelings of isolation among students and
subsequently contribute to families of color leaving the district.

Listening sessions and small-group interviews indicate that for BIPOC students,
having more staff of color would 'make school feel safer.' Parents and guardians
believe that more diverse staff would immensely contribute to their child(ren's)
perception of self, preparation to enter a global, multicultural workforce and lead to
better-informed instructional practices, systems and policies that strengthen the
entire school community. 

Additionally, increasing the diversity (race, ethnicity, gender-identity, sexual
orientation, disability, etc.) in leadership (school, district and school board) would
present significant benefits to the district:
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Diversity in leadership supports recruitment: Entry-level and highly-skilled
individuals are attracted to schools and districts with high diversity statistics.
Ambitious graduates, especially educators from advanced-degree programs, do
not want to work in an environment where everyone looks the same and where
opinions that deviate from the norm are not appreciated. Having a diverse
educator workforce and leadership shows talented candidates that your district
values different perspectives and chooses the best talent. In turn, district's can
decrease turnover rates and increase employee satisfaction.

For non-white school staff, having few leadership of color in a school or
district setting can spur feelings of isolation and distrust and subsequently,
contribute to staff of color leaving the profession at a disproportionately
higher rate than white staff [4]. 

Diversity promotes economic growth: Research has shown that the more people
enter the work force who identify as minority by their race, gender or sexual
orientation, the greater the human capital in our country ("The Top 10 Economic
Facts of Diversity in the Workplace," [5] Center for American Progress).

than they would if their opinions were unopposed. The discussions that occur as
a result of these disagreements can lead to advancements that improve school
operations as a whole.

The solution seems obvious enough: Hire, promote and retain more diverse staff
throughout the district and especially in leadership positions. 

The reality isn't quite so simple. In part - this is because increasing diversity amongst
your educator workforce and district leadership takes a substantial amount of time
and financial resources devoted to this initiative.

We recommend making an internal and public commitment to educator diversity and
explicitly describing how the district will pursue these goals in the short- and long-
term. School districts that successfully embody diversity, equity and inclusion
demonstrate these values at all levels, beginning with their governance bodies (see
School Board Playbook, pg. 43).

It's important to note that Title VII, a component of The Civil Rights Act of 1964, is a 
law that prohibits employment discrimination on the basis of race, ethnicity, gender
and so forth. The black-and-white answer to 'can I hire based on race, gender-
identity, sexual orientation, etc.' is no. The practice to hire based on one’s social
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Stretch recruitment efforts beyond your backyard 
Sometimes, solutions can be found right in front of us. Oftentimes, in defense

Instead, we must ask 'where did we look, who did we ask and what financial
resources did we invest in recruitment efforts?" Promising practices include:

Advertise job openings widely and include outreach to professional
networks serving diverse educators. Partnering with an experienced
recruiter to incorporate an active diversity hiring strategy for school
staff and district staff will support your pipeline. This requires a
significant financial investment towards recruitment efforts including
budgeting for marketing, an experienced recruitment consultant, travel
expenditures, job posting fees and added personnel costs.

If posting internally, take time to promote school positions on
websites that explicitly promote job opportunities in
underrepresented communities such as:

prodivnet.com/employer-offers
minorityjobs.net 
blackcareernetwork.com
blackjobs.com
hirelatinos.org
www.employdiversity.com

Partner with colleges of education at Historically Black Colleges and
Universities and minority-serving institutions to coordinate student 

identifiers is discriminatory and therefore, illegal.

However, in our practice, we have noticed that some school districts find that
increasing their overall marketing efforts to increase the entire candidate pool
organically supports with increasing the diversity of their educator workforce.

The following section will outline some actionable steps:

Attract Diverse Talent
To attract a diverse pool of strong teaching candidates, it helps to show that your
school or district already has established itself as a welcoming place of employment
for diverse teachers. But if you don’t have the numbers to prove it, don’t despair.
There are several ways to grow a diverse and equitable teaching workforce.

of having few diverse teachers on staff, we default to 'there weren't any
minority candidates out there.' 

16
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Consider ways to provide relocation, commuter and housing incentives
as part of a compensation package to attract teacher candidates from
out-of-district.

Hire earlier in the year. 
Research suggests that more in-demand candidates may be available for
hire earlier in the year. SVUSD should work in partnership with the teachers
union to negotiate opportunities to incentivize teachers announcing their
resignation, retirement, and transfer intentions at the beginning of the year
(January) so that SVUSD can recruit new hires earlier in the season. This is
also contingent on knowing student enrollment numbers for the following
year.

Update job descriptions
SVUSD currently includes an anti-discrimination policy in school and district
job descriptions that reads:

"It is the policy of Scotts Valley Unified School District to provide equal
opportunity for all individuals in education and employment. District
programs and activities shall be free from discrimination, harassment, 
 intimidation and bullying based on actual or perceived characteristics of
race or ethnicity, color, ancestry, nationality, national origin, ethnic
group identification,  age, religion, marital or parental status, physical or
mental disability, sex, sexual orientation, gender, gender identity,
gender expression, or genetic information, or any other characteristics
identified in Education Code 220, Board Policy 4033, Penal Code or
Government Code."

Candidates who value diversity, equity and inclusion look at job descriptions
in fundamentally different ways and incorporating diversity as a priority
earlier in your job postings may support district-wide efforts. Consider
placing statements at the beginning and end of each job description.

 Beginning sample: "Scotts Valley Unified School District seeks
candidates who share our inspirations and aspirations for a diverse and
inclusive educator workforce. Selection of staff is made on a competitive
basis, and we are committed to promoting diversity, equity, inclusion &
belonging at all levels."
End sample EEO: "Scotts Valley Unified School District is an Equal
Opportunity Employer. We celebrate diversity and are committed to
creating an inclusive environment for all employees with consideration

teaching placements and vet candidates for hire before they graduate.
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Create and share public examples of your district's support for diversity,
equity and inclusion

SVUSD is currently working on a district website (landing page) that will
house district DEIB information and bring visibility to district DEIB efforts
and advancements. School leadership can also consider including a DEIB
dropdown on each school landing page.
While developing these pages to provide information to current students and
families, also consider that job candidates who value diversity and equity will
want to see tangible evidence that a prospective employer does too. This
evidence can take many forms, starting with explicit public statements 
 regarding a district's stance on equity, equity and inclusion-related policies,
demographic information and profiles of staff leading DEIB efforts.

The presence of an employee, department or committee dedicated to
advancing diversity, equity and inclusion will also support this initiative. 
Including an initiative to increase diversity, equity and inclusion in a
district’s strategic plan —with stated goals to measure progress against—
demonstrates a serious commitment to prospective job candidates.

Audit your district DEI presence
One of the biggest barriers to increasing workplace diversity is that diversity
attracts diversity. Glassdoor found that 67% of job seekers use diversity as
an important factor when considering job offers [6]. 

SVUSD is rebooting their district website to include a Diversity, Equity
and Inclusion page to bring visibility to SVUSD DEI initiatives for
prospective employees, current families and families looking to enroll in
the district (in process).
Accept and reframe bad press - Top news articles featuring SVUSD may
inform public perception of the district and deter diverse candidates
from applying in your district. However, reframing negative press as an
opportunity to address mistakes, solicit feedback and launch new
initiatives may improve district practices that lead to more equitable and
inclusive practices for all.

A PR professional who specializes in crisis communication is 

and appreciation for race, ethnicity, nationality, sex, age, physical,
mental or sensory disability, religion or faith, HIV Status, sexual
orientation, gender identity and/or expression, marital, civil union or
domestic partnership status, past or present military service, family or
parental status, or any other status." 
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Collect data on declined candidate offers
Specifically, track your offer acceptance rate (OAR) and "rejection
reasons”.

