MULTI-MILESTONE INITIATIVES
Addressing Equity Barriers Impacting Students from Cradle to Career

Cultural Responsiveness
This initiative focuses on race, as it remains the single most
predictive factor of student success. Due to individual and
institutionalized bias, students of color experience potent
current and accumulated disadvantages - from access to high
quality pre-school all the way to completing a college degree.
Diﬀerences in educational opportunities are mirrored in
diﬀerences in academic achievement. But students of color
are not failing; our system is failing them. In Marin County, 2
out of 3 students of color move through their school
experience and graduate without the necessary preparation to
succeed in a personally fulﬁlling and economically sustainable
college or career program. Long-standing systemic racial
inequities in our county continue to be a deep and persistent
trend. Institutionalized, and oftentimes unconscious, attitudes
and beliefs about students of color have resulted in low
expectations, increased segregation, and discriminatory
policies & practices. Only by engaging in a culturally
responsive approach to policies and practices that impact
students and their families across all Cradle to Career eﬀorts,
will racial equity in Marin’s educational system be achieved.

This cross Milestone eﬀort began
in November of 2015 with a
Leadership Council full-day retreat
facilitated by the National Equity
Project. After developing a
common language and point of
view around educational equity,
the eﬀort expanded into a
county-wide, data-informed,
community-based process. This
process included hosting a
listening session at a county-wide
Equity Summit, gathering input
from over 50 community members
and nonproﬁt organizations, and
examining a variety of data sets
disaggregated by race and income.
Based on all of this information, the
Leadership Council decided to
focus on key initiatives that will
accelerate overall progress across
the Cradle to Career continuum,
starting with the Cultural
Responsiveness eﬀort:
● Cultural Responsiveness
Initiative
● Educators of Color Initiative
● Funding Equity Initiative
● West Marin Whole Child
Initiative

www.marinpromisepartnership.org

Who’s Involved
In recognizing the importance of
taking a culturally responsive
approach across all of the
Partnership’s eﬀorts, this Initiative
involves the entire Leadership
Council.
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Racial Equity Self-Assessment

The Story Behind the Data

Performance & Outcome Metrics

Collectively and as Individual Organizations

In order to develop a place from
which to measure progress, the
Partnership’s ﬁrst step was to
establish a set of baseline
indicators. The Leadership Council
decided to turn the mirror on their
own organizations ﬁrst by
conducting self assessments using
the Tool for Organizational
Self-Assessment Related to Racial
Equity*. This process included both
a written questionnaire as well as
an in-depth group interview and
discussion with a Backbone Staﬀ
facilitator trained in leading racial
equity conversations. To date,
approximately 90% of the
Leadership Council have
completed the assessment
process. The results on the next
page reﬂect the aggregate
assessment scores from the nine
categories of cultural
responsiveness.
* Tool developed by: Coalition of Communities of
Color and All Hands Raised

ORGANIZATIONAL
SELF-ASSESSMENT
BASELINE RESULTS

Rating Scale
1 Haven’t started work in this yet
2 Plans exist to use in planning and implementation
3 This is in place and we have evidence of its use
4 This is part of our routine and we model it for others

Through January 2018
●

3.2

Service-Based Equity

●

●

3.1

Community Collaboration

3.0

Organizational Climate,
Culture & Communications

2.8

Organizational Commitment,
Leadership & Governance

2.5

Workforce Composition
& Quality

●

2.4

Does your organization visibly post materials in languages other
than English?

●
●

Has your organization made a public commitment to racial equity?
Does your organization have a mission statement that
incorporates racial equity?

●

Do you collect the racial, ethnic and linguistic makeup of your
workforce?
Does your organization have written procedures to increase the
recruitment, retention and promotion of people of color?
Does your organization have an internal structure or position
dedicated to promoting workforce diversity?
Are racial equity and cultural competency training and capacity
building made available to your workforce?

●
●

●
●

●

1.8

Racial Equity Policies &
Implementation Practices

1.8

Service-User Voice &
Inﬂuence

1.4

Resource Allocation &
Contracting Practices

Does your organization have formal partnerships with
organizations of color?
Does your organization allocate resources for engagement and
outreach to communities of color?

●

●

Data, Metrics & Continuous
Quality Improvement

Do you collect racial, ethnic and linguistic data on your clients or
constituents?
Do you provide language interpreter/translator services for
people who speak languages other than English?

●
●
●

●

●
●

Does your organization have a written policy or formal practice
regarding the collection of race and ethnicity data?
Does your organization meet regularly with leaders from
communities of color speciﬁcally to discuss racial equity?
Do you have an internal structure to address issues of racial
equity, for example an equity committee?
Do you collect the racial, ethnic and linguistic makeup of your
board?
Does your organization have a racial equity policy?
Does your organization have a written, accountable and
measurable equity plan?

Do you collect data on service-user or constituent satisfaction
with your organization regarding racial equity?

Does your organization have minority, women, and emerging small
business policy to contract with these groups?
Does your organization routinely collect data on minority,
women-owned, and small business utilization?

Partners had inconsistent deﬁnitions of “equity” and, as a whole,
lacked a common language around which to align goals and actions.

Partners lacked formal written policies, practices, structures and
systems to track and guide culturally responsive actions.
www.marinpromisepartnership/crrreportFor a copy of th

Workforce and board member composition did not reﬂect an
organizational commitment to racial equity.

STEP 2:
Identify Key Factors
Based on the aggregate results of
the Self Assessment, four key
factors were identiﬁed that
inﬂuenced an organization's ability
to be culturally responsive.

Organizational cultural responsiveness was impacted by individual
implicit bias and personal mindsets.

STEP 3: Set Goals
Next, the Leadership Council
engaged in a rigorous
“S.M.A.R.T.“E.” goal setting process
for both the Partnership and their
individual organizations. As a
Partnership, the Council decided to
focus on the ﬁrst key factor by
setting a collective goal to create a
shared racial equity statement. In
addition to adopting this collective
statement, 70% of the Leadership
Council have created individual
organizational goals, many of them
following the S.M.A.R.T.E. format.

Speciﬁc

PARTNERSHIP GOAL:

Measureable

Starting from existing racial
equity deﬁnitions, we will
synthesize these into a
compelling, concise,
education-focused, shared
statement that will be
posted on 100% of our
organizational websites
within the next year.

Attainable
Relevant
Time-based
Equity-focused

STEP 4: Take Action

Lasting change will result when organizations
across our community start by taking action.
To download the Racial Equity Statement, a copy of the full report and
the self assessment tool: www.marinpromisepartnership.org

To demonstrate their commitment
and lead by example, the Council
developed a shared Racial Equity
Statement. So far, this statement
has been posted on 10% of their
websites. Many have also started
moving forward on their individual
organizational goals. The Council
will continue the process by
re-taking the assessment in 2020.
They will also continue to meet
regularly to hold one another
accountable and provide each
other support in reaching their
goals.

