
>> Nicole and I have been working for several years on this grant opportunity that has been afforded to 
several districts across the state, a total of 12. I think by now we're down to nine. And out of the work 
that we've done with the LEAs that have been involved has come an evolved process that we've been 
able to put in place into professional development to help yourselves, to help LEAs and school leaders 
consider and address disciplinary practices specific to subgroups, so helping teams detect 
disproportionate disciplinary practices. So, for our time together today, this is what it's going to look 
like. We're going to talk about skills to detect and address disciplinary practices. So you might be new to 
this, like what formulas do we apply to our PBIS data? Like, how do we look at our numbers to detect or 
determine if there's any disproportionate practices in our discipline of everyday students? How do we 
detect those numbers? What are we looking for, and what formulas do we use? So we're going to talk 
about that. We're going to talk about what it means to examine your risk index and risk ratio, so, when 
applying those formulas to your data, you generally get a risk index, and you use those risk indexes to 
determine your risk ratio for individual subgroups that you are looking at. Then, we're going to talk 
about what it means to differentiate or address those disproportionate practices that you may detect 
throughout eight key responsibility areas. Those are what we call the eight KRAs, and, in our work with 
LEAs and in our review of literature and practices that are going on across our countries, in 
Pennsylvania, we've decided to frame, for our learning, the eight key responsibility areas that you can 
address or look at making changes to in order to intervene on behalf of the subgroups who may be 
overrepresented, or, in some cases, underrepresented, depending how you look at it, in your 
disciplinary practices. And then, finally, we want to forecast the format and utility of a guide that's 
coming to Pennsylvania through the work of many to support LEAs in detecting and addressing 
disproportionate discipline practices. We also have a great video we want to share with you. It's 5 
minutes. We're hoping that maybe you'll use it and turn it around in your district, but it'll help you 
understand the professional development and some of the tools that we use to help people think about 
our biases and how they impact our own decisions that we make when disciplining students. Okay. So 
disproportionate disciplinary rates in Pennsylvania ... this is very tiny, and I don't have handouts for you, 
and it seems really dim to me. So stick with me. I'm just going to review this. We wanted to show you 
Pennsylvania, but there were other states here: Washington, North Carolina, California and Maryland. 
We wanted just to give you a flavor for the demographic in Pennsylvania, and I don't know how much to 
say about this except that Pennsylvania is over ... Let's see ... 3.2, 8.3. So, when we look at California, 
what we know about California is, 52 percent of their students are Hispanic, and only a little over 8 
percent of our students in Pennsylvania are Hispanic or Latino. So we just wanted to convey to you that 
all corners of our country, the different demographics that we feature, given wherever we live. It's 
important to know and understand and appreciate. 
 
[VIDEO START] 
 
[VIDEO END] 
 
>> Okay. I didn't do that, and I'm not sure what did. Hold on a second. There we are. Stand by. So what 
brings this to our attention is that, in the past 5 to 10 years, there's been a lot of attention given to data 
across subgroups of students, especially when we look at the amount of time students spend out of 
classes as a punishment, so suspension, detention, expulsion. And the Civil Rights data that we use ... 
now this is coming out of 2011, 2012 ... says that for students who ... Give me a second here ... in 
Pennsylvania, 15 percent of our students with IEPs make up our students, and 1.5 percent of all of our 
students have 504 plans. But, when the Office of Civil Rights looks at data, they're looking at data in the 
amount of time that students spend out of class in several subgroups. One is by race and ethnicity. One 
is by subgroup of students with disabilities. One subgroup is male and female, by gender. And then 