Resource: "How to set up a candidate experience survey," Workable.

Collect more data and - pay attention to it
Conduct bi-annual employee engagement/ staff experience surveys that
disaggregate the results by race, ethnicity and other social identifiers (while
protecting individual privacy). Data that specifically monitors reasons for
departure across social identifiers may indicate turnover trends that can be
addressed through targeted remedial efforts. 

Resource: "DEI Data Collection Guide,"Charles & Lynn Schusterman
Family Foundation 

Launch pulse surveys about diversity and inclusion - A staff pulse survey is
another assessment tool to provide quick insight into the staff experience. A
pulse survey is typically short, fast, and done on a much more frequent and
regular basis than a traditional engagement surveys. Pulse surveys allow
schools to track the impact of specific initiatives more frequently and help
schools connect improvements to the actions they have taken.

Resource: Engagement, Inclusion & Diversity Assessment Tools,
University of Wisconsin-Madison 

Hold focus groups with staff - The best way to understand how your staff
are feeling about DEIB is to ask them. Running ongoing staff focus groups
can give you qualitative information to support your survey results. This
allows your staff to further discuss trends in your data and provide context
to specific problem areas.

Provide overlooked financial compensation
For additional work and responsibilities - Diverse teachers are often asked to

recommended to improve communication and transparency on steps the
school is taking in its response to incidents.

Improve Teaching Conditions for Diverse Staff:
A welcoming school climate is as important for staff as it is for students. Group
interviews suggest that school staff and community members perceive SVUSD as
having a high turnover of staff citing distrust in leadership, low pay and hostile
working conditions (parent:teacher relationships) as the main causes of attrition.
Though no data was analyzed for the 2021-22 school year, SVUSD experienced
nearly 20% attrition in 2020-21 (the national average is 16.5%). 
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For school commutes - Research has found a strong predictor of diverse
staff quitting a position is a long commute [8] to a less-diverse school.
Because distance from school locations is often correlated with more diverse
neighborhoods, the district may consider commuter benefits to attract
candidates from outside of the district. This requires a financial investment
and negotiations with the teachers union.

Demonstrate equitable practices in the treatment of students
How a school’s administration treats its students can provide a window into
its stance on equity. Discipline policies are one area where inequities can
easily be spotted. Teacher candidates seeking an equitable workplace are
likely to notice when policies (on paper) and implementation of policies
conflicts (in practice).

Conduct audits of curriculum and instructional materials 
SVUSD CRC and ERL Committees are in the process of reviewing curriculum
and instructional materials to increase diverse content. A district audit was
activated in Spring 2022 and obsolete textbooks have been brought forth to
the school board for removal. To continue aiding in these efforts, we
recommend using assessment indicators provided in the culturally responsive
scorecards below.
Resource: 

Culturally Responsive STEAM Scorecard & Culturally Responsive English
Language Arts Curriculum Scorecard, NYC Coalition for Educational
Justice

 take on additional responsibilities outside of the classroom. General
examples include Hispanic or Latino(a)(x) staff being asked to serve as
translators, LGBTQ+ staff being asked to serve as advisors for LGBTQ+
student clubs, Asian American staff being asked to spearhead cultural
committees and holidays, etc.

Set District Goals for Increasing Staff Diversity 
See the School Board Playbook on page 43.

Center Diverse Voices and Experiences
A diverse educational experience is contingent on a district's ability to center
diverse voices and experiences regardless of student demographics. Representation
and visibility matters in curriculum, literature, events and opportunities.
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Increase the visibility of symbols of diversity and tolerance throughout
your school community

Physical spaces - Incorporate and invest in:
Diverse classroom visuals (race, ethnicity, gender-identity, sexual
orientation, ability, faith, etc.). This includes posters, No Space for Hate
signs, Safe-Space stickers, school murals, and printable teacher support
resources (i.e. inclusive language guides, responding to difficult
questions on race, etc.).
Diverse reading material. Incorporate books with diverse themes,
authors and perspectives into classrooms and libraries.

Resource: 
Inclusion Counts: Assessing Children's Literature for Bias

Acknowledge holidays of all cultures
SVUSD utilized a cultural observance calendar to help staff keep track of
multicultural and religious holidays and celebrations and provide meaningful
opportunities for classroom conversations in sy 2021-22 and is currently
developing public cultural observance/ DEI calendar for families (district
website). Community recommendations include:

Indicating how long these holidays are observed (begins the night of...
ends on...);
Making sure school events are not held on the same nights as religious or
cultural observances;
Increasing the number of school events and activities that celebrate
diverse cultures and backgrounds.
However, be sure to not blur the line between appreciating and
appropriating culture. Connecting these experiences to multicultural
curricula and culturally responsive instruction creates a cohesive
learning experience.

Make equity and inclusion guiding principles for student recognitions and
school opportunities 

Community interviews with parents and guardians suggested that school
opportunities often favor parents or families with an ability to fundraise or
donate significant amounts of money or material gifts to schools or
classrooms. This includes:
Auctioning off 'honorary positions' like 'principal for the day,' 'safety officer
for the day' and school parking spots; 
Assemblies and announcements that recognize students in front of the
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Promoting after-school events or incentives that only certain families can
pay for; and
Students being placed in 'preferred' classrooms at their request due to
donations or gifts given.

While it may feel difficult to fault parents and guardians for giving and
raising money for their student's school, economic bias and access to
opportunities that are reliant on on parent donations widen school inequities
between affluent families and economically disadvantaged families. 

Schools should conduct a comprehensive audit of all school events,
opportunities and fundraising initiatives and create equitable perks and
recognitions that are accessible to all students and families.

Make equity and inclusion guiding principles for enrollment in
extracurricular opportunities 

Research shows that when students are given access to extracurricular
opportunities, they work harder and engage more in school, leading to fewer
absences and suspensions and higher graduation rates [9]. 
However, national data shows that Black, Hispanic or Latino(a)(x) and
students with disabilities receive less access to extracurricular opportunities
and school leadership opportunities. These students are missing out on
critical opportunities that can set them up for success in college and careers.
That’s why all students must have access to — and be supported in—
extracurriculars. Schools should:

Examine demographics in school extracurriculars
Publish this data annually for each school by student group
Collect information to diagnose the various barriers that different groups
of students face to accessing extracurriculars and leadership
opportunities
Set clear and measurable goals for advancing access to these programs

school for donations or fundraising; 

In conclusion, increasing the diversity of staff and centering diverse voices and
experiences within the district is critical. There are mechanisms that can support
your efforts. However, if there is not evidence that you are actively and
continuously working to improve and advance equity in your district, do not expect
to see an increased interest in attracting diverse staff.
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Quick Wins

Advertise job openings widely and
include outreach to professional

networks serving diverse
educators; Update job descriptions.

Audit curriculum and instructional
materials; Finalize & launch cultural

calendar.

Short Term Goals

Conduct a comprehensive audit of
all school events, opportunities and
fundraising initiatives and create
equitable perks and recognitions
that are accessible to all students

and families.

Increase the visibility of symbols of
diversity and tolerance throughout

your school communities.

Long Term Strategy

Collect information to diagnose the
various barriers that different

groups of students face to
accessing extracurriculars and

leadership opportunities.

Collect more data and - pay attention
to it; Implement DEIB-specific staff

surveys, pulse surveys, focus groups.

23
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Key Findings 
Engagement & Interactions
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Challenge: SVUSD students experience frequent micro- and macro- aggressions,
including pejorative remarks from students and staff. Instances of racism,
heterosexism, transphobia, faithism, ableism, hate symbols and hate speech are
pervasive, especially at the middle and high school grade levels. 

