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Executive Summary

Introduction

In October 2020, Montgomery County Public Schools (MCPS) identified the need for an antiracist system 
audit following a series of racist incidents in Montgomery County. The racist incidents, combined with the 
achievement gaps for students who are Black/African American, Hispanic/Latino, and/or eligible for Free 
and Reduced-Price Meals System (FARMS services), led MCPS to focus on addressing racism in the district to 
provide the highest quality of education to all of its students. The disparate effect of the COVID-19 pandemic 
on communities of color created an added urgency to transform educational policies, pedagogies, and 
practices to provide antiracist approaches that engage all students in the learning process. 

MCPS contracted with the Mid-Atlantic Equity Consortium, Inc. (MAEC) to conduct a systemwide antiracist 
audit of MCPS’s practices, policies, and system. The intent of the audit was to identify ways to increase access, 
opportunities, and equitable outcomes for every student’s academic and social-emotional wellbeing. MAEC 
was charged with evaluating MCPS’s efforts toward achieving racial equity across the district, examining six 
domains: (1) school culture, (2) workforce diversity, (3) work conditions, (4) Pre-K–12 curriculum, (5) community 
relations and engagement, and (6) equity of access.1 MAEC conducted this audit in several stages over two 
years (December 2020-July 2022) during the COVID-19 pandemic.

The Antiracist System Audit was the first comprehensive, systems-wide opportunity to engage the MCPS 
community in discussing the role race plays throughout the entire school system. By focusing on the self-
reported experiences and perceptions of students, family members, and staff, this audit aimed to provide 
insight into how current policies and practices are experienced and how those experiences might differ based 
on social identities and positions within the school system. MAEC notes that policies and practices changed 
rapidly to meet the evolving needs of the MCPS community during the past two years. As a result, it is possible 
that some of the stakeholder perceptions or concerns shared in this audit are now addressed by new school 
and district policies.  

1 The domains are listed in the same order that they were in MCPS’s Request for Proposals (RFP) (MCPS, 2020b). The listing does not  
   reflect order of importance.

https://www.montgomeryschoolsmd.org/departments/procurement/uploads/4900.1/4900.1%20RFP%20FINALdocx.pdf
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Steering Committee

To ensure that members of the MCPS community could provide direct and ongoing feedback on the Antiracist 
System Audit, MCPS convened a representative steering committee composed of 43 students, family 
members, staff, administrators, and community organization members. This group provided guidance on key 
aspects of the audit, including data collection instruments and process.  

Methodology

Five data sources informed the observations for this audit:

1. Document review. MAEC conducted a review of 17 documents identified by MCPS to gain a 
foundational overview of the district. These documents contained key information relevant to the 
Antiracist System Audit, and were reviewed and scored by pairs of MAEC staff members using an 
internally developed rubric. The observations generated from the document review informed MAEC in 
the development of focus group protocols and survey items.  

2. Equity Audit Tool. MAEC administered its Equity Audit Tool to members of Instruction Leadership 
Teams (ILTs) and central offices to examine how MCPS policies, programs, and practices directly or 
indirectly affect students, staff, families, and other community members relative to race, ethnicity, 
and other socio-culturally significant factors. In total, 2,430 school-based and 84 district central office 
staff completed the Equity Audit Tool. Members of ILTs and central offices then met to discuss their 
responses and submit consensus ratings to each of the items, with 204 schools and 16 central offices 
submitting consensus ratings. 

3. Stakeholder surveys. In collaboration with the steering committee, MAEC developed stakeholder 
surveys with items that broadly aligned to the six domains of the MCPS Antiracist System Audit for 
three groups: (1) students, (2) staff, and (3) families. Survey items were tailored for student subgroups 
(upper elementary school, middle school, and high school students) and staff subgroups (teaching 
staff, support professionals, school administrators and administrative staff, and district administrators 
and administrative staff). The survey was offered in eight languages. In total, MAEC collected 126,652 
stakeholder surveys: 40,123 family responses, 11,316 staff responses, and 75,213 student responses. 

4. Community Conversations. MAEC held community conversations with members of the NAACP 
Parents Council (NAACP), the Latino Student Achievement Action Group (LSAAG), and the Chinese 
American Parent Association of Montgomery County (CAPA-MC). In total, 79 stakeholders attended the 
community conversations. Each session was transcribed and analyzed for themes by MAEC staff.

5. Focus groups and interviews. MAEC conducted a total of 32 focus groups with students (upper 
elementary school, middle school, and high school), families, and staff (teachers/teaching staff, school 
administrators, and central office and support staff) and held four interviews (one interview with a 
student, one interview with a family member, and two interviews with staff members). The focus 
groups and interviews were organized by racial/ethnic affinity group, with the exception of three family 
focus groups which were organized based on a shared characteristic (e.g., having a student in a birth-5 
program, having a student in kindergarten-third grade, and having a student with a disability). The 
focus groups were attended by 94 family members, 74 MCPS staff, and 68 MCPS students representing 
96 schools across all discussions. 



