
>> My name is Dennis Cullen.  I am one of the educational consultants at the King of Prussia office of 

PaTTAN.  It's my pleasure this afternoon to introduce to you our closing keynotes.  Pamela Higgins Harris 

is an educational equity educator and 42-year veteran of public education, so I think she started when 

she was 12. 

>> What a guy, what a guy. 

>> Her years of service have been centered on the academic, social and emotional needs of marginalized 

populations from kindergarten to adulthood and culturally diverse learners.  Ms. Harris' areas of 

expertise include, but are not limited to, equity assurance compliance in public education, 

discrimination and harassment prevention, protective class conflict analysis, mediation and intervention, 

multicultural professional development, culturally responsive leadership and culturally responsive 

teaching. Ms. Harris was one of the original members of the Maryland State Department of Education 

Multicultural Education Advisory Network.  Since 1994, she has been a contributor and instructor for the 

continuing professional development course now entitled "Cultural Proficiency and Accelerating Student 

Achievement for the 21st Century" for the Maryland Public School Systems.  Ms. Harris has served as an 

adjunct, or visiting professor, at a number of universities in the D.C. metropolitan area.  Finally, Pamela 

Higgins Harris has been on the staff of the Mid-Atlantic Equity Center since 2011, where she provides 

leadership in the delivery of technical assistance to school districts in the Mid-Atlantic states, focusing 

on civil rights and public education priorities and issues related to gender, national origin and race.  

Please join me in welcoming Pamela Higgins Harris. 

>> Good afternoon, everyone.  Good afternoon.  I thank you for that introduction, Dennis, and I thank 

you for making me feel at home, whether you knew who I was or not.  I'm coming from the D.C. 

metropolitan area, and much of the work that I've been doing in the last couple of years, believe it or 

not, has been in Pennsylvania. And each time that I have come, I have really felt like I'm become -- 

beginning to feel like a professional resident that is being accepted with whatever background I do or do 

not have that is compatible with where you happen to be at this point in time.  So when I say thank you 

for your welcome, I do mean it, both professionally and personally, and because I honestly do feel 

shoulder to shoulder with each of you who was working on this journey of what it means, and I'm 

figuratively saying, turning the key to what it means to be effective with children of all backgrounds.  

That is our collective goal at this point in time.  So having said that, I'd just like you to think in terms, 

since we're in this last part of the day, and I don't have the benefit of being able to really touch and 

engage and have a stand up and relate, let's picture ourselves kinda moving to our cars, moving back to 

where we're getting ready to go for home, and while we're going, we're having kind of a reflection 

conversation.  We're kind of talking about some of the things that we have discussed, learned about, 

reinforced in these last two days, and we're also beginning to talk about what kind of meaning we can 

bring to how the information that we have shared applies to what we're beginning to learn about the 

demographic shifts in our areas.  Does that make sense to us?  So think about we're walking along.  

We're talking.  We're in the hallway.  We're heading out, and as you're looking at these, let's put it in 

that kind of a mindset so that we know that we're conversing and we're also moving toward the next 

phase of what we'll be thinking about and putting into practice.  You see this notion I have up here of 

turning the keys to culturally responsive approaches to PBIS and using that as an analogy. And part of 



what we're doing today or this afternoon is we're exploring what it takes to identify tools that we can 

use to open the door to a home that we're reconstructing now.  It's a home that's currently in a 

paradigm shift, and the paradigm shift is being motivated by the fact that we are opening up our eyes a 

little bit wider, maybe with some trepidation sometimes, because the unknown can be a question for us, 

but we're looking at what does it mean for us to shift our paradigm of thought, expectation and view of 

what it means for us to be an educator now in light of our evolving school communities.  We're doing 

this side-by-side with our students.  Every decision that we're thinking about, every plan that we're 

making for positive intervention is something that we're also building for ourselves  so the work that we 

do with our children is certainly one that comes with a compatible, mutually beneficial growth process.  