Actions: Students can benefit from school-specific youth diversity programming
and increased multicultural education, events and activities; A 'no tolerance' policy
and more-frequent and specific intervention by school staff is recommended to
improve school climate and increase student trust in the reporting and grievance
process.

Challenge: Learning & development on DEIB is inconsistent across school-sites.
School leadership and staff could benefit ongoing professional development/
training that will ensure staff develop skills required to appropriately affirm and
respect all identities including but not limited to: race, ethnicity, nationality, gender
identity, sexual orientation, socioeconomic class, age, ability, appearance and faith.
Improved discipline processes and comprehensive education around identifying and
responding to micro-aggressions that intersect with social identity is a critical need;
A clear, consistent and calibrated protocol for responding to hate speech,
preventing escalation, and broadly addressing the community post-incident is also
recommended.

Challenge: Underrepresented families feel insignificant within the school
community; In some cases, unresolved school climate conditions lead to declined
family engagement and departure from the district.

Actions: Parents and guardians can benefit from community-based DEIB forums
and ongoing educational opportunities that support community alignment to district-
wide DEIB initiatives and grant opportunities to families to give feedback and work
collaboratively on interventions.
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Recommendations
The next step is to decide what metrics matter to you. Below are
some metrics you can start with:

# professional development hours dedicated to DEIB, culture and climate
initiatives; post-PD survey data
Decrease in biased incidents reported - implement a tracking tool (start tracking
and include quarterly data reviews)
Decrease in disproportionate discipline of Latina/o/x students
Track # of hours of parent DEIB education provided; post-training data &
attendance tracking

How:
First - address systemic inequities in your community. 
Community Listening Sessions and small-group interviews reflect polarized
perception on student inclusion, safety and belonging. While the following pages
will provide a roadmap of tangible interventions and recommendations to support
inclusion, a firm and resolute district stance on diversity, equity and inclusion and
addressing instances of hate-speech must be made visible and evident to the larger
community in order to be successful in your efforts. 

Why is universal statement and/or messaging needed?
According to "How school and district leaders can address systemic racism with
their communities" -

"Racism is entrenched in American history and embedded in today’s social,
economic, and political systems. The deaths of George Floyd, Rayshard Brooks, and  

25
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How do I even begin to have the conversation in my community?
How do I address racial injustice when there are bound to be members of the
community who will be defensive?
My community doesn’t have a lot of racial diversity – should I still address racial
injustice when we have already long committed to improving equity and
inclusion?

Do school staff feel as though they can speak up against bias or prejudice when
they hear prejudice, bias or stereotypes reinforced by students? By other staff?  
Do they feel supported in facilitating conversations about diversity in the
classroom? 
Is the reporting process clear for students? Do they express confidence within
this system that issues will be handled urgently and appropriately, if reported? 

Breonna Taylor have ignited demands for racial justice and prompted deeper
reflections on white privilege across the nation. Schools—as institutions that typically
reflect the social structures of the communities that they serve—are not exempt from
these nationwide demands."

Understanding the many levels of racism, heterosexism, transphobia, faithism,
ableism, classism and hate is complex, and many school and district leaders are lost
on how they should begin to engage their school communities.

Below are EAB.com's answers to three questions school and district leaders have
been asking amidst the current national dialogue on systemic racism. 

The leadership sets the tone.
School administrators set the tone around school culture of inclusion. Oftentimes we
might think that a positive school culture is dependent on factors outside of our
control. In fact, a positive school culture is established and nurtured with strong
district leaders and school administrators actively prioritizing diversity, equity &
inclusion in policy and in practice.  These factors have an enormous influence over
students' achievement, behaviors and sense of belonging.

The notion of being kind to students, staff and families should go without saying.
However, when school staff, students and community members feel unsupported in
policy and practice, they lack the confidence, commitment and urgency addressing
instances of hate
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Do parents and guardians feel as though their feedback will be taken seriously?
Or that some action will be taken to protect their child from further harm?

Administrators and school staff must speak up against every biased
remark, every time it happens, without exception. 

Any joke, comment, micro-aggression or macro-aggression that goes
unchecked sends the message to the person receiving it that the educator is
not their ally. And, unaddressed incidents send the message to the rest of
the school community that continuing to do it or say it is okay. 
Samples incidents of hate (students) include:

Dehumanization: Students referring to classroom bathroom passes as the
'n-word' pass; students drawing caricature-like images of other students
with stereotypical and pronounced ethnic features; students not
respecting gender-expansive student pronouns; adopted children being
told their 'parents didn't want them.'
Verbal Harassment: Students repeatedly told by peers that they should
be deported for speaking Spanish at school; students with disabilities
being told by peers they don't want to work with peers with disabilities
because they are 'messed up in the head' and/or 'retards;' Student
telling a Ukranian student that they support Russia; Students telling
Muslim student that '9/11 is your fault'. Inappropriate and distasteful
Jokes: "Do you know the difference between a Mexican and a garden?
A garden can feed their family." Slurs: beaner, n-word, f-word, etc.
Hate Symbols: Swastika drawn in chalk on a school building, estimated
20k in damage to gender neutral bathrooms; Students wearing 'F-Biden'
stickers and hats; posting images online with a rainbow flag on a dart
board covered in darts. 

Perjorative remarks (school staff) include:

Do students possess the knowledge to identify and disrupt culturally sensitive or
socially offensive language? Are they encouraged and believed by school staff
when doing so?

Here are some things you can do, but they have to be planned and monitored with
care:

District & School Staff

Respond to hate & bias in school. Every moment, every time.
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A student overhearing a teacher tell another teacher that a foreign
exchange student 'just doesn't belong here;' 'Staff telling parents that
'Scotts Valley is going to stay its own way' (no concern for change);
administrators exempting behaviors with 'boys will be boys/ kids will be
kids' statements.

Student interviews suggested that:
Students (peers) 'no longer care where they are or who they’re around'
when they say hurtful, offensive or demeaning things because
(teachers), 'won’t go out of their way to do anything about it (especially
if it's not happening in their class or lesson)' - i.e. hallways, cafeteria,
free time, etc.
Disciplinary action taken towards offenders 'never' or 'rarely' keeps an
offender from doing it again; students are 'energized by' getting away
with it.
When incidents do happen in class; teachers sometimes intervene, but
the response is often indirect i.e. 'this is a reminder that this is how we’re
supposed to talk to each other,' 'don't say that' or 'that's not nice' rather
than providing educates to students or specifically address the racism,
sexism, homophobia, etc.

When it comes to witnessing hate or bias at school, everyone on staff, from
the office staff to the custodians to classroom teachers and the IT
department, must know that hate, disrespect and intimidation have no place
on campus and that every student is welcome. This includes disrupting the
act directly, naming the act (racism, transphobia, etc.) and providing
relevant education to support student learning and accountability.