finally is helping us look at our data for students who are receiving free and reduced lunch, or what we 
call our low socioeconomic subgroup. Having trouble with this. So, just to start with the big picture, in 
2013, this was some of the data that the ACLU came out and said. In Pennsylvania, black students make 
up 13.6 percent of Pennsylvania students, so roughly 13 percent of our students are African-American. 
However, they're receiving almost 50 percent of out-of-school suspensions. That's what we call 
disproportionate. Seventeen percent of black students were suspended at least once, a rate five times 
that of white students. So these numbers are down on a state level, but it's our goal to get our LEAs at a 
school or district level running these numbers so that you can detect for disproportionate numbers and 
practices and then intervene and say, "Why is this happening?" It's not the students. It's the adults. It's 
maybe our systems. It's our policies. It's our practice. One out of every 10 Latino student was suspended 
at least once. One of the highest Latino suspension rates in the country is in Pennsylvania. Students with 
disabilities were almost twice as likely as other students to receive out-of-school suspensions. 11.1 
percent versus 5.7 percent, and Nicole and I can report, in the work that we've done with LEAs, when we 
get the risk ratio, when we finally get the team, "Okay. Okay. Here's how you do this. It takes a whole 
year," like, these are skill sets that are not natural to us. We have to spend time learning them. So we 
get the formulas. We run the data. Oh, wait. Then the federal government changes the formula. We run 
a different formula, and we finally get there. In which subgroup, for almost all of our LEAs, was 
disproportionate? It was students with disabilities. So, while some of our LEAs report elevated risk ratios 
for students [INAUDIBLE] that almost all of them experience, and I remember that day, we were like, 
"Wow. Look. Look at this data." So you don't want to be the principal or the school leader sitting at your 
PBIS core team, going, "I don't know if we have disproportionate disciplinary practices." You want to 
know what those formulas are, and you want to know how to run your data. And then you also want to 
know what to do about it. I go to 12. I just have to keep looking. This is Pennsylvania, and anybody not 
from Pennsylvania? Do we have any out-of-state visitors? Oh. Okay. Well, then, as a reminder to 
ourselves, we layer. We are fortunate to have a layered technical support network, from our 
intermediate units to PaTTAN, and we're afforded a lot of support, so, when it comes time to roll out 
and to support our LEAs, we have 29 intermediate units as well as the PaTTAN system to help support 
your awareness and build your skill set. Critical questions you want to be asking yourself, "Are your 
school's disciplinary practices disproportionate?" In other words, do you know if your school is 
suspending students in one subgroup at a higher rate than students in another subgroup? So your PBIS 
core team wants to be able to answer these questions. Another question, "Why would a school leader 
or educator need to know if rates of discipline are disproportionate?" Why is that important? What can 
you learn about yourself, your own bias and your disciplinary decisions that may impact those students? 
And, finally, does your school have a team with skills to engage in effective and efficient data analysis? 
How many of you here are on your core team for PBIS? Hands up really high. We are the forum, after all, 
right? So you're all on core teams, all of you, and you all probably have access to data, so you have a 
data analyst that brings that. You know your location. You know who's doing what where. This would be 
an added formula that your core team should be reviewing regularly. Cool. 
 
>> So when we think about ... Is this too loud? You're okay? Okay. I can speak without it, but, for video 
purposes, I have to. Okay. Great. Thank you. One of the things that we've talked about in Pennsylvania is 
based on what Silky has shown you as far as the outcomes for students of color, and in particular, 
students with disabilities, is we have to respond to that. So we can't just say, "Well, it is what it is. That's 
just how they act," things like that. We have to think about what we as educators have within our locus 
of control to make a difference. And so one of the things that are lovely colleague down front, Pam 
Harris from the Center for Educational Equity, shared with us is, this concept of an African-American 
community of call and response. And so what we said was, "What will be Pennsylvania's call to action? 
How will we respond to the data that we're seeing across the state and make some really informed 



decisions about how to decrease the disproportionality that we see?" So what I want to do is, take you 
through some of the skills that you as teams can think about doing, one of which is to look at risk ratios. 
How many of you are familiar with the concept of a risk ratio? Okay. So I'm glad to see that not that 
many hands went up, so I won't sound too redundant to a lot of you. But one of the things that's 
important about a risk ratio is that tells you the likelihood of whether or not you're disciplining a certain 
group of students at a higher rate than their peers, okay? So we'll talk about what that means. So one of 
the things that I want to highlight briefly is why we even arrived at this point. So we've been at this for 
about 3 years, with 12 learning sites across the state, focusing on culturally responsive PBIS. One of the 
things that we've learned through PBIS implementation in Pennsylvania is that it is effective, or you guys 
wouldn't be here today. We wouldn't have 1,700 people at the forum. But one of the things that we're 
missing is addressing the disproportionate outcomes that occur for students of color and students with 
disabilities, even in schools that are implementing with fidelity. Hence why culturally responsive PBIS is 
so necessary because one of the things that we all know is that we all walk into any situation with our 
own experiences, our own backgrounds and what I call the proverbial backpack. So just like you hear 
Samuel L. Jackson on a commercial say, "What's in your wallet?" it's the same concept. What's in your 
backpack? Students walk in with a backpack of past experiences, values, expectations by their family, 
etc., and we also walk in with a backpack, and guess what? When those backpacks don't match or mix, 
you have not a personality conflict. You have a cultural conflict, and oftentimes, because of those past 
experiences or expectations, we make snap decisions or snap judgments, and that's the concept of 
implicit bias. So, as you hear me talk about those things, think about that in your own interactions with 
students. We're not going to spend a whole lot of time here, but this just gives you a sense of where we 
were when we first started and some of the things that we were hoping to have as anticipated 
outcomes, one of which is that, eventually, there will be not a need for culturally responsive PBIS. The 
things that we're teaching you to do will become PBIS business as usual, so those are the anticipated 
outcomes that we hope to have you start to understand as we move forward. We also use the concept 
of key responsibility areas, and I'm going to talk about them in a moment. Okay. So for our learning 
sites, we just want to do a little brief history lesson on what we've done with them. So in the 2015-16 
school year, our site participated in what we call LEA-to-LEA webinars, and so our sites had the 
opportunity to participate virtually with each other around the key responsibility areas, and I'm just 
going to highlight them here. And, again, we'll go into more data and more information as to how we've 
arrived at these key responsibility areas, but, just for the purposes of your understanding, one of the 
foundational pieces for a grant site to even be chosen was to have a PBIS framework in place, so that 
was number one, followed by authentic family engagement. Anything that deals with being culturally 
responsive ... And let me just make this clear as well: culture does not mean solely race. Culture can 
mean low SES, high SES. It can mean sexual orientation, gender identity. All of those things can 
represent a culture. Homelessness can represent a culture, so, when we talk about schools that may not 
have heterogeneous groups, like black students, Asian students, etc., and they're more homogeneous, 
you still have many cultures that exist in your building. So I don't want you to think that this is only for 
schools that are focusing solely on disproportionality by race. The other areas that are definitely 
important, obviously, are data, and we'll talk about that. Surveys, how many of you do surveys at your 
buildings around climate, behavior? All of you should raise your hand if you're in the PBIS network. At 
some point, you've done a survey of some kind. One of the things that we did was a specific survey that 
focused on the culture and climate of the building from not only the teacher perspective or staff 
perspective, but the family perspective. How are they viewing you as a school and with being responsive 
to their child? We also engaged our teams in what's called community mapping. Has anyone done that 
before? Okay. That's a new concept for a lot of folks. What that does is allow you as a team or as a 
school to really understand, what is at your fingertips as far as resources in the community? So do you 
have a local Boys & Girls Club? Do you have a local Big Brothers Big Sisters? What are the things that you 



