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2020-2023
The moment has come not just to take half-steps
toward equity in K-12 education but to take a real
stand for it.
Joshua Starr, Chief Executive of Phi Delta Kappa

If not us, then who? If not now, then when?
John Lewis, Congressman

Message from the Superintendenta
Princeton City Schools is committed to providing a safe, inclusive, caring, and challenging learning environment, which serves as the foundation
for student growth. Through the lens of equity we continue our mission statement of “empowering each student for college, career, and life
success”. As we all know, there is great work that needs to be done in our country to eliminate racism, bias, inequity, injustice, and inequality.
Living our mission statement is critical and we intend to be a beacon serving as a signal for other districts to model their work after. By
empowering our students we will help equip them with skills to reach achievement and career levels previously unknown but ever so important,
and the ability to accept and value others regardless of their differences.
Thomas D. Burton

Superintendent

Special Thanks
Special thanks to the District’s equity team, including our equity consultant, Ms. Katrice Quitter, who assisted with developing and editing goals,
strategies and action steps to the District’s Equity Plan. You showed that you are dedicated and committed to the equity work that must go
forward. Your efforts are so appreciated at this time in our country. Special thanks to district and building administrators, who have begun to
engage staff and students in understanding the importance of diversity, inclusion and equity and have begun to embed culturally responsive
instructional practices in your teaching and learning. Lastly, special thanks to staff (teachers and support staff ) for the work that you do
everyday to change the lives of students so that they will be ready for college, career and life success. We thank you immensely.
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Equity Plan
District Mission:
Empowering each student for college,
career, and life success.
District Vision:
The Princeton City School District is
committed to preparing each student to
become lifelong learners and responsible
citizens ready to meet the ever-changing
challenges of the future.
With families and community partnerships,
we strive to create innovative teaching and
learning opportunities for each student —
both inside and outside the traditional
classroom.
We will help students develop the
knowledge, critical thinking, collaboration
skills, and thirst for learning necessary to
successfully navigate a culturally diverse and
technologically advanced world.
Equity:
●
●

When every child receives what is needed to support goals and expectations for learning.
To ensure that every child has equal opportunity for success.

Educational Equity:
●
●
●

Putting systems in place to ensure that every child has an equal chance for success.
Ensuring that personal and social circumstances do not prevent students from achieving their academic potential.
Have unlimited expectations for all students, e.g., gifted, students with disabilities, English learners, and under-achieving groups.
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Rationale:

If we implement system-wide equity practices such as;
●
●
●
●

Identifying inequities in policies, practices and procedures;
Improving district and school-wide knowledge, skills, and actions explicitly focused on equitable practices;
Improving school-wide implementation of equity goals; and
Planning instruction through analysis of disaggregated achievement, attendance and discipline data;

Then we can support staff in providing high-quality equity-driven practices, support students in eliminating barriers to success, and create an
inclusive environment that fosters a more equitable future for all students.
The District has always valued the diversity of our student population and communities. This diversity has existed for over forty years. We see
diversity as a strength and our students do as well. They return to the district after high school and say that their school experience prepared
them to interact with others as they entered college, the military, and the workforce.
The District has made tremendous gains in putting systems in place to ensure that every child has an equal chance for success. However,
there is still much more that can be done to ensure that educational opportunities exist for all, specifically our students of color.
Our programs and services reflect the ever-changing needs of our student body. We must promote
a school community that embraces acceptance and takes action against intolerance and
discrimination. It is the district’s responsibility to ensure that our administrators, teachers, and staff
understand diversity, equity, and inclusion, and its impact on student performance, family and
community engagement, and the culture and climate of our schools.
Opening the door to a world of opportunity for our students is not enough. Our mission is
empowering students for college, career and life success. Regardless of which school they choose
to attend, we need to make sure they are cared for, challenged, inspired, supported and ready for
success in college, career and life. From that first tentative step into preschool to that last confident
step off the commencement stage on graduation day, we are here to settle the butterflies that exist
in those early years and unleash the potential as they leave our doors for the last time..
The following Equity Action Plan complements the District’s strategic plan and academic
achievement plan for district and school improvement. The specified goals and strategies in the plan have been identified by the District’s
equity team to support the district and schools in identifying and taking action to improve structures, practices, and performance to close the
racial, linguistic, and achievement gaps, and to support anti-racist behavior. The purpose of the District’s equity plan is to ensure that
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students, staff, families, and community members of all cultures and perspectives are provided an environment where students are
encouraged to reach their greatest potential, and families and community members feel welcomed when they enter our schools and other
facilities.
Data collection for the start of the 2020-2021 school year was adjusted given that teachers and students were adapting to online learning and
social distancing protocol. Therefore, baseline data used to measure mastery of strategies will not be available until the first semester of the
2021-2022 school year.

