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Workshop Objectives: 
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Objectives

∙Articulate the rationale for Anti-Racism work and share the 
division’s learning journey

∙Define key terms to develop shared meaning and application

∙Demonstrate critical reflection of ourselves, our practices, 

our interactions, and our role as board members



Workshop 
Objectives:

• Keep Your Eyes on the Prize; Care deeply about students negatively impacted by 
race 

• Speak Your Truth and create space for multiple truths

• Practice Examining Racially Biased Systems and Processes

• Use Explicit Language about Race, Immigration Status, Gender Identity, 
Language Acquisition, and Class 

• Step Up, Step Back, Monitor Your Privilege; Be aware of how much space you 
take up emotionally and verbally. 

• Stay engaged. In this space, we are all equal.
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Norms for Creating Brave Spaces for the ACPS 
Anti-racist Journey 



Introductions
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My hope for the board as we move 
forward is…

My dream for ACPS students is that …

An interesting fact about me that 
some might be surprised to learn is…



Workshop 
Objectives:

The Valbrun Consulting Group (TVCG) 

An educational consulting firm that offers support in the areas of Diversity, Equity 
Inclusion and Anti-Racism, strategic planning, strategy management and 
organizational development. 

• Highly skilled education practitioners with relevant experience in school and 
district leadership

• Work specifically to build the capacity of school systems and school leaders and 
staff to lead for equity, create equitable environments, mitigate opportunity gaps, 
implement systems for improvement, and manage change for results that 
improve outcomes for underrepresented populations of students.
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Who We Are



Workshop 
Objectives:

The Valbrun Consulting Group was engaged by ACPS as a consulting partner to:

• Act as a project partner to support division leaders and staff in the implementation 
work that moves forward the Equity for All Strategic Plan 2025. 

• Assist with comprehensive systemwide anti-racism professional development. 

• Help build capacity for charting a course of action that drives the division’s work at 
changing the systems, policies, and practices that create barriers to equitable student 
outcomes.
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What  We Do



Overarching Essential Questions:

How will you as board members, move the division 
to become equitable for all? 

How will you push the conversation from equity and 
inclusion to social justice and intentional 

anti-racism?

What is YOUR responsibility, both personally and 
professionally, to dismantle, reimagine and rebuild 
policies and practices that meet the needs of each 

ACPS student?



Alexandria City Public 
Schools

Why Anti-Racist Work?
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Workshop 
Objectives:

THEN

•Resistance to the 
segregation of schools

•Racism and bigotry

NOW

•Removing systemic barriers 
to educational equity

•Strategically prioritizing 
racial equity

•Eliminating opportunity 
and achievement gaps
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Then & Now



Workshop 
Objectives:

Academic

•Students in TAG
•Students in advance 

coursework
•Students referred to Special 

Education
•Graduation/Dropout rates

Discipline/Social Emotional

•Student referral and 
Suspension rates

•Students who feel safe, 
valued and engaged in 
learning
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Disproportionality
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As a function of fairness, equity implies ensuring people have what they need to participate in life 
and to reach their full potential (flourish). 

As a function of inclusion, equity ensures that essential programs, services, activities, and 
technologies are accessible to all.

Equity is not equality; it is the expression of justice, ethics, and the absence of discrimination.

Systemic Equity is a complex combination of interrelated elements consciously designed to create, 
support, and sustain social justice. It is a robust system and dynamic process that

reinforces and replicates equitable ideas, power, resources, strategies, conditions, habits, and 
outcomes.

Equity 
A condition that balances two dimensions: 

fairness and inclusion



Cultivate 
Diversity

Foster Inclusion 
and Belonging

Promote
 Equity

Organizational commitment to 
culture and policies that support 
individuals in all the ways they 

differ

Removing advantages and barriers 
to provide access to the same 

opportunities for everyone

Stakeholders of all backgrounds 
feel supported and valued so they 

can be their authentic selves



Current Anti-Racist Work 
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Workshop 
Objectives:

Our approach is based on the use of data and information to design learning opportunities 
that improves upon the implementation work with a thoughtful approach to supporting 
district leadership. 