can have as outreach and partnership with you as a school to support your students? Review of policies 
and handbooks: One of the things that we talk about in the importance of equity is people, practices and 
policies. Policies inform everything that you do at a school. So, for instance, for a lot of us, when there 
was talk about transgender students, what does that look like for a bathroom policy or a locker policy? 
Those things have to be put into policy to see any change occur because, if you're like me, that's 
something that's new that you may not truly understand what to do, what's appropriate, and so having 
that community outreach helps you as an educator also understand how to inform the policy, which 
informs your practice. Professional development: I can't say it enough, taking people through their own 
journey, having your staff begin to evaluate their own adult behavior and those things that are within 
their backpack, as I mentioned earlier, being able to identify, what are their what we call, vulnerable 
decision points? What are the things that make them react quickly? Is it being in the hallway and not 
having control of that hallway? Is it being hungry? My vulnerable decision point is, by 11:30 each day, I 
need lunch. If I don't have lunch, I become hangry, as they call it, so that's my vulnerable decision point. 
And for many of you, you may have that trigger that you know is going to set you off, and, as soon as 
that student comes up to you, you're already in that level 10. The snap decision happens. That's a 
vulnerable decision point. And then, finally, social marketing. How are you getting the word out about 
how diverse or how special your family of community is at your building? That's not always an easy task, 
but, for some of our sites, this was one area that they struggled with a lot. But some of them took some 
initiatives. They made banners. They made magnets that said their name, and then they had all of the 
languages that were represented in their school written with the expectations for PBIS. So they were 
ready, responsible and respectful. They had that written in Spanish, in Arabic, in Urdu, and so all of their 
branding had that so that those students felt a part of that community. That's a form of social 
marketing. For the '16-'17 school year ... And again, this is just to give you some ideas of what we've 
done ... the teams that we are supporting took part in what we called a 2-day data dive, and essentially, 
what Silky talked about earlier with risk ratios, we had them evaluate their risk ratio three times per 
year. So this is your note. Make sure you write this down. You do not have to calculate risk ratios every 
month that you meet. You want to do it at least quarterly, and at a minimum, three times a year. So 
when you are in an MCSS-type framework where you're looking at universal screening data, maybe fall, 
winter and spring, you should be evaluating risk ratios fall, winter and spring so that you can really start 
to see if there's been any significant change in the practice you've been able to support around certain 
subgroups, whether that's students with IEPs, students on free and reduced lunch, certain racial groups 
of students, males versus females, etc. Another thing that we added was adjusted time webinar for our 
teams, so, if they had a particular area, like classroom management, that they were struggling with, they 
had access to a LiveBinder. How many of you have used a LiveBinder before? Quite a few. It's a virtual 
repository where you can keep all of your resources in one place, so we kept them there, and so the 
teams could indulge in self-directed PD or even a PLC around those topics. Okay. So that was our call to 
action. We knew we needed to do something. We've done with that with the 12 learning sites. So what 
has been our response to that official call? And now, you'll see the key responsibilities evaluated here. 
And I just went over them briefly, but the two that we're going to focus on for today are the data 
practices, which is, like, the cornerstone of everything that you would do in a culturally responsive PBIS 
framework. This may be hard for you to see, so I'm not going to try to read the whole thing, but one of 
the foundational pieces that we used is from the Nancy Love text, which talks about integrating cultural 
proficiency and the using data process. I highly recommend, if you can Google Nancy Love, she has a 
great resource around data and how to interpret that data with a culturally responsive lens, so highly 
recommended. She begins with five steps in using data, one of which is building the foundation; 
identifying a student learning problem; verifying causes; generating solutions; and then implementing, 
monitoring and achieving results. Now, she lists a number of ways to examine cultural proficiency when 
you're evaluating data, but the one that I want to highlight and hope that you would take a note about is 