This is true in large group settings, classrooms, virtual classrooms and
private or ‘closed door’ conversations. 
Furthermore, it is up to school leaders to set strong expectations,
denounce the acts directly, investigate the incident, issue appropriate
consequences and discipline, dispel misinformation, support targeted
students and promote community healing.
Resource: Speak Up at School: How to Respond to Everyday Prejudice,
Bias and Stereotypes, Learning for Justice

A clear and consistent policy for responding to instances of hate and hate
speech is critical to ensure hate speech and instances of extremism are
widely denounced: see Policies & Systems (page 35).
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Increase district and school communication around instances of hate
A key component in responding to large-space instances of hate at school is 

Resources:
Responding to Hate and Bias at School: A guide for administrators,
counselors and teachers, Learning for Justice
Confronting White Nationalism in Schools: A Toolkit, Western States
Center

Establish a culture and climate team at each school to monitor and track
disciplinary action (suspensions, expulsions and other means of correction)

Group interviews indicate that students witness or experience persistent and
repeated hate speech, acts and bullying on the basis of race, ethnicity,
gender-identity, sexual orientation, disability and faith.
Contrary to this, school discipline data from the 2020-21sy does not mirror
this and California Ed-Data 2016-21 sy and note a decrease in # of
suspensions and expulsions reported over time in the district; these numbers
are disproportionate to the # of incidents and severity of incidents reported
by students, families and school staff at the Scotts Valley Middle and High
School.
More information is needed in this area and schools must institute checks and
balances to create accountability for the fair enforcement of school rules. 
Additionally, culture and climate teams should set goals and checkpoints
around collecting better discipline data and help choose and implement
school climate interventions that support and enhance school culture.

Resources:
The 13 Dimensions of School Climate, SchoolClimate.org
School Climate Improvement Action Guides, National Center on Safe  
Supportive Learning Environments

Increase Professional Development
Research shows that one-off diversity trainings show little impact on school
climate or school staff behavior. Though still important, making DEIB a part
of your staff's mandatory ongoing learning is what will support individual 

to issue a community statement as soon as possible. After immediate safety
and investigative needs have been addressed, prepare a simple response
statement denouncing the hateful act and reiterating the school’s
commitment to a respectful, safe learning environment for all students.

Address DEIB Fluency of School Staff
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We recommend building a maintaining strong ties to a wide-range of 

Anti-Bias & Anti-Racism in Schools
Cultural & Linguistic Competency/ Culturally Responsive Teaching
Suicide Prevention
Trauma-Informed Teaching & Conscious Discipline 
Responding to Micro- / Macro-aggressions 
Reducing Obstacles and Barriers for Transgender and Gender
Expansive Youth 
Open Circle (Elementary) and/or CircleUp/ Facilitating Healing Circles
(Middle & High School)
SVUSD should consult with a qualified Restorative Justice practitioner to
assess the Restorative Justice model at SVUSD. For self-assessment and
district planning, see: Oakland Unified School District restorative justice
implementation guide A Whole School Approach; Restorative justice
trainings/ trainers: CircleUp, SEEDS.

SVUSD should further audit what professional development currently exists
and find meaningful ways to integrate DEIB into every existing PD within the
annual learning scope.

Incorporate DEIB into ongoing meetings at all levels
Start and end all all-staff meetings with a quick-hitter DEIB agenda-item,
challenge or highlight
Some common openings for district and school meetings include a 2-4 minute
'check-in question' related to diversity, a relevant equity highlight or data
point, a new diversity vocabulary word or a cultural holiday
acknowledgement.

Develop a shared-language/ inclusive terminology guide specific to SVUSD
For example, to ensure inclusive and affirming language is consistent and
calibrated across school-sites, hold an open-discussion to determine what
language/ terms should be used when referring to staff, families and
students i.e. using 'entry-level teachers' vs. 'newbies,' 'underrepresented'
vs. 'low-income,' etc.

Resources: Let's Talk About Race, Inclusion Counts; Common DEI
Terminology Guide, Inclusion Counts

Provide space for teachers and staff to process and determine how to 

growth and application of diversity concepts. 

inclusion and equity trainers who can bring diverse perspective and voice to
your ongoing teacher development. Some trainings to prioritize include: 
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Provide discussion circles to teachers and staff after social and political
events have taken place to create uniform in response and - promote staff
wellness and healing.
Provide ongoing, regular and targeted professional learning for school
leaders and teachers to develop the knowledge and understanding required
to carry out challenging conversations with students and the capacity to
translate this knowledge within and beyond the classroom to address the
issues of social disharmony (SVUSD will partner with 1440 Multiversity and
Inclusion Counts in sy 2022-23).
Also, ensure all staff understand student rights with regard to student
protests & political speech at school

Invest in Youth Diversity Learning Initiatives 
Create opportunities for students to explore diversity and inclusion through
youth-centered programming and workshops. 

Elementary: The development of social and emotional learning skills and
dispositions including: kindness, effective listening, conflict resolution, 
 empathy, personal responsibility, differences and allyship.
Middle and High School: The development of social and civic knowledge
and skills, including: mutual respect for individual differences (e.g.
gender, race, culture, etc.), stereotypes, discrimination, bias, justice and
advocacy.

Recommendations (Diversity & Anti-Bullying Programming):
Anytown at School
Conscious Classrooms: Building Bridges for Youth
Harmony Movement
A Classroom of Difference - ADL
No Place for Hate
The Leadership Program NYC

Recommendations (SEL Programming):
Open Circle
PassageWorks (in process)

Recommendations (Safe & Inclusive Recess)
Playworks

engage with students and families after social and political events have
impacted the wider community. 

 
Students

 
Implement Student Educational Interventions
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Invest in Suicide Prevention Initiatives
SVUSD is contracting with Hope Squad (3-year contract) to create
opportunities for students to build awareness on mental health and
strengthen protective factors. SVUSD has a board policy on suicide
prevention and should additionally work to develop comprehensive teacher
guide that that outlines prevention, intervention, and postvention
components.

Additional Recommendations (Suicide Prevention):
Sources of Strength
Leads: For Youth Suicide Prevention

Resource: Model School District Policy on Suicide Prevention, American
Foundation for Suicide Prevention (AFSP) 

Launch SLC's (student learning communities) and focus groups. 
SLC's are opportunities for students to participate in 'listening conferences'
led by trained facilitators or members of school staff to discuss cultural and
social values, understand one another and resolve conflict. Discussion
groups at school for both staff and students, allow participants to engage in
topics that directly address unique, diverse identities and join the process for

Resources:
Let's Talk: Discussing Race, Racism and Other Difficult Topics with
Students, Learning for Justice
Dialogue for Affinity Groups, Everyday Democracy

Why Caucus in Affinity Groups? To advance racial equity, caucuses
provide spaces for students to work within their own racial/ethnic
groups and focus on different vantage-points. For white people, a
caucus provides time and space to work explicitly and intentionally
on understanding white culture and to increase one’s critical analysis
around these concepts. For People of Color, a caucus is a place to
work with peers to address the impact of racism, to interrupt
experiences of internalized racism, and to create a safe and
affirming space for healing during or after a crisis.

Partner with a research firm to conduct a comprehensive Culture & Climate
survey to determine additional areas of need 

Investing in a formal research survey will provide the district with a
substantial amount of qualitative data that includes aggregated responses
by race/ ethnicity/ gender-identity etc. and, will include questions that 

implementing interventions and enhancements.
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Resource: We recommend Hanover Research; See Hanover sample
here.

Implement parent education and ongoing learning
Parents and guardians play a vital role in the development of safe school
communities and are the most important influence in a student's life outside
of school. To strengthen parent and guardian alignment to district values,
policies and initiatives, we recommend ongoing parent education and 

DEIB forums, listening panels and feedback sessions;
In-person and virtual learning workshops & webinars;
Parent reading/ book clubs and working committees.

Recommendations:
Harmony Movement
GloMundo

Develop a multi-pronged approach to reach and engage underrepresented
families

Parent & guardian interviews suggest that SVUSD feels 'unwelcoming' to
underrepresented (race, ethnicity, socioeconomically disadvantaged, multi-
lingual etc.) families. The district should prioritize developing a multi-pronged
plan to reach and engage underrepresented families as school volunteers, at
school events and within school improvement processes. 
By centering the voices of underrepresented families, actions taken on
behalf of the district  are then informed by and supported by all who are
affected. This engagement must be authentic and two-way and should
include: investigating barriers to engagement (i.e. lack of translation and
interpretation services; opportunities available for working parents,
prohibitive costs associated with volunteering in the classroom/ cost of
background checks, etc.)