Goals
1. Create and sustain a climate and culture that demands and supports systemic equity practices and increases student performance for
each student.
2. Empower all students to achieve their own
academic vision/goals and encourage excellence in
education for all.
3. Include and affirm the voices and identities of staff,
students, families, and communities to inform district
and school improvement efforts.
4. Recruit, retain, and promote a diverse workforce of
administrators, teachers, and staff within the district
who reflect individuals representing the district’s
diversity.
5. Assure that curriculum materials, instructional
practices, and assessments are free from
discrimination and bias, and support culturally
responsive classroom practices to improve student
achievement while improving the teaching and
learning gap.
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Key Metrics:
Culturally Responsive “Look For” document
District walkthrough forms/data
Instructional Rounds Data
LEAD (Leadership for Equity Assessment & Development) Tool
Panorama Equity Survey
District and Building State Reports
Special Education Performance Profile
Parent Sign-in Sheets (Parent Teacher Conferences, Title I sign-in sheet, Special Education
Information Nights, Parent Online Training)
School Library Collection review of books (hardback and online) reflecting cultural diversity
Employee data reflecting staff of color & years of service.
NWEA MAP Data Reports
I-Ready Data Reports
Ohio School Report Card Data
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Strategy 1: Professional
Learning

Action Steps to Achieve
Expected Results

Increase and improve cultural
awareness and competence of all
teachers, administrators, and staff
with professional learning by:

1. Staff learning will occur
around equity,
anti-racism, and implicit
bias.

1. Improving equity-focused
instructional leadership in each
building as compared to initial
baseline data as measured by
Leadership for Equity
Assessment & Development
(LEAD) Tool.

2. Identify culturally
responsive skills and
behaviors as “Look Fors”
that can be observed
during walkthroughs and
instructional rounds.

2. Developing and implementing a
professional development plan
for all staff that provides
professional learning about
equity, culturally responsive
practices, trauma-informed
practices, and strategies to
ensure that every student is
safe and included at school.
3. Providing equity-centered
professional development to
help teachers effectively
implement culturally responsive
components in their practice as
measured by Panorama
Education survey data.

3. Develop and
communicate a scope
and sequence of the
professional
development activities
aligned to equity,
culturally responsive
practices,
trauma-informed
practices and strategies
to ensure every student
is safe and included at
school.
4. Communicate critical
practices for anti-bias
education in district
communications and
monthly Let’s Talk
discussion sessions.

Key Persons(s)
Responsible

District Equity
Team
District Directors,
Supervisors &
Coordinators
Building principals
Equity Educational
Consultant

Timeline

Expected Results

School year
2020-2022

1. By the end of the 2021-2022
school year, the district equity
team will administer, analyze
and act upon staff survey
data related to personal
awareness, knowledge,
commitments, and skills in
addressing equity issues.

Progress
Met/Not Met
2021/2022/2023

2. By the end of the 2022-2023
school year, 75% of the staff
will be aware of and
understand identifiable
procedures and practices that
address educational equity
as measured by data
gathered through building
walkthroughs.
3. By the end of the 2022-2023
school year, all
administrators and teachers
leaders will lead improvement
efforts focused on
educational equity and
cultural proficiency as
measured by participation in
district and building
professional learning
opportunities.
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Strategy 2  Subgroup Achievement

Empower all students to achieve
their own academic vision/goals
and encourage excellence in
education for all by:

1. Analyzing and responding to
academic, attendance, and
discipline data at least monthly
for targeted student groups, i.e.,
African American, Latino,
Students with Disabilities, low
SES and other protected
classes.
2. Increasing participation in
advanced learning experiences
at the elementary, middle and
high school levels amongst
underrepresented demographic
groups of students.