this concept of upward versus downward spiral conversations. So, when we're in a team meeting talking 
about data ... And I know you all can relate when I say this ... and you talk about PSSA results for 
instance, and someone in the meeting says, "Well, if those special ed students weren't counted, we 
would have much better outcomes." That's an example of a downward spiral conversation, where 
you're blaming the students, essentially, for the outcomes that you're seeing. Or you may hear, "Well, if 
we didn't have to include those folks that live in Section 8, our scores would be higher." Example of 
downward spiral conversations. An example of an upward spiral conversation is, if those same two 
examples were provided, having that team leader or a member of team then say, "We're well aware 
that people live in Section 8 in our district. However, what is it that we can do around that that might be 
different to engage them so that we can start to see some increases?" So it's taking the blame away 
from the student and putting it on, what is it that's within your control as educators? That's a piece of 
integrating cultural proficiency so that it doesn't become the blame game or the reason behind why 
we're not doing well. You're doing something that's within your control. This is also another tool that we 
used, which was just a checklist. I know you probably have a million and one readiness checklists 
through PBIS, but this is just one that you can think about. How are you bringing equity to your data 
analysis. So, when you're doing a TIPS meeting monthly, and you're looking at ODR data, are you being 
effective in making sure that you're not doing the downward spiral conversations? This is a nice tool. If 
you need the tool or want to see it, we have our contact information at the end. Feel free to e-mail Silky 
or myself, and we'll be sure to send that to you. Okay. So the moment you've all been waiting for: the 
data dive. So, if you want to know how to calculate risk ratios, you have to start with the first metric, 
which is the risk index. Okay. So the risk index is the percent of a group that receives a particular 
outcome, the example that's provided here. The number with one or more office discipline referrals 
divided by the total number of students that are in that particular group. So, for this example, the 
number of Latino students with one or more ODR divided by the number of Latino students who are 
enrolled at that school, and you can see it's 101 that have received an ODR and 123 students that are 
enrolled that are Latino. That give us a 0.82. That's our risk index. The second example is the number of 
white students with one or more office discipline referrals divided by the number of white students who 
are enrolled. That comes out to a 0.65. So, again, this is just the first part. You need these two to be able 
to calculate the ratio, okay? So, now that we've done that, the risk ratio determines the likelihood of the 
outcome for one group in relation to another group. Now previous policy, if you will, or 
recommendations by the federal government, said we always take the subgroup and divide it by the 
majority group. So, for instance, if your high school or school district is all African-American for the most 
part, that is your majority group, and that's what you would compare to Latino, to white, to Asian, 
whoever is represented. The new federal guidance, which allows for more sensitivity in the data, asks 
for you to compare not just against the majority group, but all other groups. Makes sense? And I'll show 
you an example in a moment. And, again, this will give you a more accurate and sensitive risk ratio, so 
you're making a more informed decision. This may be a little hard to see, but, if you recall, the Latino 
group was 0.82, so that risk index is circled for you, and the way that we determine the number of all 
other groups is listed at the top. So we have 500 students enrolled, so this is our total, 500 students 
enrolled. Take away 123 Latino students, and that tells us we have 377 non-Latino students, all other 
groups. Okay? To determine the number of students are referred, you would do your total, 336, minus 
that 101, and we get 235 non-Latino students. What that gives us is a 0.62 risk index. All right? 
Everybody with me so far? Okay. So, once we're able to get that information, we have a 0.82 as the risk 
index for Latino students divided by the risk index of all non-Latino students at 0.62, and the risk ratio is 
a 1.32. Just to give you context, a ratio of one or more is significant, okay? So what that reads to me is 
that, in this particular school, Latino students are about 1.3 times more likely to receive a disciplinary 
outcome compared to all other peers in the school. That's how you detect disproportionality. If you have 
a zero, that's equal across the board. That's great. If you have less than one, there's 



underrepresentation. Over one is overrepresentation of a certain group. This can apply to academics as 
well. If you're looking at AP course selection, and you're seeing students that are overrepresented in a 
certain AP course and some that are underrepresented, that helps to inform decision-making from a 
culturally responsive lens. Any questions about risk ratios? There's a much easier way to do it. Well, this 
is just another example. Silky created what we're calling the PaTTAN risk ratio calculator, which is an 
Excel document, and one of the things that you, as you go back and think about, is that the federal 
government gives us racial categories that we have to abide by. For some schools, that's really hard to 
put categories to kids. In particular, when parents register their students, they may not want to check 
Hispanic non-white. So then you have to make a determination, unfairly probably, yes, on where to 
categorize them. So this particular calculator has the federal guidelines on how you would identify 
students racially, and then you'd put the same numbers in that we did in the hand calculation, the 
number of referrals for that group and the total of students that are enrolled for that group, and it will 
calculate the risk ratio on that far column. So, if you're looking, overall, at this particular example, you 
probably can't see it, but the ones that I would focus on would be your IEP students, which are about 
two times more likely, your free and reduced lunch, 2.3 times more likely to referred. Let's see, 4.56 for 
black or African-American students, so that says they're 4.5 times more likely to receive a suspension, 
expulsion, disciplinary outcome than their other racial group peers. Same thing for males: about two 
times more likely to receive a disciplinary outcome. Yes, sir. 
 
>> This is just that there is referral in there, right? It's not measuring what the result of the discipline is. 
It's just saying that there's a referral. 
 