©2022. Mid-Atlantic Equity Consortium, Inc. All rights reserved  Executive Summary |MCPS Antiracist System Audit 3

Key Observations

MAEC’s Antiracist System Audit suggests that MCPS already follows many identified best practices and has 
comprehensive policies to work towards racial equity. Across all data collections, stakeholders reported 
overall high satisfaction with MCPS. However, community members of color had consistently lower rates 
of satisfaction. Overall, students, families, and staff of color reported having a less satisfactory experience 
with MCPS than other members of the community. The Antiracist System Audit also revealed that the 
implementation of policies and application of best practices differs greatly from school to school, suggesting 
that the system is currently fragmented.

Domain 1: School Culture
Observation 1.1: MCPS states an explicit commitment to working toward creating welcoming school 
cultures. Most stakeholders rate school culture as high but there are differences in how students, staff, 
and family members experience school culture based on race/ethnicity. 
The document review revealed MCPS demonstrates an explicit commitment to creating welcoming school 
cultures in their policies and professional growth systems. These findings were corroborated by data 
from the Equity Audit Tool, where the majority of ILTs consistently rated items related to school climate as 
“Established” or “Advanced.” Furthermore, on the stakeholder surveys, students and families showed high 
levels of agreement with items related to school culture. In the section pertaining to school culture on the 
family survey, 84.1% (n = 33,728) of respondents agreed that “staff at my child’s school (e.g., teachers, special 
educators, teaching assistants, paraprofessionals) are responsive to my family’s needs.” However, while most 
stakeholders rated school culture as high, there are differences in how students, staff, and family members 
experience school culture based on race/ethnicity. For many items, the analysis revealed statistically significant 
lower proportion of agreement among respondents of color. 

Observation 1.2: Families and students report that race-based bullying and discrimination is prevalent 
throughout MCPS.  
MCPS has policies related to bullying, harassment, and discrimination. These policies could be strengthened 
by clearly defining and providing examples of race-based hate bias. Evidence from students, families, and 
staff indicates that there is a gap between MCPS policies and experiences with bullying and discrimination for 
students, families, and staff of color. The MCPS community perceives that bullying based on race is pervasive 
and prevents students of color from feeling comfortable in schools. Across elementary, middle, and high 
school students, a statistically significantly higher proportion of students of color agreed with statements 
related to experiencing or witnessing bullying on the basis of race, skin color, ethnicity, or culture. Race- and 
ethnicity-based bullying, harassment, and microaggressions were discussed in 29 out of 36 focus groups and 
interviews; all student focus groups raised these issues. Responses from ILTs on the Equity Audit Tool reveal 
another gap: while most staff across the district set expectations, teach, and reinforce positive behavior; there 
is variation in how schools use data to monitor and address bullying at their schools. The prevalence of acts of 
race-based bullying, harassment, and discrimination in MCPS schools demonstrates that the district does not 
consistently create an environment where all students are safe from the harm of racism and hate bias. 

Observation 1.3: MCPS lacks a comprehensive district-wide system to build the internal capacity of 
staff to facilitate conversations about race and dismantling racism. Family members question staff 
ability to promote equitable achievement for all students. 
The document review revealed that MCPS is clear in its intent to be an antiracist school system. With recent 
updates to the professional growth systems, MCPS articulates the role that staff play in combatting racism. On 
the stakeholder surveys, staff reported seeking resources to understand and address racism, and expressed 
the belief that they have the knowledge and skills to identify and interrupt race-related equity issues. However, 
many stakeholders perceived that the current approach to developing system-wide capacity is fragmented. On 
the Equity Audit Tool, 18% (n = 37) of all ILTs rated their schools as “Latent” or on the item: “Staff members are 
trained on what it means to be antiracist.” This suggests that several schools are only in the beginning stages 
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of building a common understanding of how to implement antiracist approaches. Focus group feedback and 
the document review suggest that the current offering of professional development opportunities related to 
antiracism is limited. While MCPS provides trainings on implicit bias that are mandatory for all staff, MCPS staff 
perceive them to be stand-alone opportunities rather than part of a systemic curriculum. Furthermore, the 
onus for ensuring staff have access to trainings related to race and antiracism falls on individual staff members 
and schools. Specific examples from students, families, and staff shared in focus groups and community 
conversations indicate a pattern of deficit-based thinking and lack of cultural competence by some MCPS staff 
members. This pattern negatively affects student learning.  