And so, having said that, moving from the key, moving from that home, moving from what it means to 

look with another eye, let's think about the notion of a lens.  Looking through that keyhole, well, we've 

kind of a magnifying glass that's helping to say, "What is it going to take, in a meaningful way, for us to 

turn some keys into areas that have a new lens for me to look through?"  Sometimes one of the best 

ways for us to make meaning out of the work that we're beginning to embark upon is to build on our 

prior knowledge.  We do that with our students, too, don't we?  We say, "What's the best way for us to 

teach something?"  It may seem unfamiliar to them at first, but we know that if we teach it in a way that 

engages them, then we'll do the best job of that if we build on their prior knowledge.  So I'm seeking for 

a moment to give you a visual that's building on your prior knowledge, that the roles that you're playing 

can relate pretty much to what you're seeing in this figure, that we're sometimes ... Oh, seeing some 

knods here.  Excuse me.  While we look at it, thinking back to that ... A Couple moments ago, I 

introduced this analogy about the turning of the keys and opening the door and magnifying what we're 

looking through in that keyhole.  We can begin to see ourselves as architects, and that we're taking what 

we've already begun to build with our work in PBIS, and we're taking into consideration what we're 

learning about our students and our school community, and we're realizing that we're not tearing down 

everything that we have built, but instead we are an architect working shoulder-to-shoulder to kind of 

do some renovation, to build on what's positive and has an positive impact on our students while taking 

into consideration some of the redesign that's going to be most beneficial so that all of them will feel 

equitably like they can succeed, especially in the face of challenge.  So what do we know about our -- a 

three-tiered models?  We know that there's a lot research that's well-documented about the 

frameworks through PBIS and how they can contribute to reducing discipline.  We're more familiar with 

that.  Of course, the contrary. And I can say to you that the national trends and the work that I do are 

very important because very often, believe it or not, the Office of Civil Rights is now recognizing the 

challenges around disparities and disproportionality as being a source for looking at what are going to 

be the best school-wide practices that we can put into place to help, if you will, challenge some of the 

conditions that we have that are called disproportionality.  Well, PBIS comes up as a school-wide 

program -- not program, framework, that is the most reliable relative to what we have, okay?  But the 

other thing that we need to consider is that the data's also telling us that because disproportionality has 

expanded, if you will, in many contexts across these last years in this decade, we've gotta begin to really 

think about what happens or what is happening when we don't take culture into consideration.  But why 

does culture even come into the picture?  Well, what the Office of Civil Rights and the national trends 

show us is that there are certain groups of students that we seem to be a little bit more effective with 

than we are with other groups of students, and those patterns seem to be repeating themselves pretty 



consistently, and so that's giving us a hint that there are certain factors that are lived realities among our 

learners and among ourselves that we can no longer ignore because they're contributing factors to the 

kind of disparities that we're getting.  So if culture's not considered, you see here in the red, the third 

bullet, then the three-tiered framework, which we know that there's strong research for and it's valid, 

but we have to consider that it may run the risk of intervention practices that are working more for 

some students than they are for others, so here's a point to ponder. And we're still strolling toward the 

door, still strolling toward our cars, and then we're saying, "You know, here's something that we need to 

think about." That according to the patterns that we see in our own schools, as we get better at 

examining the data that we're getting and noticing those kinds of disproportionality trends,  what can 

we say about who's benefiting and who's maybe not benefiting?  Even with our best efforts, based on 

what our prior knowledge is and based on what has work before, the red line there is saying, "You know, 

let's analyze this a little bit.  Let's talk about this a little bit."  Who seems to be benefiting more from 

their climate, from our structures and from our practices?  How would we respond to this question?  