Action Steps to Achieve
Expected Results

1. Identify metrics for
monitoring Equity ”Look
fors”.
2. Create and implement
training to support Equity
“Look fors” and conduct
quarterly Equity “Look
fors” at each school
using a similar
instructional rounds
process.
3. Continue staff learning
around equity,
anti-racism, and implicit
bias.
4. Review data dashboards
to include equity-based
data around academics,
discipline, student
engagement, and
discussion at monthly
Teacher-Based Teams,
Building Leadership
Teams, and District
Leadership meetings.
5. Use the multi-tiered
systems of support
(MTSS) framework to
ensure that the tiered
process is followed to
determine a suspicion of
a disability.

Key Persons(s)
Responsible

Timeline

Expected Results

Equity Educational
Consultant

School year
2020-2022

1. By the end of 2022-2023
school year, Improve upon
baseline academic
(increase), attendance
(decrease), and discipline
(decrease) data for targeted
student groups i.e., African
American, Latino, Students
with Disabilities, low SES and
other protected classes.

District Directors,
Supervisors &
Coordinators
Building Principals
Instructional
Coaches
Department Heads
Staff
Teachers
Building Leadership
Teams (BLT)
District Leadership
Team (DLT)

Progress
Met/Not Met
2021/2022/2023

2. By the end of the 2021-22
school year, all BLT and DLT
meetings will include analysis
and response to baseline
academic, attendance, and
discipline data for targeted
student groups i.e., African
American, Latino, Students
with Disabilities, low SES and
other protected classes.
3. By the end of the 2022-23
school year, decrease the
disproportionality of student
discipline and disability
over-identification of targeted
student groups.
4. By the end of the 2022-23
school year, student
participation in advanced
learning, such as, gifted and
talented, College Credit Plus,
Honors, Advanced
Placement (AP), International
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6. Analyze and respond to
annual disaggregated
course enrollment data to
increase participation
from underrepresented
demographic groups of
students in advanced
learning experiences at
all levels such as, gifted
and talented, College
Credit Plus, Honors,
Advanced Placement
(AP), International
Baccalaureate (IB), and
STEM experiences.
7.

Develop and implement
an action plan (targeting
families from
underrepresented
demographic groups) to
promote awareness of
and participation in
advanced learning and
STEM experiences at all
grade levels, such as,
gifted and talented
programs, College Credit
Plus, Advanced
Placement, Honors and
International
Baccalaureate programs,
internship programs with
business and community
partners..

Baccalaureate (IB), and
STEM experiences at the
elementary, middle and high
school levels among
underrepresented
demographic groups of
students will increase overall
the baseline (2021-22 school
year).
5. By the 2022-2023 school
year, 50% or more of
instructional staff members
will incorporate
culturally-responsive
teaching/learning PD goals
into personalized plans i.e.,
(Individual Professional
Development Plan - IPDP),
growth plan, improvement
plan, Resident Educator
activities).

8. Establish face-to-face
meetings with district
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and school leaders on a
rotational basis to review
progress on the
Academic Achievement
Plan and Equity Plan.

Strategy 3: Staff, Student, Parent and
Community Engagement

Include and affirm the voices of
staff, students, families, and
communities to inform district and
building leadership efforts by:
1. Providing regular opportunities
for student and family voice in
district and building decisions
and planning.
2. Increasing awareness of
advanced learning experiences
at the elementary, middle and
high school levels amongst
underrepresented demographic
groups of students through
student and family engagement
activities
.
3. Auditing literature, readings,
and primary source documents
through a diversity, belonging,
inclusion, and equity lens.
4. Identifying and recommending a
parent from each school,
representing underrepresented
demographic groups, to serve