Resources:
Diversity Communications Toolkit: A guide to diversity
communications/engagement in education, NSPRA

compare and contrast staff and student perception. 

Parents

Strengthen Parent and Guardian Alignment to DEIB initiatives

learning. Formats include: 

INCLUSION COUNTS2022 | JULY



34

Respond to critical news events, publicly and promptly
Districts with strong DEIB initiatives make a conscious effort to address
news events that impact their students, school staff families publicly and
promptly. This means:

Responding quicker;
Minimizing input cycles; and
Recognizing that solidarity statements do not require the participation of
marginalized groups. Solutions, however, do. 
It is essential to know the difference to ensure that individuals who are
impacted most-heavily by issues are not bearing the emotional burden or
responsibility for dismantling systems of inequity produced by others. 

Quick Wins
Develop a shared-language/

inclusive terminology guide specific
to SVUSD.

Develop a clear and consistent policy
for responding to instances of hate

and hate speech on campus.

Short Term Goals

Address DEIB fluency of staff by
investing in Staff PD; Invest in

Youth and Parent Diversity
Learning Initiatives. 

 

Partner with a research firm to
conduct a comprehensive Culture &

Climate survey to determine additional
areas of need.

Long Term Strategy

Develop a robust suicide
prevention plan and initiative;
Launch and implement SLC's/
Open Circles/ Healing Circles 

 

Establish a culture and climate team
at each school to monitor and track

disciplinary action and identify
appropriate interventions

(suspensions, expulsions and other
means of correction); Increase # of

Counseling staff.
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Key Findings 
Policies, Practices & Systems

35

Challenge: Scotts Valley Unified School District policies and practices must be
strengthened.

Actions: SVUSD would benefit from well-developed DEIB strategic plan and a
visible commitment to DEIB statement to be included in their handbooks & district
website. SCSD can increase comfort around reporting DEIB grievances (hate
speech and behaviors) by creating clear & consistent process chart for reporting
bias, harassment or discrimination and a no-tolerance policy for racism, xenophobia,
homophobia, transphobia, etc. Suicide prevention programs are being activated and
should require ongoing attention and maintenance. 
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Recommendations
The next step is to decide what metrics matter to you. Below are
some metrics you can start with:

Increase # of diverse candidates entering pipeline 
Increase student sense of belonging (student climate surveys)
Increasing Net Promotor Score (NPS) for families in underrepresented groups
Decrease in bias-related incidents reported
DEIB indicators included in 5 out of 5 areas in existing strategic plan
Tracking incidents of hate speech to actions being taken (discipline)

How:

Goal 1: To improve achievement and opportunities for all students K-12
Goal 2: Fiscal Stewardship: Promote and maintain fiscal stability in the District
Goal 3: Facilities: To provide optimal learning and work environments
Goal 4: Human Resources: Attract, develop, and retain qualified employees
Goal 5: Public Relations: Build relationships, provide regular communications,
and create opportunities for community engagement

Samples:
Diversity, Equity & Inclusion Strategic Plans

Richland School District Two

Develop a Diversity, Equity & Inclusion Strategic Plan, or -
Embed Diversity, Equity & Inclusion into your Strategic Plan
SVUSD currently has a Strategic Plan that examines five areas:

However, a strategy to directly support DEIB aspirations is not present. The district
requires explicit goals in order to track progress and efficacy of DEIB initiatives.
Formalizing this through the development of objectives, measurable goals, activities
and timelines will creating a culture of accountability and collective responsibility
for increasing diversity and improving school climate and culture.

36
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Iowa City Community School District
Fairfield City Schools Diversity Plan
Radford City Schools Cultural Diversity Plan
Forsyth County Schools Diversity, Equity and Inclusion Plan

Integrated into existing strategic plans:
Salem Public Schools Strategic Plan
Los Angeles Unified School District Strategic Plan

Adopt a District Equity & Inclusion Statement
The Equity Statement will serve as a guidepost for the DEIB work of the
district and provide the framework to focus on equity and belonging at
every level (students, staff and families). This statement is meant to guide
the equity work and is not an actual policy.

Sample: The San Francisco School
Adopt a board resolution 

Adopting a board resolution makes the district's commitment to diversity,
equity and inclusion clear by describing why and how the district will pursue
these goals in the short- and long-term.
Sample: 

Menlo Park City Elementary School District
Millbrae Elementary School District
Burlingame School District
Upper Arlington Schools
Marietta City Schools

Enhance school suicide prevention policy 
SVUSD adopted a school suicide prevention policy in September 2017
(Policy 5141.52: Suicide Prevention).  SVUSD can further enhance this
suicide prevention policy by developing a holistic district plan that includes
procedures in place to prevent, assess the risk of, intervene in, and respond
to suicide.
Sample: Model School District Policy on Suicide Prevention

Further Develop an Explicit Commitment to DEIB - and make it visible
This is a critical step in building a diverse and inclusive district because it makes sure
that your entire community knows where you stand. It also helps build your district
reputation externally because it shows prospective students, families or staff that
your district is a welcoming place all identities are affirmed. Here are some things
you can do:
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Include a Diversity, Equity & Inclusion Page to Your District Website
SVUSD DEIB page is currently in progress. Diversity landing pages make
visible to the broader community a district's commitment, vision and actions
being taken to pursue a more just and inclusive environment for all. Landing
pages typically include new information and existing information. Some items
to include are:

Diversity news, announcements and district statements
Anonymous reporting links 
Support hotlines 
Non-discrimination, anti-harassment, suicide prevention, discipline and
bullying policies
District diversity data (student and staff)
Signature programs & initiatives related to DEIB (guest speakers,
upcoming multi-cultural events, student clubs, etc.
Anti-racism and inclusion resources for families
Diversity committee highlights, recognitions and meeting minutes

Samples:
W oodside School District
Upper Arlington Schools
Phoenix Country Day Schools
Jeffco Public Schools
Chapel Hill Carrboro City Schools

Take a Clear Stand on Hate
Zero-tolerance policies in the education system are discipline guidelines that
mandate each student having the same, predetermined consequences, by
deciding beforehand how the administration would react to any given
infraction. In recent years, zero-tolerance policies have come under
increased criticism in part because by increasing school expulsions, zero
tolerance policies have also had a disproportionate adverse impact on
students of color. This has led to many schools adapting discipline
alternatives like PBIS, restorative justice and conscious discipline
interventions. However, when not used effectively, these interventions fall
short when applied to incidents involving racism, anti-semitism, homophobia,
transphobia and other instances of hate speech and harassment.

There are mistakes that students make and then there are incidents 

Assess & Enhance District Policies
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First, SVUSD should adopt a no-hate/ progressive discipline policy that
unequivocally denounces racism, anti-Semitism, homophobia and other
instances of bigoted speech.
Second, SVUSD should determine consequences for hate speech and
behaviors, including significant interventions and increased
consequences for repeated offenses.
Third, SVUSD should create and communicate a clear and consistent
flowchart of the reporting, investigative and discipline process made
visible to students, staff and families.