Observation 1.4: Some MCPS community members perceive that school staff treat students and family 
members of color differently in the form of harsher discipline and biased attitudes. 
The document review revealed that MCPS understands the importance of fair discipline practices.  
However, results from the Equity Audit Tool show that the application of the student code of conduct and 
the implementation of disciplinary practices vary from school to school. Twenty-nine percent (n = 60) of 
ILTs rated their schools as “Latent” or “Emergent” on the question “the code of conduct is applied fairly and 
equitably regardless of race/ethnicity.” The stakeholder survey revealed some community members perceive 
a difference in the treatment of students of color compared to other students. Of the middle and high school 
students who responded to the survey, 21.5% (n = 12,011) agreed with the statement “I feel like staff at my 
school make assumptions about my behavior based on my racial identity.” Rates of agreement were higher for 
American Indian/Native Alaskan, Black/African American, Asian, and Hispanic/Latino students. Many school-
based staff members also agreed with the statement “Some students at my school are treated differently 
because of their race, skin color, ethnicity, or culture,” including 42.7% (n = 202) of administrators and 31.7% 
(n = 2,422) of teachers who responded to the survey. Racial disproportionality in discipline and the perceived 
impact of race on discipline was discussed in 52.8% (n = 19) of focus groups and interviews, most frequently by 
Black/African American students. Community members perceived that staff bias results in disproportionality in 
discipline and prevents MCPS from creating an antiracist and equitable school culture where all students thrive 
academically and emotionally.

Domain 2: Workforce Diversity
Observation 2.1: MCPS clearly communicates its intention to hire for quality, expertise, and diversity. 
Nonetheless, staff of color are underrepresented in MCPS, in the hiring pool, the classroom, and 
administration. 
The document review found that MCPS clearly demonstrates its intent to recruit and hire candidates from 
diverse backgrounds. The district is also implementing several strategies to recruit, hire, and retain staff of 
color. While progress is occurring incrementally, the majority of staff at MCPS (56.4%) continues to be White. 
The 46% gap between the demographics of the student body and the workforce is one of the highest in the 
state of Maryland (Maryland State Department of Education, 2022b).   

Observation 2.2: The MCPS community perceives multiple barriers to recruiting and retaining a diverse 
workforce.  
While MCPS is explicit in its commitment to increase staff diversity, the MCPS community perceives that there 
is room for improvement in developing a workforce that is representative of the racial and ethnic composition 
of the student body. The MCPS community members perceive multiple barriers preventing MCPS from 
recruiting a diverse workforce, including lack of prioritization to hire diverse staff, limited recruitment from 
diverse school districts and HBCUs, bias in the hiring process, unfair standards for candidates of color, and a 
lack of clear hiring processes. The document review revealed that MCPS already follows some of the practices 
recommended by community members to increase the rates of diverse staff, but feedback from focus group 
and community conversations suggest that the wider community is not aware of many of these efforts.

Observation 2.3: Staff members of different races and ethnicities are not distributed equitably across 
the various job classifications.  
Despite the reported underrepresentation of diverse backgrounds in MCPS, on the survey, staff members 
showed an overall high level of agreement that they regularly communicate with colleagues of races, skin 

https://www.marylandpublicschools.org/stateboard/Documents/2022/0726/TabGBlueprintAndDataDeepDiveTeacherPipelineAndDiversity.pdf


©2022. Mid-Atlantic Equity Consortium, Inc. All rights reserved  Executive Summary |MCPS Antiracist System Audit 5

colors, ethnicities, and cultures that are different from their own. This level of agreement was noticeably lower 
among support staff and teachers than among district administrators. In the focus groups and community 
conversations, participants perceived that staff of color are not evenly distributed between the different 
job classifications, most noticeably in leadership at school and district levels. Participants perceived that 
advancement opportunities for leadership positions are largely reserved for White staff.  

Observation 2.4: Some students and families report that the lack of staff diversity leads MCPS to be less 
responsive to the diverse needs of students of color. 
On the stakeholder survey, over 95% (n = 451) of school administrators agreed that “School administrators at 
my school are responsive to the varied needs of students from different racial, ethnic, and cultural groups.” 
More than 87% (n = 3,736) of teachers agreed to a similar question about the responsiveness of teaching 
staff. When asked about the extent to which staff members are responsive to the varied needs of racial/
ethnic groups and communities in the Equity Audit Tool, nearly 60% (n = 122) of ILTs rated their schools 
as “Established” or “Advanced.” In qualitative data collections, including community conversations, open-
ended survey comments, and focus groups, participants emphasized the link between workforce diversity 
and cultural competency, frequently referring to staff’s capacity to meet the needs of students from diverse 
backgrounds. Some parents and students shared the belief that the lack of staff diversity in MCPS contributes 
to an inability to check biases or challenge stereotypes; respond appropriately to bullying or disciplinary 
incidents; support teachers’ ability to cover challenging topics; relate appropriately with all students; and 
address relevant cultural events.

Domain 3: Work Conditions
Observation 3.1: MCPS aims to foster an organizational culture of respect.  
MCPS’s documents and policies demonstrated a clear aim to foster an organizational culture of respect 
as articulated in the MCPS 2022–2025 Strategic Plan. The majority of survey participants agreed that MCPS 
respects their culture, ethnicity, religion, and physical needs. On the Equity Audit Tool, 74.5% (n = 152) of ILTs 
rated their schools as “Established” or “Advanced” on the item “Staff members engage in healthy, productive, 
and respectful professional interactions with other staff members from cultural backgrounds different from 
themselves.” In contrast, the majority of central offices felt that they do not have norms or are still working on 
establishing norms related to a culture of respect among staff, with 75% (n = 12) rating themselves as either 
“Latent” or “Emergent.” 