• Conduct an assessment to determine where individuals are and where the 
organization is on the racial equity journey.  

• Conduct tiered and scaffolded trainings for division leaders and staff. Training specific 
to anti-racism, elements of dominant culture and racial equity.

• Communicate and collaborate with the Department of Student Services and Equity 
on a continuous basis.

• Exhibit flexibility in training sessions with a multi-layered approach.
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Our Approach



The Learning Journey



The Valbrun Consulting Group 19

SELF 

SYSTEM

RELATIONSHIP

Cultural self awareness

Cultural Awareness that 
influences the systems, 
policies, procedures and 

practices 

Cultural awareness to 
build relationships across 

differenceIndividual

Organizational

Interpersonal



SELF 

Cultural self awareness



Attitudes, Beliefs, Behaviors, Values, Goals, Practices 

Cultural Influences

Creates our worldview; which affects: How you see the world, How 
you form opinions and How you make judgements
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Your Cultural Identity

Organizations
Unions

Social Groups 
Professional 
Associations

Identity Groups
Ethnic/Racial Group

Generations
Regional 
Gender

 

Institutions
Educational
Government
Corporations

Religious 



I educate myself about race 
and structural racism
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Intercultural Development Inventory

The Intercultural Development Inventory (IDI) 
provides valuable information about your own 

mindset/competence towards cultural difference and 
commonality. 



A Cross-Culturally Valid and Reliable Assessment of 
Intercultural Competence 

The IDI has been psychometrically tested and found to possess 
strong content and construct validity and reliability across diverse 

cultural groups. Additional validity includes predictive validity 
within both the corporate and educational sectors. The IDI has been 

rigorously tested and has cross-cultural generalizability, both 
internationally and with domestic diversity. 

Psychometric scale construction protocols were followed to ensure 
that the IDI is not culturally biased or susceptible to social 

desirability effects (i.e., individuals cannot “figure out” how to 
answer in order to gain a higher score). 



Intercultural Development Continuum: 
Primary Orientations 

MONOCULTURAL 
MINDSET

INTERCULTURAL 
MINDSET

Denial

Polarization

Minimization

Acceptance
Adaptation

Misses
Difference

Judges
Difference

De-
emphasizes
Difference

Deeply
Comprehends

Difference

Bridges Across
Difference

Licensed & Copyright 2019 Mitchell R. Hammer, Ph.D.



Acceptance

IDI Group Profile: Perceived vs. Developmental



Acceptance

IDI Group Profile: Perceived vs. Developmental

Orientation 
Gap: 18.36



IDI Group Profile: Range of Developmental Orientations



What might your individual 
worldview be based on your lived 

experiences?

How might that worldview 
manifest in the way that you 

engage with difference as a board 
member?



Considering the IDI and IDP:
Board member Individual Journey

Board Group Journey

System Impact

What value would an individual 
and group IDI profile provide to 
the School Board as you seek to 

serve for racial equity?



 Examination, Communication, 
Action!

❖ Developing common language, shared meaning

❖ Planning for and bridging across difference

❖ Meaningfully engaging with cross cultural 
stakeholders

❖ Creating inclusive environments/policies for high 
performance of all students



Professional Development Series



Workshop 
Objectives:

Module A:

• Articulate the rationale for moving to Anti-Racism

• Define key terms to develop shared understanding

• Understand the historical context and the impacts of racism to our current context

• Explore cultural identity and systems of inequity

• Understand and develop counter-narratives on race

• Demonstrate commitment to critical reflection of ourselves, our practice, our interactions, and 

our communities
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Learning Outcomes



Workshop 
Objectives:

Module B:

• Closely examine Equity across the Dimensions of the PELP Framework

• Analyze the power of Cross-Cultural Relationships

• Explore the impact of micro-aggressions on cross cultural relationships

• Unpack the 7 Dimensions of Culture

• Discuss the role of Trust and Allyship

• Apply learning to a case study scenario

• Reflect on and commit to critical reflection of ourselves, our practice, our interactions

• and our communities 

 

34

Learning Outcomes



Workshop 
Objectives:

Module C:

• Assess the organization’s progress on the journey to becoming racially equitable using a 

variety of tools to both measure and plan forward

• Develop an anti-racist vision and a plan for change that will:

o Create structures that will guide and sustain institutional efforts towards racial equity 

o Develop an organizational approach in planning, organizing, and taking action for change

o Plan for the desired change, and include specific goals and tactics to reach those goals 

o Evaluate progress as the organization moves through the process of becoming an 

anti-racist organization

 

35

Learning Outcomes



Workshop 
Objectives:
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Participant Feedback

• 80% or more of respondents felt that the sessions were of value as an educator.

• 70% of respondents felt planned activities provided resources and a model to 
follow.

• 70% of respondents felt activities and discussions allowed for valuable practice 
and application to take back to school/classroom.

• Participants provided requested input on most useful activities/resources  and 
suggestions for improving future learning experiences.
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SYSTEM                           

Cultural Awareness that 
influences the systems, 
policies, procedures and 

practices                                                             

Organizational
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If ACPS provides high-quality instruction and differentiated supports, engages the community 
and families, and allocates resources equitably, opportunity and achievement gaps among 
underserved student populations will be eliminated and all students will graduate from high 
school prepared for college, careers, and life. 

To ensure the delivery of high-quality instruction and differentiated supports, ACPS will: 
• Engage students, staff, and families in the decision making and educational processes 
• Define, support, and monitor the implementation of selected high-leverage strategies in all 
schools 
• Empower principals and their leadership teams to implement additional strategies to meet 
the specific needs of their student populations 

Success requires purposeful collaboration among ACPS departments and coherence in 
strategy to ensuring that all students are empowered to thrive in a diverse and ever-changing 
world. 
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ACPS THEORY OF ACTION:



PELP Coherence Framework

Source: http://www.hbs.edu/pelp/framework.html

The people and 
groups inside and 
outside of the 
district

The predominant norms and 
beliefs

The organizational 
arrangements and 
relationships

The processes 
and procedures

The resources required to implement key action steps and execute strategy (Capacity)



STRUCTURES

❑ To what extent are roles and responsibilities defined in 
order to emphasize equity and accountability?

❑ To what extent are the perspectives of those most 
experiencing the problem informing decisions, especially 
about practices that must be brought to scale?



SYSTEMS

❑ Are systems for functions such as career development 
and promotion, compensation, student assignment, 
resource allocation, organizational learning, and 
measurement and accountability performed with an eye 
toward racial equity and culturally responsive teaching?

❑ To what extent does the organization invest in people 
and teams’ cultural competence and their ability to use a 
racial equity lens in the design and redesign of their 
systems?



STAKEHOLDERS

❑ To what extent are the voices and perspectives of  the 
people experiencing the problem and situated farthest 
from opportunity involved in the problem-solving 
process?

❑ Does the strategy account for community engagement 
and partnerships that are an active representation of 
equity concerns and the valuing of diversity within the 
community?



RESOURCES

❑ Does the division’s strategy include intentional planning 
regarding the equitable distribution of resources in all its 
forms?

❑ Are resources allocated to bring to life instructional 
designs that are supportive of a holistic set of student 
outcomes through culturally responsive teaching?



CULTURE

❑ Does the strategy allow for discrimination of all kinds to 
be confronted systemically in a manner that does not 
uphold the comfort of the most privileged as a priority?

❑ To what extent does the strategy address intentional 
work on relational trust building?



Share Out
3 minutes per group

Share your small group’s overall 
learnings.

Briefly explain the PELP area your 
group was assigned.

What is your assessment of the 
current state of the district’s work 

in that area?



Reading 
Assignment



Current Board Members 
to 

Future Board Members

What are the next steps in 
advancing the racial equity 

imperative in ACPS?



From what we have learned today, what  commitments can 
you make towards anti-racism?

• Consider choosing an accountability partner who can help 
ensure you stay focused on your commitments in the 

midst of your busy schedule.



THANK YOU..

Questions & Answers



http://www.valbrunconsulting.com

http://www.valbrunconsulting.com/