That's what we in the green.  What guidelines, what are the core PBIS team practices that we can use to 

assess how we would respond to that question?  I just told you a couple of moments ago about the 

Office of Civil Rights and the concerns that they have. And we heard in our keynote the other day that 

the Office of Civil Rights can begin to worry when certain patterns are showing up.  Well, the 

disproportionality question, and granted, this does not apply to us today, but I want to just let you know 

because it can, if we're not taking the kind of collective effort to mind and heart that you are here in 

Pennsylvania. But there are some jurisdictions that have to respond to, and the Office of Civil Rights 

reporting requirement is really a consent decree where you have a compliance issue that comes into the 

picture, where the Office of Civil Rights can say, "Based on our data review, if we're not making it a 

priority in this particular district to address the issues of disproportionality as they apply to African-

American males or Latino males, whatever the protected class happens to be, there are going to be 

some legal ramifications."  I only mention that so that so that you can understand the continuum.  The 

good news with what we're doing here is that we're being proactive about that.  We're seeing it as a 

need, as a priority, and we have certain goals that we are already putting in place to address that.  This 

is one example.  There are so many ways that we can see how the data shows up.  I only use this one 

just as kind of a visual and to make the point that in the case of African-American males, this is coming 

from the Office of Civil Rights, looking at nine reasons for suspension and their expulsion, for that 

matter, of African-American students.  The thing that I want us to walk away and kind of stroll toward 

the car and think about is: That while African-American males, that's one of many examples, but that 

happens to be a primary example, tend to be suspended three times more than their white 

counterparts.  The part that's below that that we want to talk about is: What are they suspended for? 

And the interesting discussion happens to be that the tendency is for African-American males to be 

suspended around what are considered to be subjective indicators of behavioral challenge.  Those 

subjective ones versus the objective ones, the objective ones would be yes, were they smoking; no, they 

were not smoking.  Yes, there was vandalism; no, there was not vandalism.  For African-American males 

it tends to be disrespect, insubordination, the kinds of behavioral indicators where there's room for 

interpretation, and where the opportunity for de-escelation is going to be stronger among some of us 

than it may be for others of us. And so, the illustration that can be useful for us to look at is: What are 

the life conditions?  Notice I'm not saying deficits in life. But what are the life conditions of many of our 



students that happen to be African-American, that happen to be represented by the graph that I just 

shared with you, okay? And then, as we're looking at those life conditions, all of which I don't need to 

read for our purposes now because this will be available to you, we then think about, well, what are my 

life conditions?  I may be the one that's writing that discipline referral.  How do my life conditions and 

that of my students that may have one, two, three, four or five of these as a real part of their lives, what 

impact does that have on the way that we interact when there's challenge, when there's a difference of 

opinion, when there's a thought about, "I don't know if I can keep you in my classroom if this behavior 

continues to take place."  So the life conditions of our students and those of ourselves begin to make us 

say, "Well, what kind of questions do I need to really consider here?  Okay, we've got these patterns.  

Yes, I know I am one person and that could any of us, no matter what our backgrounds are, that's likely 

to write that discipline referral, notwithstanding what I see in terms of a life condition."  And so the 

question becomes: Do I really know who my students are in a holistic way?  Okay.  We looked at one 

example of how we can observe that by looking at the real life conditions that, as a person now in 

privilege ,from the standpoint that I'm not living the same life that my children are at this point in my 

lifetime, how is it that I can really articulate in an authentic way who my students are?  And then, who 

am I in relation to my students?  Am I seen as a person that at least makes an effort to try to 

understand, especially, I repeat, in the moment of conflict?  Am I a person that tends to be reactionary?  

Am I person that has a short fuse?  Am I a person that has a mindset that says, "My way or the highway. 

After all, this is my classroom"?  Am I a person that maybe goes to a certain point and then says, "If you 

can't respond to the fact that I'm making things as good for you as I can and you're not responding," and 

then that becomes the end of the dialog, how is it that they're experiencing who I am in relationship to 

them?  And the third one then says, and this is where we move into our remembrance of how we see 

our PBIS triangle and our green, yellow and blue in terms of intensity of service and positive supports, 

what are the social development and behavioral expectations I have of myself, of my colleagues?  

Certainly, we're being very clear about what they're supposed to be for our students, and we have that 

right to figure that out and make decisions about what that looks like and sounds like, but we've got to 

understand it's coming from the inside out,  so we're asking dual questions there.  What is it for my 

students?  What is it for me?  And then, we're making informed decisions about how to move forward.  