Observation 3.2: Staff perceive that MCPS does not have a collective, systemic approach to antiracism. 
The district is less explicit about a collective commitment to antiracism at the school level. On the Equity 
Audit Tool, ILTs rated their schools low on the item “Staff share a common understanding of how to be 
antiracist,” with only 8.3% (n = 17) of ILTs rating their schools as “Established” and no ILTs rating their schools 
as “Advanced.” At the district level, 81% (n = 13) of offices rated themselves as “Latent” and 19% (n = 3) as 
“Emergent.” Staff who participated in the focus groups and interviews indicated that they do not perceive that 
MCPS has a collective, systemic approach to antiracism.   

Observation 3.3: Staff members express uncertainty that school administration and/or the district 
address reports about bullying, discrimination, or harassment.  
More than half of district administrators (54.8%, n = 212) and over one-third of support staff (35.8%, n = 1,006) 
and teachers (34.5%, n = 2,638) are unsure if reports about bullying, discrimination, or harassment related 
to race, skin color, ethnicity, or culture between or among staff, colleagues, or supervisors are addressed. 
Focus groups and interview participants expressed that there are issues affecting staff of color that often go 
unaddressed, and staff members lack a safe or effective venue through which to report grievances.  

Observation 3.4: Staff report high job satisfaction levels across the district but there are differences in 
the experiences of work conditions at MCPS based on racial/ethnic identities.  
School administrators and teachers report high levels of satisfaction at work, but teachers and administrators 
of color, particularly those who are Black/African American, had slightly lower satisfaction rates. There were 
statistically significant differences in how Black/African American school administrators responded to the 

https://www.montgomeryschoolsmd.org/campaigns/Strategic-Planning-FY22-25/
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stakeholder survey compared to their peers of other races/ethnicities on four items: being held to the same 
standards as other school administrators; being treated differently due to race, skin color, ethnicity, or culture; 
comfort level with talking to other school staff about race; and hearing school staff say things related to 
race, skin color, ethnicity, or culture that made them feel uncomfortable. School administrators of color who 
participated in the focus groups and interviews—especially Black/African American school administrators—
highlighted experiences of their authority being undermined, contributions questioned, and a work 
environment characterized by frequent microaggressions. These school administrators also shared feelings of 
exhaustion and isolation. 

Domain 4: Pre-K–12 Curriculum
Observation 4.1: MCPS’s Pre-K-12 curriculum varies in its incorporation of race, diversity, and inclusion; 
some members of the community would like curriculum to be more diverse and represent racial/ethnic 
identities of students.  
In its review of the MCPS curriculum frameworks, MAEC found that the majority of subject areas and courses 
lack references to race and the contributions of people of color. Only the English Language Arts and Social 
Studies curricula critically and intentionally examine race and ethnicity. Information collected from stakeholder 
surveys and focus groups revealed that, while many MCPS community members feel represented in the 
curriculum, some students feel excluded by what is and is not taught in the classroom. On the stakeholder 
survey, 50.7% (n = 9,890) of elementary school students and 59.9% (n = 33,382) of middle and high school 
students agreed that “What I am learning at school reflects the experiences and contributions of people from 
my racial, ethnic, and/or cultural background.” Similarly, among staff, 49.8% (n = 236) of school administrators 
and 57.1% (n = 4,366) of teachers agreed that the curriculum reflects the experiences and contributions of 
people from historically underrepresented racial, ethnic, and/or cultural backgrounds. On the Equity Audit 
Tool, 74.5% (n = 152) of ILTs rated their schools “Latent” or “Emergent” on the item “Teachers are equipped 
with the knowledge and skills to incorporate racially and ethnically diverse perspectives, experiences, and 
contributions into their classroom pedagogy.” When responding to the item, “Recommended textbooks and 
other instructional materials – across all subjects – reflect racially and ethnically diverse experiences and 
perspectives” 88.7% (n = 178) of ILTs rated their schools “Latent or “Emergent.” These observations suggest 
that racial diversity and inclusion is not thoroughly integrated in the content of the MCPS curriculum.  

Observation 4.2: Students and family members perceive that staff are not trained to teach different 
racial groups’ histories with nuance and cultural sensitivity.  
The majority of teachers (63.2%, n = 4,834) identified that they have the ability to teach in culturally sensitive 
ways and are provided with professional development opportunities related to culturally sensitive instructional 
practices (76.9%, n = 5,876). However, in focus groups and community conversations, participants shared 
experiences indicating that some teachers at MCPS lack the capacity to teach the histories of racial and ethnic 
groups with nuance and sensitivity. This misalignment indicates that some teachers may be unaware of their 
biases and that their teaching is not culturally sensitive and does not meet the needs of diverse learners. 
Based on the Equity Audit Tool, it appears that MCPS schools need to invest more effort in implementing 
culturally responsive teaching practices. On the item: “Culturally-sensitive topics/issues are addressed in ways 
that do not stereotype or stigmatize particular groups (e.g., lessons about slavery, racial slurs, etc.),” 9.8% (n 
= 20) of ILTs rated their schools as “Latent” and 57.4% (n = 117) of ILTs rated their schools as “Emergent.” A 
recurring theme shared by participants in focus groups is that Black/African American people are portrayed 
negatively in the curriculum, primarily within the context of poverty and/or slavery. In focus groups and 
community conversations, participants praised some teachers who go beyond the MCPS curriculum to create 
their own lessons and choose materials relevant to their students. However, many participants perceived an 
overall lack of sensitivity to the lived experiences and histories of all students.  