>> So the question was, it's just saying this is just a referral. It doesn't actually say what the outcome, 
disciplinary-wise, was, and that's absolutely correct. It's just a referral. Now, there are other metrics that 
look at, let's say, suspension rate, and you can evaluate disproportionality that way, but, for most of you 
using PBIS, your office discipline referral is the measure that you would use. Any other questions? Yes, 
ma'am. 
 
>> Is this available to anyone that wants it? 
 
>> Question is availability of the tool, and, Silky, is there availability? 
 
>> Yeah. So it will be. I just am going to feel a lot more comfortable if I have two more people really vet 
this calculator to make sure I've captured it in the right way, but it will be, and it goes back to your 
question. You can plug in any ... If you want to do suspensions, you just plug that number in and count 
accordingly, so thank you. 
 
>> All right. So that's the real meat and potatoes that we really wanted you to be able to have that 
ability to know how to detect disproportionality. The other key piece is the professional development 
component, so, once you know that there's disproportionality, okay, now what? How do we change our 
practice? So one of the things that I highlighted earlier is this concept of vulnerable decision points. How 
many of you use SWIS as a database? Great. For those of you that don't, are you able to get data that 
tells you time of day, location, all that good stuff? Okay. Fabulous. So one of the things that you would 
want to do is identify, through those charts and graphs, some of that data and then create a problem 
statement around that data. So, with this, there's an identified subgroup, so, in SWIS, you're able to look 
at ethnicity reports, and, through the ethnicity reports, you can pull certain pieces of data. So here's an 
example of a problem statement: African-American students are receiving ODRs in the hallway after 
2:30 p.m. for disrespect, and the behavior is maintained by peer attention. What I would want to know, 



is there a problem in the hallway for just the African-American students after 2:30, or is there a problem 
for every student in the hallway after 2:30? And the only way to do that is to remove the filters, so what 
I would want to do, once I identify my problem statement, is go back in my database and take out 
African-American and put all my students and say, again, is there a problem? If I find that it is unique to 
that subgroup, that lets me know there's a vulnerable decision point or some form of implicit bias that's 
taking place, and that's where you begin that process of identifying, who are the adults in the hallway at 
2:30 p.m.? Have they been equipped with skills on how to maybe de-escalate, or are they looking at 
subjective behaviors? Is inappropriate language a problem for just them? Those are the questions that, 
as your data team problem solves, you have to really articulate to make decisions around whether or 
not you're being culturally responsive. And then just last but not least, other examples, so, for instance, 
students with disabilities are receiving ODRs in the classroom for cell phone use, and the behavior is 
maintained by peer attention. One other caveat before I pass the mic: make sure you have a perceived 
motivation for the behavior. That's the only real way for you to make decisions around appropriate 
intervention. You don't want to do a blanket one-size-fit-all intervention. It has to be something that 
speaks to the motivation, which is peer attention. Okay? So those are the two pieces that we really 
wanted to highlight out of the key responsibility areas: calculation of risk ratios and then identification 
of vulnerable decision points. Okay. I'll turn it back over to Silky. 
 
>> Thank you, Nicole. So, remember, there are eight key responsibility areas we've talked about. One of 
them was your data practices. We gave you, like, a real quick snippet. And, right now, we're talking 
about professional development. And, when we first started talking about professional development, 
you know, we know it's going to be a very sensitive topic. Sometimes we are not aware of our implicit 
biases. Now, we're more aware of our explicit bias. If there are any ... I'm from Pittsburgh. You know, if 
you don't live and breathe hockey, baseball, but you encounter a Dallas fan in the room ... Are there any 
Dallas fans in the room? I am totally aware of my explicit bias to anyone who's a fan of Dallas. I won't 
say Baltimore. I think we're a little too close to Baltimore, but you get the picture. So there's a lot of 
professional development and understanding that goes with addressing adult behavior that impacts 
those outcomes for students. So we're just going to give you a snippet to help you know what's coming 
and what will be available in the future. This is a quote we took from one of our LEAs: "When I look at 
my data and see that it is disproportionate, I first ask myself, 'Is it me? Am I the reason? Am I making 
snap decisions based on vulnerable moments of my day? Do I have bias against students who I know are 
in emotional support programming and who I know have already been in a lot of trouble?' I know that 
my actions are impacting my decisions in the classroom, but I wish I had an explanation for my own 
thinking." And so we need a mental model. Our brains are wired to look for patterns. When we're forced 
to make quick decisions, we use our automatic associations to respond. So, when we think about 
associations and behavior, there's a lot of different ways. We all are raised in different households. 
We're all raised around different language, around different perspectives. So I want to show you a quick 
video, and this comes out of a project that's called the Trevor Maber Project, and it's called "Rethinking 
Thinking." 
 
>> This is available on YouTube. You can just Google "Rethinking Thinking" and YouTube can have this 
video. 
 