The other thing to consider is that given the contexts of life, the life conditions that we live in that 

contribute to how it is that we come to one another, where we're coming from, can result each day in a 

number of scenarios.  We can feel them, our children can feel them, our principals and administrators 

can feel them, and they result in either engagement, where we can overcome the barrier, overcome the 

obstacle, overcome the challenge, or it may result in disengagement, lack of success, gaps in 

achievement.  Why?  Because we're feeling that sometimes assumptions are being made, and that 

means that we can feel that way as well.  Assumptions are being made.  There's misunderstanding, 

notions of unfair treatment.  Why are you always blaming the teachers?  What about these kids?  What 

do you expect us to do?  Sometimes we can feel that while -- meanwhile, the students is feeling like, 

"Why are they making assumptions just because of what they see on TV, what they're seeing on the 

news, whatever they're seeing in the movies," okay? And so, that balance of assumptions, 

misunderstanding, unfair treatment, disengagement can become a conflict that is reinforced by our 

personal-cultural knowledge and that of our students, so another point to ponder. And again, we're 

strolling along, safe environment between us, just talking about it, thinking about it.  What about the 



phenomenon of privilege?  And each of us can have a position of privilege relative to another group, 

depending upon what that is.  In order for us to be educators, we all need to own where that is a 

responsibility of ourselves.  So for me, granted, senior citizen, African-American female educator, not 

always middle class. As an educator now, I need to understand the privilege I have for children that are 

not heterosexual, children who are not, in my case, Christian, children whose primary language is not 

English.  I have privilege where those children are concerned, and if I'm not able to be clear about this, 

then my efforts and my good intentions will not be able to be translated into positive impact.  The same 

thing is going to be true if it's an issue of race, where we all have discussed in some form or fashion, 

whether we wanted to or not, what is referred to as white privilege.  The degree to which we're able to 

acknowledge, and by the way, you don't have to be white to have white privilege.  I wish we had the 

long workshop so that I could expound upon that so that we don't leave saying, "Can you believe what 

she just said?"  But my effort there was to say that many of us, while racially we are Black, the fact is 

there are some of us that have lived in a white-privileged reality.  So I just offered that as one example 

of how we need to understand the vast context of what our positioning is with regard to the socio ... Can 

I say political-historical reality of how we're identifying, how it is we make decisions about how we 

relate to others whose backgrounds are different from our own,  okay?  So our awareness, coupled with 

the way that we apply our awareness, becomes paramount.  So when we're managing the dynamics of 

difference, and that's going to be inevitable, we do need to take a moment and, it may be that split 

second when we're saying, "In what ways may my personal-cultural knowledge be in conflict with the 

personal-cultural knowledge of my student?"  And again, in the face of an opportunity to de-escalate 

versus the opportunity that escalates and just becomes get out of my classroom.  What options do we 

have within those two points of the continuum?  So, do we take action based on our belief systems that 

are going to be legitimate to the degree that we've experienced them, or are we going to challenge the 

possibility that we may be operating out of what's called now, and I think some of you have heard the 

term, "implicit bias", or not being aware of what's referred to as vulnerable decision points, or if there's 

explicit bias, which we've heard some examples of in the news lately.  Being aware of micro-aggressions, 

being aware of macro, more explicit and visible, aggressions.  Now, granted, we're not taking the time to 

do the definitions, but we're offering a time for us to ponder how such vocabulary needs to become a 

part of our PBIS, and as we move into CRPBIS, considerations for what it means to offer positive 

behavior interventions.  What you see here are examples of kind of an introduction to some of those 

turnkeys that need to be embedded at every level of positive intervention that we are planning.  The 

five on the top, if you care to look at this PowerPoint again, because it will be available to you, the five 

on the top are the ones that we can really refer to as those turning keys.  I'll just say them to you, and as 

the more that you see them, they'll become familiar, and you'll become fluent.  The notion of assessing 

culture, whatever situation we're in, the degree to which that it may be a contributing factor.  The 

notion of valuing diversity.  I often say to my colleagues, "We're not just talking about the Kumbaya, let's 

all get along.  We're talking about, in a realistic fashion, how do we value diversity in a way that's going 

to unify our efforts between school, community, our classrooms, our offices, our cafeterias, our buses?  