Observation 4.3: Families perceive schools rarely teach students about racial bias and how to address 
discrimination.  
Families expressed uncertainty regarding whether MCPS staff members were prepared to effectively teach 
about racism and how to confront it. In the family survey, over one-third (34.6%, n = 13,868) of respondents 
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selected “I don’t know” when asked if their child is taught about the negative effects of racism in their classes. 
In the administration of the Equity Audit Tool, no school rated themselves “Advanced” on items related to 
increasing students’ awareness about the effects of racial bias and discrimination and how to confront them. 
Members of the community expressed concern about the adequacy of staff preparation to lead difficult 
conversations about race. There is also evidence of students’ desire to learn more about racism and antiracism 
at school. Over 70.6% (n = 39,351) of middle and high school students agreed or strongly agreed that they 
“would like to learn more about race, ethnicity, and/or antiracism at school.”  

Observation 4.4: The MCPS community is divided in the role of antiracism in the curriculum. Some 
share that there is a tradeoff between antiracist and academically rigorous content.  
On the family survey, 88% (n = 35,314) of respondents agreed with the item: “I believe my child should be 
taught to recognize, understand, and interrupt racism.” Open-ended responses to the survey demonstrated 
nuanced variation on the opinions of those who supported the inclusion of antiracism in the curriculum and 
those who opposed doing so. There was considerable variation in how antiracism should be taught in the 
classroom. In the open-ended survey comments, middle and high school students discussed an interest in 
learning more about antiracism in school. As in the family survey, there were differing views on the value of 
learning about antiracism. Some students expressed that antiracism was irrelevant to their education, it was 
an uncomfortable topic to discuss, or that focusing on race only serves to cause more conflict. While there 
is widespread agreement among students and family members that antiracism should be included in the 
curriculum, there is also substantial opposition. Among those who do want antiracism to be discussed in 
the classroom, there are diverging opinions on how the topic should be approached. There are also families 
and students who oppose teaching antiracism altogether. Many of those opposed cite a tradeoff between 
antiracism and academic rigor.  

Domain 5: Community Relations and Engagement
Observation 5.1: MCPS has established policies that promote family and community engagement. Most 
staff rate their schools and workplaces high on items related to family and community engagement. 
In the document review, MAEC found that MCPS clearly states the importance of engaging with communities 
to effectively understand their needs and gather their feedback and perspectives. On the Equity Audit Tool, 
ILTs affirmed that there are established policies and a shared commitment to engaging families and the 
community. Almost 54% (n = 110) of ILTs rated their schools as “Established” or “Advanced” on the item: “The 
school plans for family engagement to provide opportunities that involve all school staff and all families.” The 
majority of surveyed staff, including teachers, school administrators, district administrators, and support staff, 
agreed that their schools or workplaces engaged with families in culturally responsive ways. Responses to 
these survey questions did not vary greatly based on respondents’ race, with two notable exceptions: while 
the majority of staff agreed that their schools engage in culturally responsive ways with families, a statistically 
significant lower portion of Black/African American teachers and Asian administrators agreed. 

Observation 5.2: Some staff perceive that the current system for communication and family 
engagement produces barriers for families of color, and report not knowing how to implement family 
involvement strategies in the ABC-Parent and Family Involvement district policy.  
On the Equity Audit Tool, 80.9% (n = 165) of ILTs rated their schools as “Latent” or "Emergent" on the item: 
“Staff know about the implementation strategies related to Family Engagement as outlined in the ABC - Parent 
and Family Involvement district policy.” ILTs also rated their schools low on a question asking whether their 
school has a culturally responsive plan for family engagement. This observation was further corroborated 
by staff who participated in focus groups. Some shared negative experiences regarding how MCPS engages 
families and the community. Some focus group participants also perceived that communication between 
MCPS and all families is not effective and exclusionary of families who do not speak English and families of less 
economic means. Both staff and families reported that the MCPS system is difficult to navigate. 
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Observation 5.3: While most families agree that communication from their school is easy to 
understand and helps to support their child, some families experience communication barriers. These 
barriers include unclear and disjointed messages, too much information, and challenges navigating 
virtual platforms.  
Overall, there is evidence that MCPS has established mechanisms for communication with family members. 
On the Equity Audit Tool, 79.9% (n = 163) of ILTs rated their schools as “Established” or “Advanced” on the item: 
“The school engages in two-way communication (both virtual and in-person) using multiple methods (e.g., 
phone calls, home visits, etc.) in languages families can understand.” The majority of family survey respondents 
reported satisfaction with MCPS’s current family and community engagement practices. In response to the 
survey item, “Communication from my child’s school is easy to understand and helps me know how to support 
my child,” 86.9% (n = 34,884) of family members agreed. However, 27.7% (n = 15,760) of families either didn’t 
know or disagreed that their child’s school engaged them in ways that respect and honor culture. Similarly, 
on the item “There is at least one person at my child’s school that I feel comfortable talking with when I have 
a question or concern,” 19% (n = 7,595) of families disagreed or chose the option “I don’t know.” Feedback in 
open-ended comments of the survey focused on the following central themes: barriers to communication, 
such as getting too much information; unclear and uncoordinated communication; communication 
characterized as being one-sided or biased towards White families; and frustration with online platforms, such 
as ParentVue. In focus groups, participants expressed concern that the MCPS system is difficult to navigate. 
They shared that there is minimal support and communication to assist parents, especially newcomer parents, 
in navigating the complex system. While survey results suggest that the majority of stakeholders are satisfied 
with MCPS’s current engagement practices, there is also evidence that the current practices do not reach all 
family and community members equitably. 