Things to include:
How and whom to report to (for students);
Clear communication that the student, or students, who
exhibited bullying or harassing behavior can receive a range of
disciplinary consequences including suspension or expulsion from
school;
Transparency that a restorative conversation amongst the
students involved may be utilized as a means to restore
relationships and that is only-if all parties involved are willing
and want to participate in a restorative process. In some cases a
restorative justice conversation is not the appropriate option; 
Parent(s)/Guardian(s) are always contacted but do not have
agency in determining a student's consequences;
School administrators will work in close collaboration with school
counselor(s) and individual staff members who provide social and
emotional support for victims;
Communication plan in the case that incidents impact the
broader school community (additional students or staff) or, in
order to disseminate misinformation; and
a clear grievance protocol for students and families after
investigation and report is closed.  See: A Comprehensive
Approach to Eliminating Harassment and Hate Crime (US
Department of Ed)

Audit your grievance protocol
Community Listening Sessions and group interviews suggest that more
information is needed in this area. Students perceive a lack of safety in 

involving inappropriate acts that are expected to be addressed swiftly
and resolutely.
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I know where to report grievances
I feel grievances are responded to fairly/ equitably/ promptly 

Update SVMS and SVHS School Handbook to include:
Bullying:  Explicit references to harassment and bullying on the basis of
social identifiers (race, ethnicity, sex, gender identity, sexual orientation,
ability, socioeconomic class, faith, age, etc.
Dress Code: Explicit references to clothing free of racist, anti-Asian, 

Computer Code of Conduct: Explicit references to include hate-speech and
policy for how parents/ guardians will be notified of instances of extremism
online.
Include a Parent & Student Pledge/ Acknowledgement page: that parents
and students sign to agree to consequences listed in Rules of Student
Conduct.

Support and affirm gender expansive students by updating student records
The school’s student information system typically uses the student’s name
and gender as reflected on their birth certificate. As a result, when a
student transitions at school, there are a great many ways in which a
student’s incorrect name or sex assigned at birth may inadvertently appear
on documents generated by those systems. Processes like enrollment, taking
attendance, assigning grades and communicating with parents and
caregivers can all easily compromise the student’s privacy and undermine an
otherwise supportive school environment [10].
Group interviews suggest a need for some students to use a name different
than what’s on their legal documents. Although a schools’ record-keeping
and reporting requirements are often seen as a barrier to preventing those
oversights, many school districts have found solutions that allow them
comply with those requirements while meeting their obligations to safeguard
a transgender student’s privacy and right to learn in a safe and supportive
school environment. See: Schools in Transition: A Guide for Supporting
Transgender Students in K-12 Schools, ACLU & Gender Spectrum.

reporting harassment and bullying, citing (1) distrust that confidentiality will
be maintained, (2) fear of worsening behaviors from aggressors after
speaking up and (3) a pattern of aggressors receiving no (or minor)
consequences, despite repeated conduct, as reasons for not pursuing a
complaint. SVUSD, however, reports an increase in grievances being
reported in 2021-22.  It may worthwhile to gather more data in this area by
including grievance reporting questions in community/ family surveys:

antisemitic, homophobic, transphobic or otherwise discriminatory in nature.
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Introduce culturally responsive indicators to support teachers in gaining
shared understanding of equitable classroom practices

More information is needed in this area to assess, but school leadership
should introduce diversity, equity, inclusion indicators to teachers and/or
conduct classroom equity observations to provide feedback on inclusive
educator practices.
Resources: Equitable Classroom Practices Observation Checklist, Louisiana
State; Best practices for implementing equity walks, Hanover Research

Ask specific questions OFTEN
A huge part of getting meaningful, honest feedback on DEIB has to do with
the questions you ask.  If you want answers, you’ve got to ask specific
questions. You can’t expect the answers to come to you. These questions
have to be good — they need to be specific, relevant, and well-thought out. 
If you ask a general question, you’ll get a general, response. For example,
ask someone “How’s DEIB going?” and the most-likely response will be, “It’s
fine.” 
Instead ask, “What’s one thing we could change next year about this event
to make it more inclusive or accessible?” This specific question zooms in on 

Launch a District DEIB Committee/ Working Group 
A Diversity, Equity, Inclusion & Belonging committee is a district-supported task
force of diverse community members who are responsible for helping bring about
the cultural, and possibly ethical, changes necessary for your district. We
recommend a DEIB committee includes diverse stakeholders (district and school
leadership, school staff at varying levels (certified and classified), parents &
guardians and student leaders with consideration and appreciation for diversity in
race, ethnicity, gender identity, sexual orientation, age, ability, appearance,
education level, languages spoken, socioeconomic status etc. This committee should
be tasked with formulating a mission/ vision for the district and identifying key
priorities for the district.

A note about ongoing process, policy, practice improvements: The best way to
understand how the community (students, staff, families) are feeling about key DEIB
priorities,  initiatives and advancement is to ask them. Running ongoing focus groups
can give you qualitative information to support your initiatives. This allows your DEIB
Committee to discuss trends in your data to make continual improvements. 
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Take Action & Share Action Broadly
Implementing feedback: Taking action on the feedback you receive is the
most powerful way to encourage school staff, students and community
members to be honest with you. When you do receive a piece of feedback
that is worth acting on, act on it immediately. Knocking out a quick win — 
especially when it’s low hanging fruit — can build public trust.
Increase transparency when not implementing feedback: There will be times
when you are unable implement every single piece of feedback that you

“one thing”, one event, and asks for an actionable takeaway. As a result, the
responses to the question are far more likely to be more focused and
actionable too. 

receive. When this happens, it's important to not go on 'defense' immediately
when impossible suggestions are made. Instead, look at it as an opportunity
to create more transparency for all individuals - rather than one - so
students, family members or staff don’t assume a reason for why something
isn’t happening, or that you ignored their feedback. Then, open up
opportunities for suggestions when everyone has the same baseline
information.

Quick Wins

Launch a District DEIB Committee/
Working Group to set district

priorities, goals and metrics; Adopt
a District Equity & Inclusion

Statement and Board Resolution
 

Launch a Diversity, Equity & Inclusion
Page on Your District Website 

 

Short Term Goals

Audit and revise all school
handbooks to include clear

verbiage on bullying, hate-speech
and conduct and consequences for

each offense.

Adopt a clear and consistent policy
that unequivocally denounces racism,
anti-Semitism, homophobia and other

instances of hateful, or bigoted
speech and include consequence/

discipline flow-chart.
 

Long Term Strategy

Develop a Diversity, Equity &
Inclusion Strategic Plan, or -

Embed Diversity, Equity & Inclusion
into your Strategic Plan

 

Integrate culturally responsive
assessment indicators into teacher

performance/ observation/
evaluation rubrics 

 

INCLUSION COUNTS2022 | JULY



Strategy 
School Board Playbook
Not sure how to take action with your Board? Here are
some reference points to begin:
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Adopting a board resolution  or proclamation in order to make
the district’s commitment to diversity, equity, and inclusion
explicit and describing how the district will pursue these goals
in the short- and long-term.
Adopt a an Equity Statement - the Equity Statement will serve
as a guidepost for the equity work of the district and provide

Signal and embrace the importance of a diverse, inclusive and
equitable school district
Since the board sets the tone for the rest of the district,  it’s critical
that diversity initiatives are included consistently across a school
district’s strategic plan. Promising practices include:

1

Resource:  Effective Board and Superintendent Collaboration, Hanover 

School districts that successfully embody diversity, equity and inclusion demonstrate
these values at all levels, beginning with their governance bodies. School boards
have a vital role to play in establishing diverse environments and making clear to
district and school leaders that a strong and diverse staff and a strong and diverse
school climate is a priority. But, before you begin:

Address what lies under the surface.
Community listening sessions & small-group interviews indicate that the biggest
barrier to integrating a broadly adopted DEIB strategy includes includes (1) a
pervasive fear of parent and guardian counter-reactions and (2) a belief that
district-wide DEIB investments and efforts will be obstructed by vocal community
disapproval and retaliation. While our area of expertise is not in supporting school
board and public relations, we do know that building trust with the local school
community is an essential social fabric required for members of the school board and
the superintendent in order to to sustain their school improvement efforts: 
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Samples: Woodside School District; Las Lomitas Elementary
School District; ETHS District 202

Revise the school board's Core Beliefs and Values to include 
 diversity, equity, inclusion and belonging.
Call on district leadership to create and present a school plan
for increasing diversity of school staff with specific activities,
timelines, and measurable goals.