Action Steps to Achieve
Expected Results

1. Analyze and respond to
audit results of staff,
student, parent and
community voice that is
representative of our
school community
demographics in building
and district school
improvement
committees.
2. Establish a district-wide
student voices leadership
group that meets monthly
to provide a safe and
brave environment for
courageous
conversations.
3. Host quarterly listen and
learn sessions with staff
and students to learn
about diversity,
belonging, inclusion, and
equity.
4. Host twenty-minute
open-ended Let’s Talk

Key Persons(s)
Responsible

Building
administrators
Equity Educational
Consultant
District Directors,
Supervisors &
Coordinators
District
administrators
Communications
Director

Timeline

Expected Results

School year
2020-2022

1. By the end of 2021-22, staff,
students, parents and
community members will
serve and have a voice on
district and building-level
decision-making committees
in proportions that represent
the district’s diversity.

Progress
Met/Not Met
2021/2022/2023

2. By the end of the first
semester of the 2021-22
school year, each building
will have a student equity
team for the purpose of
engaging students in
courageous conversations
about race through the lens
of diversity, belonging,
inclusion, and equity.
3. By the end of 2022-23 school
year, increase the
percentage of staff and
student participation in listen
and learn sessions as
compared to the quarter 1
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on established parent advisory
committees.
5. Ensuring that the District’s
parent advisory groups
(Superintendent’s Advisory, Key
Communicators, etc.) mirror the
District’s diversity.

sessions with district
staff to engage in critical
conversations about
diversity, belonging,
inclusion, and equity.

(2021-22) baseline
participation data.
4. By the end of 2022-23 school
year, increase the
percentage of diverse voices
of students, parents, and
community members on
district and building-level
decision-making committees,
as evidenced by perception
survey baseline data.

5. Host quarterly parent
training and identify
several topics that
address equity.

5. By the end of the 2022-23
school year, increase the
percentage of parent
engagement of
underrepresented groups as
evidenced by attendance at
school events, i.e., parent
conferences, district parent
training, etc
Strategy 4. Recruit, Retain, &
Promote a Diverse Workforce within
the district that reflects individuals
representing the district’s diversity.

Action Steps to Achieve
Expected Results

Key Persons(s)
Responsible

Timeline

Expected Results

1. Engagement and recruitment
activities targeting Princeton
students and families as part of
an ongoing process to recruit
diverse staff.

1. Cultivate homegrown
talent – Minority students
who have shown interest
in teaching starting at a
middle school level and
moving on to college with
intentional efforts to
encourage and mentor
students of color to

Human Resources
administrators

School year
2020-2022

1. By the end of 2022-23 school
year, the diversity of each job
classification throughout the
district will more closely
reflect the diversity of our
student population as
compared to the quarter 1
(2020-21) baseline data.

2. Focus on collective
responsibility of all staff for
fostering an equitable district
culture.

District Directors,
Supervisors &
Coordinators
Building
administrators
Equity Educational

Progress
Met/Not Met
2021/2022/2023

2. The new staff onboarded
since August 2020 will
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3. Collaborate with teachers, staff
and community partners to
assess feedback data regarding
advancement opportunities for
staff not represented in
leadership roles.
4. Create pipelines for sustainable
recruitment, hiring, retention
and promotion of educators with
strong equity commitments,
understanding and skills.
5. Establish collaboration
networks to include alumni,
postsecondary institution
engagement, and
community-based organizations
to recruit, retain, advance a
workforce representative of the
student population.
6. Recruit a diverse staff that is
representative of the student
population through a variety of
standard and alternative
programs (e.g., alternative
administrative licensure,
transition to teaching,
district-designed teaching and
administrators programs, etc.

consider teaching as a
profession.
2. Introduce new Princeton
staff to the DBIE
(Diversity, Belonging,
Inclusion, and Equity)
framework through
training, workshops and
committees.
3. Conduct an exit interview
with staff who leave the
district and make
recommendations that
could improve the quality
of the information
received from staff
leaving the district.
4. Update new job
descriptions to include
cultural competency as a
criterion of employment
as appropriate.