Observation 5.4: There are differences in how families and community members experience MCPS 
based on race/ethnicity. Families of color perceive challenges when engaging with the district.  
MCPS community members perceived that race affects how MCPS engages with families. On the Equity Audit 
Tool, 71.6% (n = 146) of ILTs rated their schools as “Latent” or "Emergent" on the item: “Racially/ethnically 
diverse students and families are part of the school improvement planning process.” Furthermore, there was 
a statistically significant difference in the way families of color responded to survey items relating to school 
engagement and comfort level interacting with school staff. In response to the survey item, “My child’s school 
engages my family in ways that respect and honor our culture,” family members who are White, followed 
by family members who are Hispanic/Latino, agreed with the statement at a higher rate compared to family 
members who are Black/African American, Multiracial, American Indian and Alaska Native, Middle Eastern and 
North African, and Native Hawaiian/Pacific Islander. In open-ended survey comments, family members from 
several racial groups reported feeling marginalized. Many families commented about the lack of services in 
languages other than English. In community conversations, participants expressed that newcomer families 
often lack an understanding of the U.S. education system, and cited language barriers as a particularly 
important issue for the Hispanic/Latino community. There appears to be variability in types and levels of 
communication families receive across the system. Certain families, especially families of color, feel excluded 
from information. 

Observation 5.5: Some families report a mistrust of MCPS due to a lack of transparency. They perceive 
that the district intentionally miscommunicates with families of color about scheduled events, 
enrichment and college and career programs, updates on academics, conflicts involving students, and 
expectations of parents.  
During the focus groups and interviews, many parents shared their perceptions of an intentional lack of 
transparency within MCPS. Families of students of color perceived a lack of access, transparency, and 
communication about advanced courses and magnet programs that resulted in students of color being 
excluded from opportunities. Community conversations’ participants shared a similar perception when 
discussing the lack of available information regarding academic programs and important updates. Across focus 
groups, community conversations, and open-ended survey comments, family members shared how the lack of 
transparency in communication can lead to mistrust of the entire school system.  
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Observation 5.6: Many families perceive a lack of a clear districtwide strategy for how to include 
diverse communities in school improvement and to meet student needs. Community members also 
perceive a lack of inclusivity in Parent Teacher Associations (PTAs).  
While MCPS clearly indicates the importance of engaging communities, it is unclear from the document review 
how MCPS works with communities to meet the needs of diverse students. Just below 60% (n = 23,681) of 
family members who participated in the survey agreed with the statement: “My child’s school has asked me 
for feedback and suggestions on how to improve my child’s education.” However, 46.8% (n = 18,753) of family 
members disagreed or responded “I don’t know” to the item: “My child’s school has asked me for feedback 
and suggestions on how to improve the school.” In focus groups and interviews, discussions about how 
MCPS schools involve family members often revolved around Parent Teacher Associations (PTAs). Several 
participants shared positive experiences with the PTA in their schools. However, the majority of families in 
focus groups expressed a lack of diversity and representation from different racial and ethnic backgrounds 
within PTAs. Accessibility served as a critical concern for participants who lack materials in languages other 
than English.

Domain 6: Equity of Access
Observation 6.1: MCPS aims to create equitable access to resources, facilities, and classes regardless of 
students’ race, ethnicity, or culture. Schools vary in equity of access to resources.  
In the document review, MAEC found that MCPS aims to direct funding to improve equitable access to 
resources for all students. On the stakeholder survey, 72.2% (n = 28,975) of family members answered 
positively to the item “Students at my child’s school are given equitable access to resources, facilities, and 
advanced academic classes regardless of their race, ethnicity, or culture.” Rates of agreement varied for staff 
members depending on their role: 86.5% (n = 409) of school administrators, and 87.0% (n = 6,645) of teachers 
indicated agreement. Only 42.4% (n = 164) of district administrators and 63.6% (n = 1,791) of support staff 
indicated agreement. Lower rates of agreement across multiple professional roles suggest inconsistency in 
access to resources for students from racially and ethnically diverse backgrounds. Students, family members, 
and staff who participated in focus groups further reported that resources are not always accessible or 
equitably distributed. Among the factors that interrupt both the provision and availability of resources, 
facilities, and programs, staff and families cited a lack of equitable funding and fundraising and program 
design. It is clear that there are excellent programs and resources within MCPS schools. Ensuring access to 
resources, facilities, and advanced academic programs requires further equitable and deliberate work.  