[VIDEO START] 
 
>> Imagine a microscopic-sized ladder contained in the part of our brain that we'll label our 
subconscious. The Ladder of Inference, which was first proposed by Harvard professor Chris Argyris, was 
the basis of this model. Every time we interact with someone, that experience enters the ladder at the 



bottom. That same experience zips up the ladder in the blink of an eye, exiting out at the top. This 
process happens thousands of times a day without us knowing it. Let's focus on what happens on each 
rung of the ladder. On the first rung, we have the raw data and observations of our experience. This is 
very similar to what someone watching a video recording of our experience would see. Moving up to the 
second rung, we filter in specific information and details from our experience. We unknowingly filter 
based on our preferences, tendencies and many other aspects that we believe are important. Onto the 
third rung, we assign meaning to the information we have filtered through. This is where we start to 
interpret what our information is telling us. On the fourth rung, a very crucial thing happens. We 
develop assumptions based on the meaning we created on the previous rung, and we start to blur the 
distinction between what is fact and what is story. On the fifth rung, we develop conclusions based on 
our assumptions. This is also where our emotional reactions are created. On the sixth rung, we adjust 
our beliefs about the world around us, including the person or people involved in our experience at the 
moment. On the seventh and final rung, we take action based on our adjusted beliefs. Still with me? 
Great. Let's take a real-life example and run it up the ladder to see how this all works. Have you ever 
been cut off in a parking lot, signal light on, as you steer toward your coveted spot, only to slam on your 
brakes at the last minute as someone pulls in front of you and steals your spot away? Imagine that 
experience, and notice all of the data and observations landing on the first rung of your ladder. Now, 
let's watch what we pay attention to on the second rung. Who cares that it's sunny out and the birds are 
chirping? The 50-percent-off sign outside of your favorite store is meaningless. You're filtering in the 
sensation of your grip tightening on the wheel. You feel your blood pressure rise. You hear the squeal of 
your brakes and you notice the expression on the face of the other driver as he pulls in front of you and 
quickly looks away. Time for our third rung. Ever since you were young, your parents taught you the 
importance of waiting in line and taking your turn. You live and die by the rule of "first come, first 
serve." And now this guy has just stolen your spot. What gives? Up to the fourth rung we go. Watch 
closely as our assumptions take over, and our story creates itself. "That stupid jerk. Didn't his parents 
teach him anything? How could he not see my signal light? He must never pay attention. Why does he 
think he's more important than anyone else?" Jumping quickly to the fifth rung, we conclude that this 
guy is heartless, inconsiderate. He needs to be taught a lesson and put in his place. We feel angry, 
frustrated, vindictive, justified. On our sixth rung, we adjust our beliefs based on the experience. That's 
the last time I give in. Next time someone tries to cut me off, tires will be smoking on the pavement as I 
squeal past them into my spot. And finally our last rung: we take action. We back up, pull up behind his 
car, honk our horn and roll down our window to scream a few choice words as well. Now imagine, he 
walks over quickly, apologizing. His wife, who's almost due with their first baby, called him from inside 
the mall to say she is in labor and needs to get to the hospital immediately. We're momentarily shocked, 
apologize profusely and wish him luck as he rushes toward the entrance. What just happened here? 
What changed? Why is this so significant? In our parking lot example, our beliefs were short-circuited by 
the ladder of the other individual. "My wife is in labor. I need to get there quick. There's a parking spot. 
Whew! Oh, jeez. I cut someone off. I better apologize quickly so they don't think I'm a jerk." But what if 
we were able to short-circuit our ladders ourselves? Proactively, by choice? Guess what. We can. Let's 
return to our unique human function of free will. Next time you notice yourself reacting to your 
experience, pay focused attention to your ladder. Ask yourself what beliefs are at play. Where do they 
come from? What data and observations did you filter in as a result of your beliefs and why? Are your 
assumptions valid and supported by facts? Would a different set of assumptions create different feelings 
and result in new and better conclusions and actions? We all have our unique ladder. Be mindful of 
yours, and help others to see theirs. 
 
[VIDEO END] 
 