How is that we're valuing diversity in a way that contributes to the quality of school life for all of our 

learners?"  You saw managing the dynamic of difference.  Adapting to diversity means: What do we do 

once we have this awareness?  Are we making informed decisions that reflect the way that our equity 

view is helping us to make decisions that are more, can I say, culturally responsible, and also advance us 



to decreasing the intensity duration and escalation of incompatible behavioral choices?  And the last 

one is, and this is a big one: institutionalizing what we understand from that cultural knowledge.  

Bottom line, when we get to the policy, when we get to the program development, when we get to the 

procedure, how are we using the information that we have become more fluent in?  How are we using 

that to impact the way that we make decision around policy?  So here they are, the turnkeys that we're 

recommending as one of many ways, but this is a pretty reliable one, for us to incorporate turning that 

key that embeds, acknowledges, embraces all aspects of what it means to be aligned in our decision-

making around behavior.  Uh-oh.  Thank you for indulging.  So now, let's go back to prior knowledge. 

And we're seeing a way of being able to incorporate these turnkeys.  It's a way of illustrating the 

transition, and it's not one or the other.  It's how we are becoming those architects, where PBIS begins 

to incorporate culturally responsive approaches so that those graphs and those bar graphs that we're 

seeing, we're not contributing to the disproportionality that many of them are showing.  So everybody's 

familiar with this on the right and the left?  It's the red, yellow and blue ... I meant, pardon me, the red, 

yellow and green?  That's looking familiar to us?  Okay.  In between the triangle and the red, green and 

yellow, you also see a spiral with an arrow going up,  okay?  The illustration there is to show how the 

turnkeys, which are at the bottom of that triangle. And they're strategically placed there because these 

are at the foundation of every positive intervention that we're planning.  So assessing culture, valuing 

diversity, managing the dynamics of difference, adapting to diversity, and institutionalizing diversity.  

Those are relevant at every level of our positive interventions.  Universal in green, working in small 

groups in yellow, one-on-ones at red, and it's our job, and our teams, to begin to articulate and 

recognize exactly what the factors are that are relevant to each level of our implementation.  So I 

offered the illustration as a way for us to begin to picture and envision how that becomes integrated. 

And as our keynote said on the other day ... Was it yesterday?  It seems like it's been more than that 

because we've been sharing so much time together, but I guess it was yesterday, yesterday morning. 

And he said the importance of there being alignment, okay ... Let's add this on to what it is that we're 

supposed to do. But instead, that we're visualizing and then actualizing an integrated approach to taking 

this work into consideration so that we're not reacting, but instead, in a proactive fashion, we are 

building in what we know about cultural factors.  So now we're going to move on to the homestretch.  

Maybe by now we're in the car.  We're already driving.  I'm assuming that we're carpooling, okay? And 

we're saying, "Well, okay.  We know all this, so what do we do with all of this?  You know, let's make 

some meaning from what we can do with this whole notion of turning keys," okay? Well, one way that 

we can turn the key as it applies to assessing culture is: What do we do to establish and revisit the 

extent to which the cultural knowledge in our students is clearly present in our vision and mission? The 

vision and mission of our school, of our core group as PBIS teammates, anywhere that we see an 

opportunity to establish a vision and mission that incorporates what we know about our school 

community in the way of culture, that is actively turning the key to assess culture, okay? I offered that as 

one of many examples, but for this afternoon, I just wanted to plant a seed so that we could recognize 

what it could look like and sound like.  So assessing culture, turning that key.  Do we have that presence 

in a fundamental foundation of our school community?  The vision mission is an ideal place to consider 

that.  Okay. Sorry, this is fine motor control.  Okay.  I made the improvement.  There was an 

accommodation there somewhere.  I don't know where it was.  Maybe it was in your patience that the 

accommodation came out.  Okay.  How about this notion of valuing diversity?  Turnkey number two.  