Observation 6.2: MCPS values the importance of using data to promote equitable learning outcomes. 
Some community members perceive that data is often collected and not fully utilized.  
Responses from the stakeholder surveys revealed that a majority of staff agree that disaggregation of student 
data by race, ethnicity, and language groups is practiced system-wide. Similarly, the majority of ILTs rated their 
schools as “Established” or “Advanced” on the Equity Audit Tool in response to a series of items about data 
from the Performance Matters tool being regularly disaggregated, analyzed, and discussed by different racial, 
ethnic, and language groups. District staff, school staff, and family members disagreed on the degree to which 
MCPS uses the disaggregated data to make informed, equitable decisions. Focus group participants, including 
staff and family members, perceived that there is a disconnect between MCPS’s data collection and its use. 
These participants shared that MCPS knows disaggregated data demonstrates disproportionality, achievement 
gaps, and inequitable work conditions based on race, ethnicity, and language group; but they perceive that 
the district is not doing enough to resolve these issues. While some staff members report efforts to use 
disaggregated data to develop solutions that advance equity, other staff members and families perceive little 
progress towards equitable outcomes. Staff and families perceive that MCPS is reluctant to engage in difficult 
conversations to make lasting change based on the data. 
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Observation 6.3: Community members perceive that a lack of cultural competency among staff results 
in discrimination against students of color and prevents them from receiving the resources they 
require to meet their diverse learning needs.  
Across focus groups, interviews, and community conversations, MCPS family members, students, and staff 
identified the prevalence of discriminatory behavior, biases, and stereotyping among staff toward students 
who are Black/African American, Hispanic/Latino, and Asian. Focus group participants reported that these 
interactions often create classroom and school environments that limit access to resources for students of 
color and leave them feeling excluded.  

Observation 6.4: Many members of the MCPS community perceive students of color are not provided 
equitable opportunities to enroll in rigorous courses that prepare them to be college and/or career 
ready.  
In the document review, MAEC found underrepresentation of racially and ethnically diverse learners in 
rigorous and advanced courses. Students and family members shared that advanced courses are less 
accessible to students of color. Participants in focus groups, interviews, and community conversations 
emphasized a number of factors that prevented access to rigorous and advanced courses for racially and 
ethnically diverse learners. On the systemic level, family members and staff mentioned the prevalence 
of tracking from an early age, and the lack of proportionate placement of students who are Black/African 
American and Hispanic/Latino on advanced tracks. Participants shared that teacher bias and discrimination 
could be determining factors for course recommendations. While MCPS has a stated commitment in their “All 
Means All” approach for student success, observations from all data collections indicate that students of color 
lack access, opportunities, and resources needed to reach their full potential.  

Conclusion

In response to the MCPS Antiracist Audit observations, MAEC offers a detailed list of aligned recommendations. 

View the recommendations.
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Montgomery County Public Schools (MCPS) identified the need for an antiracist system audit following a series 
of racist incidents in Montgomery County (Hartner, 2019; Mellendorf, 2019; Grunberger, 2021). The racist 
incidents, combined with the achievement gaps for students who are Black/African American, Hispanic/Latino, 
and/or eligible for Free and Reduced-Price Meals System (FARMS services), led MCPS to focus on addressing 
racism in the district to provide the highest quality of education to all of its students. The disparate effect of 
the COVID-19 pandemic on communities of color created an added urgency to transform educational policies, 
pedagogies, and practices to provide antiracist approaches that engage all students in the learning process. 

In October 2020, a committee of MCPS stakeholders that included students, family members, staff, 
administrators, and community organizations selected the Mid-Atlantic Equity Consortium, Inc. (MAEC) to 
conduct a system-wide audit that reviewed the extent to which MCPS’s policies, procedures, structures, and 
practices advance racial equity and disrupt systemic racism. MAEC conducted this audit in collaboration 
with the MCPS Office of Strategic Initiatives. The MCPS Antiracist System Audit was the first comprehensive, 
systemwide effort to engage the MCPS community in discussing the role that race plays across the entire 
school system. An antiracist system audit examines how different facets of a school system directly or 
indirectly affect students and staff relative to their race and ethnicity. MAEC’s Antiracist System Audit identifies 
pervasive inequities in structures, policies, practices, and procedures based on race and ethnicity to identify 
the roots of inequitable outcomes. 

The audit focused on six domains of inquiry2: School Culture, Workforce Diversity, Workforce Conditions, 
Pre-K–12 Curriculum, Family and Community Engagement, and Equity of Access. The audit focused on six 
domains of inquiry: School Culture, Workforce Diversity, Workforce Conditions, Pre-K–12 Curriculum, Family 
and Community Engagement, and Equity of Access (See Figure 1. The color assigned to each domain in Figure 
1 is consistently used throughout the report to identify that domain).  