Resource:
Creating a District Plan to Increase the Racial, Ethnic
and Linguistic Diversity of Your Educator Workforce,
Connecticut State Department of Education

Engage a multidisciplinary community task force to coordinate
efforts to identify and eradicate bias from Scotts Valley
Unified Schools and the broader Scotts Valley community. The
Santa Cruz County Office of Education currently offers
training and other resources to assist students, parents,
teachers, and school districts in improving SCC schools.

 the framework to focus on racial equity at every level. This
statement is meant to guide the equity work and is not an
actual policy.

1

Address Diversity Gaps in Leadership (and School Board)
School board members serve as the representatives of their local
district and advocates for their community. These boards have
important decision-making and governance responsibilities that
directly impact the experiences and success of students within the
district. As schools grow in diversity, it becomes even more
imperative that school boards reflect the diverse needs of all
students and families. School boards with members of diverse
backgrounds and experiences make informed and equitable
decisions. School board that do not, must make conscious efforts

2

School Board Playbook
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Underrepresented families face multiple barriers to receiving
support for their students. One of the greatest root causes of
the disparities that exist is the culture of silence or brevity that
families experience when trying to communicate with district
and school leadership. This includes:

Lack of response to concerns, requests or feedback; 
Feeling intimidated by district and school leadership; and 
Fearing retaliation for expressing concerns or feedback.

Resource: Fostering a Culture of Trust Within & Outside
a School System, University of Toronto

It is not uncommon for gaps to exist between school board
members, school staff and community members.  To begin
cultivating a culture of transparency across all levels:

School board members must first be willing to engage in
their own personal journey to expand their cultural and
linguistic competence and fluency on social issues so as to
not further weaken community relationships. 
This includes engaging in self-reflection of one's own
biases and then making a conscious commitment to
dismantle policies and systems that uphold disparities
without regard to community opposition. 

Expect opposition.
Change is difficult and not always welcomed by everyone. 

to build their DEIB fluency and knowledge. This means,
participating in ongoing training, learning  and self-reflection in
order to remain focused on equity in both process and outcomes.
Resource: Equity Filter: For Decision-Makers, Inclusion Counts

Increase transparency and two-way communication

Additional considerations:

3

Strategy 
School Board Playbook
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Additionally, there is significant controversy surrounding
racial equity work that does not help equity-centered
school board members or superintendents gain confidence. 
However, board members are elected officials and it is
recommended that they make efforts to engage members
of the community in this process.  Listening to community
concerns, providing opportunities for community members
to ask questions and working to incorporate feedback into
district plans may transform critics into supporters.

If this is not the case, however, do not lose your focus
or your resolve to do what is right for all students.
Every student deserves to have access to a safe and
affirming learning environment and the best education
that we can provide in our schools. When our schools
are not doing that, we are obligated to address
inequities or we are failing to do our jobs properly. That
is the purpose of public education.

Nearly every district is facing challenges and threats that
could impact their financial stability and many members of
your community may engage in vocal opposition of towards
interventions that support diversity, climate and culture.  

1

Strategy 
School Board Playbook
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DEIB Committee Playbook
Not sure what actions a newly founded DEIB Committee
can take? Here are some reference points to begin:
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Develop a committee charter
Sample 1; Sample 2

Craft a Diversity Mission & Vision/ Equity Statement

Review the Equity Report 
Conduct a needs assessment (group-discussion)
Set DEIB Goals, Activities, Metrics & Timeline

Resource: Goal-Setting Template, Inclusion Counts

Set the Foundation for an effective Diversity Workgroup

Building & Sustaining Equity and Inclusion 

  

Messaging & Metrics Team
Launching a Diversity and Inclusion survey
Creating opportunities for students, staff, community
members provide feedback to district leadership about
school climate and culture

(i.e. focus groups, community forums etc.)
Analyze and present data to community in monthly 

Establish DEIB Committee Working Groups
Determine what committee working groups will best align with your
team's interest & goals. Some sample working groups may include:

1

1s
t

2n
d

You Do Click here for Diversity team-
builders & icebreakers
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Staff Recruitment & Retention Team
Auditing recruitment efforts to support diverse school staff
pipelines
Creating mentorship opportunities for diverse staff to
promote and discuss issues relating to equity at school-sites

Curriculum Team
Auditing curriculum using diversity scorecards;
Auditing available literature and recommending books for
school libraries, classrooms and book clubs

Academics & Achievement Team
Developing initiatives to reduce achievement disparities for
underrepresented groups;

Policies Team
Creating a first-draft  'No Tolerance' policy  to include a
clear and consistent flowchart for students, school staff
and families to understand the reporting process and
consequences of hate speech on campus

Continued Learning Team
Audit current professional development opportunities for
school staff and identify relevant training topics and
learning objectives for school staff (2022-23sy, 2023-24sy
and beyond)

newsletter or on a diversity landing page (website)
1
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Closing & Index

After reviewing your Equity Report you're ready to begin setting goals and
addressing key priority areas. Remember to keep it simple and zero-in on your
main goals. 

For context, present data in easy-to-follow charts to show month-to-month
progress. Doing so gives you the opportunity to show how your metrics are
improving over time, as well as how these activities are adding value to the
district.

While it’s important to mention how great things are going, don't paint an
overly rosy picture. Make sure to note gaps in your initiatives, and leverage
your DEIB Committee to come up with an action plan on how you will address
these issues during each tracking period.
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[1] Teachers of Color: In High Demand and Short Supply, New report released at Capitol Hill briefing sponsored by
Senator Cory Booker, Learning Policy Institute, April 2018
[2] Who believes in me? The effect of student–teacher demographic match on teacher expectations, Economics of
Education Review, Volume 52, June 2016, Pages 209-224
[3] Diversifying the Teaching Force: An Examination of Major Arguments, Ana Marı´a Villegas , Jacqueline Jordan
Irvine Published online: 16 April 2010
[4] The State of Racial Diversity in the Educator Workforce, Policy and Program Studies Service Office of Planning,
Evaluation and Policy Development, U.S. Department of Education, 2016 
[5] The Top 10 Economic Facts of Diversity in the Workplace, Sophia Kerby and Crosby Burns, Sophia Kerby (Research
Assistant) and Crosby Burns (Policy Analyst), Center for American Progress
[6] What Job Seekers Really Think About Your Diversity and Inclusion Stats, Glassdoor 2021
[7] If There’s Only One Woman in Your Candidate Pool, There’s Statistically No Chance She’ll Be Hired, Stefanie K.
Johnson, David R. Hekman and Elsa T. Chan, Harvard Business Review 2016
[8] Stress and Job Satisfaction as Predictors of Teacher Turnover Intentions, Alrick Thompson, Walden University 2020
[9] Inequity Outside the Classroom: Growing Class Differences in Participation in Extracurricular Activities, Kaisa
Snellman, Jennifer M. Silva, and Robert D. Putnam, VUE 2015, no. 40
[10] Schools In Transition A Guide for Supporting Transgender Students in K-12 Schools, Gender Spectrum
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Demographics
All Staff 
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White
94.1%