Consultants
Teachers
Staff

increasingly represent
underrepresented
demographic groups and will
remain in the district a
minimum 3 or more school
years.
3. By the end of the 2022-2023
school year, reduce or
eliminate exit interview
feedback citing issues related
to equity and/or implicit bias
as reasons for departure.
4. By the end of the 2022-23
school year, the district will
increase the number of
opportunities for students and
staff to participate in a variety
of pathways to teaching or
administrative licensure as
compared to the baseline
year 2020-21.

5. Recruitment of students
of color from Historically
Black Colleges and
Universities (HBCUs),
Hispanic Serving
Institutions, other
institutions that have high
percentages of students
of color, job fairs, and
state colleges.
6. Develop a district
mentoring program for

11

newly hired teachers and
administrators.
7. Offer a future teacher
club for students aspiring
to go into the field of
education.
8. Establish partnerships
with colleges and
universities with
emphasis placed on
students of color in
teaching or
administration and
transitional/alternative
programs for licensure.
For example, continue
with partnerships
between UC; Xavier;
Miami, and other
colleges to promote local
efforts.
Strategy 5: Curriculum.
Instruction, and Assessments
Assure that curriculum materials,
instructional practices, and
assessment are free from
discrimination and bias. Infuse
culturally responsive practices in
our classrooms and school
buildings to improve student
achievement for each student while
enhancing the teaching and
learning gap.

Action Steps to Achieve
Expected Results

Key Persons(s)
Responsible

1. Identify and include
equity and culturally
responsive practices
“Look Fors” in the
Instructional Rounds
data collection tool.

District Directors,
Supervisors &
Coordinators

2. Analyze and respond to
Instructional Rounds
data, and equity and

Instructional
Coaches

Building
administrators

Equity Educational

Timeline

Expected Results

School year
2020-2022

1. By the end of the 2022-23
school year, instructional staff
will utilize culturally
responsive practices in daily
instruction as measured by
the Instructional Rounds data
and compared to the baseline
data from Quarter 1 2021-22.

Progress
Met/Not Met
2021/2022/2023

2. By the end of the 2022-23
school year, increase the
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NOTE: Culturally responsive practices
(CRP) include those practices that are
non-discriminatory and free from bias
while being welcoming, inclusive, and
responsive to the diverse experiences
and needs of all students. Examples of
CRP are drawing on students' prior
knowledge; making learning relevant;
include curricula/literature from other
cultures and parts of the world, and by
diverse authors; building relationships;
etc.

1. Analyze current and future
curricular resources to ensure
they are free from discrimination
and bias and infuse culturally
responsive practices.
2. Analyze current and future
instructional strategies to ensure
they are free from discrimination
and bias and infuse culturally
responsive practices.
3. Analyze current and future
assessments to ensure they are
free from discrimination and bias
and infuse culturally responsive
practices.

culturally responsive
practices data.
3. Continue staff learning
around equity,
anti-racism, and implicit
bias.
4. Analyze current or adopt
new assessments to
eliminate inherent bias.
5. Evaluate current and
implement bias-free
processes used for
screening and placing
students in classes for
advanced learning
experiences.
6. Books reflecting cultural
diversity will be
purchased by schools
district-wide to ensure
that underrepresented
demographic groups see
themselves reflected in
school library collections
and in books selected to
be read in the
classrooms

Consultant
Guidance
Counselors
Teachers
Related Services
Personnel
Media
Specialists/Media
Paraprofessionals

percentage of students who
feel welcomed and valued as
individuals as measured by
Panorama Survey data and
compared to the Quarter 1
2021-2022 baseline data.
3. By the end of 2022-2023
school year, instructional staff
will utilize culturally
responsive instructional
materials in daily instruction
as measured by an audit of
resources and compared to
the baseline data from
Quarter 1 2021-2022.
4. By the end of the 2022-2023
school year, there will be a
20% increase in the purchase
of books selected for
classroom use and in each
school’s library collection
reflecting underrepresented
demographic groups, as
measured by a book
collection audit to be
completed at the end of the
2020-2021 school year and
at the end of the 2022-2023
school year.
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3900 Cottingham Drive
Cincinnati, Ohio 45241
513-864-1000
www.princetonschools.net
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