Now, I've had the pleasure of working with, just for the first time ... You can raise a hand if you want to. 

There are eight schools that I've had the pleasure of beginning to work with indirectly through the team 

that Dennis represents, and there are at least seven others where we really are delving into this notion 

of culturally responsive PBIS.  And the second grant priority, which is a great example of valuing 

diversity, is how do we authentically reach out and engage in a meaningful way, not in a subordinate 

way, our parents, family members, etc, okay? That's a meaningful, not just Kumbaya, let's all get along.  

I'm saying it again that way, but I'm being strategic about it.  I mean, certainly we want that, but I'm 

saying that in terms of meaningful, accountable, building relationships where people are making shared 

decision, making a collaboration whether they're educators or not, but they are part of that school 

community. That is a turnkey for value and diversity in the context of this work,  okay?  Are we able to 

develop our fluency in having that recruitment conversation? And I gave an example the other day with 

the barber.  I'm going to go ahead and share this example because it's a beautiful example.  I just 

learned about this and it basically came on the radio, WTOP, I'm in the Washington, D.C., area.  It was on 

the news.  So that's one of the major news stations that you listen to going to work. And they described 

where there, believe it or not, is a higher ed professor who was not coming from ivory tower, clearly, 

excuse me, who has noticed that the health of black males, it happened to be that was the example, in 

this community was being compromised by a tendency toward, and this is not to be stereotyped, but in 

this particular community, high blood sugar, diabetes and other conditions.  Now, these were fathers 

that he was looking at as persons that can really be significant in the lives of their children and school, 

but because of health factors, they were at risk. And so, he said, "Listen, I've learned a little bit about 

them.  I'm not trying to be stereotypical, but I have had enough conversations to know that in some 

places, the barbershop can be a real gathering place for dads in this community.  And so, I think I'm 

going to start having some conversations with the barbers in the community to share with them some of 

what I'm learning about health patterns, and maybe they can begin to have some conversations when 

they're cutting a brother's hair."  So that's what he's done. And there are data, which I can't share with 

you because I haven't been able to get to him yet, but he is at University of Maryland, College Park, so I 

will be able to get to him, showing how that phenomenon of having the barbers get the time with the 

professor and then, they got somebody in their chair in the barbershop, and they are talking about 

health, which is making them more accessible for their children, which means they're more accessible of 

being able to be meaningfully involved in their schoolwork.  So I gave that story because I had it at my 

disposal, but it would be up to us to begin to say, "Okay, community mapping.  Where are the 

possibilities in our community where we can get that kind of authentic engagement?"  Did you say it was 

10?  We have five, and we are homestretch, okay?  Managing the dynamics of difference.  Key ones that 

we can think about here for turning the key? School culture and climate. Using the survey in a way that 

really delves into issues that impact diverse communities.  So that may mean kind of revisiting the 

school climate surveys that we're working with, and making sure that there are questions in there that 

really are reflective of the priorities and concerns of the children and the families in our communities.  

The notion of culturally responsive positive behavior, which is part of some of the models that are 

beginning to show up now that the data on them is in the works ... Because there's a lot of action 

research that has to be done in order to balance out what there has been research on. But if we're 

seeing those patterns where we're being more successful with some groups of children than others, 

sites need time to be able to put these practices into place to show why they are going to be beneficial 



to the populations that we're concerned about.  The fourth one, homestretch, next to the last, is 

turnkey for adapting to diversity.  Now, a real important way to understand this is to say, "Well, what 

kind of adaptation could be relevant to what we're talking about here?"  The one that we're offering is 

the notion of how we are looking at and understanding data.  That is a significant way of adapting to 

diversity.  Need to be intentional about expanding the extent to which our school teams are using 

collaborative inquiry. For example:  That is, we're looking, working together and deciding, "What 

questions do we need to be asking once we look at that graph that's shows disproportionality?"  And in 

most cases it's going to mean what implication does that have on my practice or on our practice 

together to help us make decisions that are informed by what we're learning with regard to needs that 

are shown in the data?  So adapting to diversity in a meaningful way, or turning that key to what it 

means to understand data in a fashion that results in scaling up our practice in response to the meaning 

that underlies it.  And the last turnkey that we're suggesting today, and it's a bottom line one, I said this 

before, is how we're institutionalizing the cultural knowledge.  This is where we start thinking about, 