Hispanic or Latino/a/x
2.5%

Total: 117
 

Hispanic or Latino(a)(x) = 3 
Asian = 1

2 or More Races = 1

2018-19 school year data

Male
22.2%

Female
77.8%
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White
67.6%

Hispanic or Latino/a/x
15.2%

2 or More Races
10%

Asian 
6.1%

Filipino
0.4%

Total: 2237
Filipino = 9

American Indian/ Alaskan Native = 8
Black or African American = 6

 

Demographics
Students

 

2020-21 school year data

INCLUSION COUNTS2022 | JULY



52

White
100%

Male
66.7%

Female
33.3%

Total: 6

Demographics
School Administrators

 

2021-22 school year data
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Free Response Data 
(DEIB: Foundations Training - March 2022)

 

more examples of how to respond would be helpful
Have the administrators back up the teachers when it comes to DEI instead of giving the parents what
they want
Keep focusing on building children's self esteem and confidence.
A focus on Belonging
Staff and students having proper language use and vocabulary. All students feel welcome, liked, and safe
at school.
Vetted resources and training on how to implement them into our teaching practice.
Continued training
SVUSD has a lot to improve on but as a Kindergarten teacher, starting to include more diverse lessons and
use language that helps promote equity and inclusion.
I feel that we are really working hard at this. Our literature is diverse in both content and author. I create
a survey at the start of the school year asking students about holidays celebrated or not, what is important
about their family dynamics. I make sure to include this, with other curriculum, in my planning. SVUSD has
a wonderful CRC ( cultural responsive committee) that is working endlessly to support all areas. I am proud
of the progress we are making here.
More curriculum & lesson plans we can use across the grade levels that deal with these subjects.
Hire teachers with more diverse backgrounds, more training for teachers, more community awareness and
clear plans for positive action and change.
Time to work with time with specific directions and accountability
Continue these trainings, or even host more frequent staff discussions around the real experience of
increasing these things in our classrooms. I feel like we all have specific experiences that we could use
input or discussion around how to handle them. Also, teachers are trying to figure out what level of ideas
are appropriate at what grade levels. For example, do we talk about slavery in Kinder/First/Second, or
just general unfairness between people of different skin color? There's a lot of nuance to that conversation
but it would be nice to have it with admin! Thank you for this work!
I hope to see a place where more people are able to have conversations about topics that people have
considered to be uncomfortable.
More PD time and staff discussions
Maybe make teachers accountable for changing the way they approach holidays. I don't see them being
celebrated in a way that is inclusive in many ways. The resources should help.
Don't have important trainings like this for only an hour and a half, rather they should be a whole day PD
We can specify age appropriate ways to teach about it that emphasize kindness to all rather than
emphasize the differences we have
Creating safe opportunities for students and staff to feel seen and heard. Reaching out to parent
community to foster support of DEIB at home. Helping families see importance and value of DEIB
More staff training and time to reassess teaching practices with our staff
I think we are doing a good job trying to get better at this! I would love to see each of us be able to bulk
up our diverse read alouds, diverse authors, within our classroom libraries in elementary school using
district funds.
Be mindful of clicks and that they are formed at an early age. Encourage inclusion during free activities
(sitting at lunch tables for an example) and pay attention to those children who are off on their own.
I think it's important to show respect for ALL. I see a lot of biases and closed mindedness amongst some of
our parental group. I actually had a parent last year that was upset because I showed my class a short
appropriate video about Harvey Milk and the pride flag.

In what ways can SVUSD improve Diversity, Equity & Inclusion (ideas, recommendations,
what do you hope to see?
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None right now, I was glad to hear lots of excitement and effort towards this in discussions yesterday. I
think many are already very mindful and working or wanting to work towards that.
I feel like the district is on the right course.
We hope to see continued growth in all of the above. We are taking baby steps during a challenging time
in the world.
be open and transparent
I hope to see a fresh, culturally relevant, range of leveled book sets. This would be helpful for reading
clubs etc.
More diverse books, individual and class sets, provided by the district
More communication with families
I'd like to see the PD at the start of the school year and more frequently throughout the year, rather than
8 weeks before summer.
The improvement begins with leadership and administration. As we expect our students to follow our
example, we teachers need to see our leaders demonstrate these qualities.
More trainings like these, and maybe testimonials from students who have benefitted to our district being
more inclusive.
I enjoyed both speakers, the talking points, and hope we get to hear more from them in the future.
Continued and specific tools for subject or content areas to create equity and inclusion.
Maybe teacher sentence frames to keep on our desks. Something to quickly glance at while we learn to
incorporate them seamlessly. Thanks for all your help!
Greater diversity awareness on our campus and inclusive spaces for students to belong (outside of the
classroom).
We need to evaluate how we actively include students of all backgrounds. Right now, we do not do any
celebrating of other cultures or religions or backgrounds at all.
More around equity. Students really need it but trying to be equitable for 100 different students in a day is
a lot.
Materials for students from diverse sources.
Having this kind of training for our STUDENTS!!
Professional trainings and presentations for our students to participate in.
Continued check in and practice, receiving tools
More training just like this one!
First, shouldn't Belonging be included in this question? I think the district needs to look at how the teachers
are included in decision making (or not included) and if they feel like they Belong as a valued part of the
staff. DEIB needs to not only take place in the classroom environment, but needs to be a whole district
effort.
More training; usable tools/examples that can be implemented into the class session (we get the concepts,
but how to say/address and manage the conversation would be helpful)
SVUSD can improve the school by including more Inclusion.
I'd like to see our culture become more welcoming and our language for communicating to be more
inclusive as a staff
More discussion with the students about these issues.
continue to use literature in a postive way
A lot of the suspensions that come across my desk involve racism and it deeply affects me. Really helping
students understand macro- and microaggressions and how big of an impact they have on their intended 

In what ways can SVUSD improve Diversity, Equity & Inclusion (ideas, recommendations,
what do you hope to see?
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(DEIB: Foundations Training - March 2022)

 



Continue to teach students about respecting all people.
I would like to know more about diversifying my curriculum. As a music teacher with small class sizes, it is
difficult to program a variety of composers. Things that are already composed for band and choir are
either too difficult or not written for a small ensemble.
We really need buy in from all teachers, staff and parents.
I think it's valuable to revisit it on a regular, if informal, basis, by department or site, to help it become part
of the school culture and not just an acronym.
I think we are doing a good job.
Have school wide diversity days throughout the whole year where we put in maybe a 10-20 minute lesson
in each course and have some activity at lunch. This shouldn't be a 1 week a year type thing, it should
rather be 1 day a month or more.
continue to give us time to work on this
I’d like to use materials I have that show inclusion and respect for the diverse population of our nation.
Unfortunately some of our stories are in old adoptions and we have been ordered to remove them. This is
baffling when we do not have new materials to replace them.
more of what is applicable to our specific demographics
Continued implementation of the content for teacher education.
Definitely more training for teachers/administrators/staff about all of those topics. Many of the students
know these things already (or have experienced instances like that personally) and when the adults around
them are not aware or educated about these issues, it creates a huge divide between the students and
adults (especially when many of the concerns that they bring forward aren't taken seriously based on a
lack of understanding). Even the students who don't already know about these issues need to be educated
about them, and that is definitely the job of the school. We all need to be on the same team, and the way
that things are now and the way that these issues are dealt with by the faculty are not enough.

or unintended targets would make a big improvement. An assembly to discuss DEIB topics would be
amazing (maybe including anonymous slides from students of all races/ethnicities that talk about some of
the negative and positive experiences that they've had at school, explaining why it made them feel a
certain way).

In what ways can SVUSD improve Diversity, Equity & Inclusion (ideas, recommendations,
what do you hope to see?
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