>> So it's been our experience ... And, actually, everyone in the state training unit has had to go through 
a lot of the experiences to slow down our own thinking, explore our own biases about people, about 
students, about disabilities, and, thanks to the help of Pam Harris. Pam, if you just want to wave. Pam 
comes to us, and she's been our support and has helped ... Excuse me. I'm talking and opening this at 
the same time. But Pam ... Okay, I'm going to try. It's no longer called the Mid-Atlantic Equity Center. It's 
now called the Center for Education Equity, just Education Equity. So we're glad to still have Pam Harris 
along for us, and Pam has been a critical part of building state capacity so that we can support IUs and 
LEAs. So you just saw an example. Maybe something that's very new to you is the Ladder of Inference. 
Anyone heard of the Ladder of Inference before? Some of you have. So imagine applying that to your 
own selves and thinking about slowing down things that happen at the moment that we're making 
decisions in the classroom. We had somebody doing action research, and they actually used this and 
taught their students the Ladder of Inference, and they're looking at the data to see how that's 
impacted student relations in the classroom. Our values and beliefs affects decisions, perceptions and 
actions, different interpretations, jargons, acronyms, triggers, autopilots, unconscious and automatic. 
So, when we talk about professional development as a key responsibility area for LEAs, these are some 
of the concepts we want to help equip and make available so that, if you're experiencing 
disproportionate disciplinary practices, it could and probably most likely is due to our adult inability to 
detect our implicit bias and then do something about it. I'm going to move on here. So there are seven 
key elements for equitable policies, and this comes to us from Green 2015: specific commitment to 
equity. So, as your LEA explores and starts this adventure in talking about culturally responsive 
pedagogy, culturally responsive disciplinary practices, family partnerships as Nicole already talked 
about, a focus on implementing PBIS, positive support ... And many of you are here because you're 
doing that already ... clear objectives in your disciplinary procedures. One of our key responsibility areas 
in aligning your documents. What's very confusing to students? What's very confusing to teachers? And 
what's very confusing to our families? Student Code of Conduct is definitely something that we help sit 
down and take a part. Anyone here align your student Code of Conduct with your behavior definitions? 
Very kind of similar process, and there's a tool to help you look for things that might be ambiguous and 
very confusing to both teachers and students. Graduated systems with instructional alternatives to 
suspensions, so seven key elements to equitable policies. One of them would be helping equip our 
principals to say, "What are the alternatives to suspension?" There are districts now saying, "We do no 
longer suspend students." These are our options, but they've had to explicitly sit down and have that 
conversation. What are our options? It's one thing to say it, "We no longer suspend." It's another thing 
to actually have something else that works better, that research shows will help that student's behavior 
rather than suspension. 
 
>> You've caught my attention. "We no longer suspend students?" Novel idea. So what are some of the 
options that that research base has shown us are effective and working? 
 
>> So what are some of the options or alternatives to suspension? Can you tell me your name? 
 
>> Darnell. 
 
>> Darnell's asked a great question, and I only have a few minutes left, Darnell, but what I'm going to tell 
you and everybody that's listening is that, on the PaTTAN website, you can find a document that says, 
"Alternative to Suspensions and Expulsions," but rest assured, there's a huge body of research out there 
right now, saying, "These are alternatives that are proven to be effective." Having students outside of 
school, missing instruction, is not a solution. In regards to some of our more serious behaviors, 
weapons, serious bodily injury and drugs and alcohol, that's a different conversation to be had. But still, 



there are schools that are doing that. Okay. To close up our session, we want to let you know the 
outcome of our ... Are you giving me a time? 
 
>> No, no, no. I was just going to add very, very quickly. 
 
>> Thank you. 
 
>> I know the mic still is on. There are opportunities that schools are starting to participate in around 
trauma-informed care, so I know ISS has been the go-to so you're not putting them "out." But one of the 
things that a lot of schools are doing are trauma classrooms, so, before students are getting to that 
point of emotional disturbance identification, they're building in staff members that may come from a 
mental health agency, hence that community mapping that we talked about, where you can partner 
with them, and they provide trauma-informed care for students that probably have come from 
traumatic households and may be exhibiting behaviors that often times lead to a suspension. So that's 
just one example. Some others, of course, you know, detention, which, again, not removing them from 
the classroom instruction, but something that's done after school. But my recommendation, from a 
school psych perspective, is that trauma-informed type classroom. So thank you. 
 
>> Isn't she awesome? Thank you. I know this is hard to see, and I apologize. We can send you ... I think 
they're going to make our slides available. They're not in there now, but they will be available to you. So 
informing our new guide is called, "Achieving Equitable Disciplinary Practices: A Guide For School 
Administrators Toward Culturally Sustained Positive Behavior Interventions And Support." That guide is 
in a preliminary draft form. We're trying to keep it small, concise and with utility in mind. We want this 
guide to be used. Informing this guide is our national PBIS site, our professional standards for 
educational leaders, literature and practice in the field. If you can imagine, there's all kinds from the 
Love text that we talked about. Great book called ... It's the green cover with the black dot. 
 
>> "Blindspot." 
 
>> "Blindspot." Pedro Noguera has a great text, so all kinds of literature out there. They will also be 
listed and featured in this guide for your reference, no longer the Mid-Atlantic Equity Consortium, but 
our ... Don't tell me ... Center for Education Equity. And finally, the experiences and data with the LEAs 
across Pennsylvania that we've coupled with for the past 3 to 4 years has informed what goes in this 
guide, and so the objectives is to support our school leaders who are making decisions about practices, 
especially in those eight key responsibility areas, to build data skills and identify and calculate authentic 
data, and then to build skills that afford abilities to ask and answer questions relevant to current 
disciplinary practices. And I just want to bring your attention. When we first started this, we said, "Look, 
it's not enough just to teach them the skill," but, before that, you have to get people, ourselves included, 
to value and want to be there on behalf of students who are in subgroups of students who are unfairly 
disciplined and out of school. So if you find yourself going, "I still don't understand. I still don't know why 
I should be doing this," it's okay. We absolutely respect that question, and we've written this guide with 
that very question in mind. This is an outline of the table of contents of the guide to come. We've 
outlined it just cleanly in the key responsibility areas that we went over earlier, so from community 
mapping to aligning our discipline and policy, out of this, you'll splinter to all kinds of resources that are 
featured in our national PBIS site and other PBIS sites across the country. For each section, there will be 
a definition, objectives, key ideas, recommendations for operationalizing so that you'll have a real 
concrete idea of, what does it mean to align our policies? What does it mean to do community 
mapping? So, from that guide, you'll be able to say, "Oh. Now I know what community mapping is. Now I 