"How is this going to influence the actual structure of our cultural organization in our school?  How does 

this facilitate the kinds of decisions that we're contributing when a change in policy is being considered, 

like the Code of Student Conduct?"  I can tell you briefly that in one jurisdiction, that was under 

compliance, but they're operating in a proactive mindset. Actually had focus groups with students, not 

in response to discipline referrals, but yes, students that had had expulsion or suspension, and actually 

shared this Code of Student Conduct with them, and just had some discussion just like we're talking 

about, walking along, "What do you know about the Student Code of Conduct?  From your standpoint, 

what would be some things that you'd like to see in there?  Can't guarantee that we can take all your 

recommendations, but we are saying that we want to be able to have a student voice in how it is that 

we're making decisions about what goes into that."  School system made that change, and it did result in 

a drop in discipline referrals because students knew that they had had some input that was meaningful 

in how they were making some change with that.  So we're creating opportunities for people in 

organizations to confront and respond to this disproportionate access and support but in ways that are 

going to make a difference. Where the decisions are, where the policies are.  What are our protocols 

about recruitment, teacher evaluation, teacher placement?  How are we taking into account the factors 

of how our students are experiencing schooling, and the bridge that we make between ourselves 

individually and collectively, and who our students are in that process?  So as we wind down, we take 

advantage of our prior knowledge and PBIS, as we have on the left, and then we begin to task analyze.  

What implication does that have for expanding into culturally responsive practices and approaches to 

PBIS?  And the five turnkeys that we just identified today are ways of looking how that transition can 

begin to take place.  So in the end, what are we doing as we're developing cultural competency?  Well, 

we're learning more.  Okay, I'm a lifelong learner.  Dennis, you didn't put that in my introduction.  That's 

significant, but lifelong learner is no joke.  I say it all the time, and I certainly mean it, that the whole 

notion of being 15 in 2015 is a whole lot different than it was for me to be 15 in 1965.  So I have to really 

take that into consideration when I am making decisions and participating in what it means to scale up 

the work that's going to be relevant to the students and families.  As we move forward, engaging 

students more in response to conflict, but also not in response to conflict. How is it that we can use that 

in a practical way to make our work more meaningful?  What does it mean for us to have a good 

intention and make sure that that is balanced with the impact that it has?  All of us have good intention.  



Sometimes our impact is a little bit less than what we hoped for, and so being knowledgeable about that 

shows that we're asking the right questions.  There's a message here that I do want to be able to share.  

I hope it'll work.  It doesn't seem like it will, but it's called "First Thoughts for Our Last Thoughts," and 

they're quotes that were taken before and after a focus group with students. And it shows quotes of the 

kinds of things that they were saying about how they were experiencing schooling before the focus 

groups, and then we came back in six months and asked them the same types of questions and the kinds 

of responses they had then.  That's what you see here.  So it's called "First Thoughts for Our Last 

Thoughts." And so, that's maybe one way of us to be able to say that the time that we spend delving 

into all of our voices, and that includes what it means to take care of our teachers in the same way that 

we're seeking to take care of our students because that's where the rubber's going to meet the road ...  

So by now, we are on the highway, maybe, talking to one another, and we've got a lot to think about, 

but it's also an opportunity that can really reinforce and nourish our sense of commitment to 

empowering ourselves to meet the challenge.  So I look forward to the next time we're together, and I 

hope that this has been meaningful for you.  It's certainly been meaningful for me. 