know what it means in the context of working to correct disproportionate practices for students in 
subgroups." Potential barriers and solutions, and we've been able to pull those out in the work that 
we've done with LEAs over the past 3 to 4 years, There's lots of potential barriers, but rest assured. 
There are a lot of solutions too. And, of course, further resources. So we want to make sure you check it 
out: pbis.org. We want to give a shout-out to our national support. If you haven't been there, if you go 
to pbis.org, they have an equity section in there that is loaded with all kinds of tools and neat ... I mean, 
I don't know. Their newest one is about formulas and etc., so, if you haven't been to pbis.org to find 
their equity button, be sure you go there. And I believe that's all we have for you today. Any questions? 
We have a few minutes. We would like to open the floor up for any questions. Got it. 
 
>> Do you believe that it's possible to have discrepancies but still to be fair and unbiased [INAUDIBLE]? 
 
>> Is it possible to have discrepancies and still be fair and unbiased, like, so our people are fair, and 
we're unbiased, but we're still experiencing discrepancies? 
 
>> Yeah, you see a subpopulation that is exhibiting behaviors at a different rate than other parts of the 
population exhibits? 
 
>> It depends how drastic the disproportionate number is, but I would say, on behalf of any subgroup of 
students that might be experiencing an excessive disproportionate number, so two times the number of 
other students, it warrants looking at your key responsibility areas to say, "Why is this happening? Why 
are these students ..." And, remember, the smaller your numbers are, the more sensitive that data is 
going to be. So be mindful of those numbers, and be sure that you're interpreting them correctly. Pam. 
 
>> Another thing just dawned on me with that question is, are we really remembering that we're not 
just talking about discrepancies in isolation? We're talking about discrepancies where we find ourselves 
reading given behaviors. The same behavior with one group, we may respond one way, and then that 
same behavior with another group, we're responding a different way, and so we're kind of, like, doing a 
self-examination in that context of discrepancy, if that makes any sense. 
 
>> Yeah. And that's ... Of course, you know, I think there are situations where you are handling it the 
same way for both parties, and there are still discrepancies, but I don't think it means that you're biased 
or unfair necessarily. 
 
>> It may also have been an issue of looking at things like the frequency, the intensity and the duration 
of how that's happening when we feel like we are being fair, that we are doing "the same thing for the 
same students." But in fact, we may find that the frequency with which we're responding that way to a 
given ... And I'm self-reflecting, too, as I'm responding to you ... that, as we look at how often that is 
happening, do we see over time that there's maybe a reduction in the way that we are treating a given 
group on that same behavior "as opposed to another group?" So it's an ongoing self-reflection where 
that's concerned, and also what we are defining as being fair because not everybody needs the same 
thing in order for ... You know, so the equity issue versus the equality issue sometimes helps us, you 
know, kind of self-reflect on that. 
 
>> And I can say, in my experience, the answer is no. But sometimes, it's not about bias. It's maybe 
about definition of behavior. It's maybe about "This means this at home, but it means this here. This 
means this in my culture at home. I don't know what that means here." And so, sometimes ... And it 
takes a while to get at the bottom, but, if there are disproportionate numbers, there's a reason. 



 
>> That's right. And I heard Dr. Sims say something with regards to the cultural, and that's very 
important. Even for me being an African-American male teaching African-American students, the way I 
grew up was very different than the way they're growing up today, and, when they answer in the 
classroom with me, I still have some cultural bias that I haven't even realized until I do self-reflection. 
I'm like, "Wow. Did I really just say that? And where did that come from?" and it comes again because, 
although we're in the same ethnicity, there are still two different places where we're coming from, and 
what's acceptable at home now wasn't acceptable when I was kid, so I can't necessarily gauge that on 
what they're doing now. Although it's not acceptable, it's still trying to find that balance. 
 
>> One of the barriers ... And I'm going to be brief, and then I'll turn it over, too ... One of our barriers 
that we know, that we've experienced is, the time it takes to offer these experiences to adults, to afford 
them the time to reflect, think about our own biases, think about what that means to the people around 
us and to accept we all have biases. We can't stand here and say none of us has a bias. We are not that 
neutral of a ... We're people. We're human beings, and we're raised in all kinds of spaces and places. We 
all have biases. Some of us are a little bit more in touch than others. I can tell you, my husband has no 
clue. I'm like, "Honey, I need to give you some time with a social identity wheel right now. Like, just give 
me 10 minutes of your time." So we thank you for your time, and we certainly appreciate your questions 
and your continued interest in advocating for students, all students, and congratulations to all of you 
who have been recognized in PBIS. If you have yet to achieve recognition, keep working. We're glad to 
be able to support. Thank you to Dr. Nikole Hollins-Sims and, you know, Pam Harris and all of our tech 
that are in the house. So thank you. We're here for any questions. Here's your code. Stand by. 
 