2 The domains are listed in the same order that they were in MCPS’s Request for Proposals (RFP) (MCPS, 2020b). The listing does not  
   reflect order of importance.

Introduction

https://wtop.com/montgomery-county/2019/02/passes-with-permission-to-use-racial-slur-distributed-by-md-high-school-students/
https://wtop.com/montgomery-county/2019/04/two-whitman-hs-students-wore-blackface-school-said/
https://patch.com/maryland/silverspring/video-shows-police-officers-berating-threatening-5-year-old-boy
https://www.montgomeryschoolsmd.org/departments/procurement/uploads/4900.1/4900.1%20RFP%20FINALdocx.pdf
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Figure 1. Domains of the MCPS Antiracist System Audit

These domains of inquiry were identified by MCPS in the Request for Proposals (RFP) for a Systemwide Anti-racism 
Audit Consult. The audit was guided by the following evaluation questions:

1. School Culture: Is MCPS holistically taking a proactive approach to teaching their students and staff 
about the harm of racism and hate bias? How is MCPS strategically creating equitable and antiracist 
school cultures? 

2. Workforce Diversity: Is MCPS hiring for quality, expertise, and diversity in all areas of MCPS?  
3. Work Conditions: Does MCPS have a work environment in every office, division, and school that is 

astute to creating an environment that acknowledges and addresses the complexities around race, 
diversity, and inclusion and how these factors impact a person’s physical, psychological, and emotional 
well-being?  

4. Pre-K–12 Curriculum: How does MCPS’s curriculum provide interconnected and interdisciplinary 
learning experiences for students, Pre-K–12, that strengthens students’ sense of racial, ethnic, and tribal 
identities, helps students understand and resist systems of oppression, and empowers students to see 
themselves as change agents?  

5. Community Relations and Engagement: Is MCPS effectively engaging all communities to hear their 
needs and perspectives? Is MCPS effectively working with communities collaboratively to meet the 
needs of the students it serves?  

6. Equity of Access:3 Are all MCPS students provided equitable opportunities to learn and thrive 
academically and emotionally? Are there any systemic barriers to student success? 

Between December 2020 and June 2022, MAEC engaged 130,112 stakeholders, including students, families, 
community members, teachers, support staff, and school and district administrators, to learn about their 

3 In the MCPS RFP, MCPS identified the title of this domain as “All In: Equity & Achievement Framework.” This original title referenced  
   MCPS’s All In framework, with the intent to “determine how data already collected through the Evidence of Learning, Equity  
   Accountability Model, and Equitable Access to Resources correlates to the data unearthed through the audit in order to create an action  
   plan that serves to eliminate the achievement and opportunity gap for our students” (MCPS, 2020b). However, the MCPS team changed  
   the title of this domain to “Equity of Access,” because the questions asked under this domain related more to equity of access rather  
   than the specific All In Framework. 

https://www.montgomeryschoolsmd.org/departments/procurement/uploads/4900.1/4900.1%20RFP%20FINALdocx.pdf
https://www.montgomeryschoolsmd.org/departments/procurement/uploads/4900.1/4900.1%20RFP%20FINALdocx.pdf
https://www.montgomeryschoolsmd.org/departments/procurement/uploads/4900.1/4900.1%20RFP%20FINALdocx.pdf
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experiences related to access, opportunities, and interactions with others.4 MAEC identified systemic barriers 
by examining the relationship between racial/ethnic identity and academic, professional, and social emotional 
well-being for students, staff, and families. The final report synthesizes the key observations triangulated 
across all data collections; provides evidence-based recommendations for removing institutional barriers that 
have not served students, staff, and families to the highest level; and establishes next steps for MCPS to create 
an antiracist school system. 

Context for the Antiracist System Audit 

The MCPS Antiracist System Audit was conducted across a period of two years (December 2020-July 2022) 
during a pivotal period of U.S. and world history. When the audit began in December 2020, the country was 
nine months into the global COVID-19 pandemic. As a result of the pandemic, MCPS students participated in 
virtual learning from March 2020 through April 2021. Nationally, the pandemic exacerbated existing inequities, 
including opportunity gaps for students of color, student and teacher wellness, and resource allocation, 
resulting in trauma, interrupted learning, and school staff shortages, and undermining school district efforts 
to engage in equity work (OECD, 2020). MCPS data shows that COVID-19 has had a disproportionately negative 
impact on families of color (MCPS Office of Strategic Initiatives, 2022). 

COVID-19 shaped the execution of the audit in many ways: from extending the timeline to accommodate for 
students to return to physical schools after over one year of remote learning; to shifting to virtual options 
for focus groups/interviews and community conversations; to including specific questions evaluating how 
educational experiences had been impacted by COVID-19.  

Simultaneously, the MCPS community and the United States grappled with backlash to the Black Lives Matter 
movement, in the form of attacks on critical race theory and diversity, equity, and inclusion efforts in schools. 
Critical race theory (CRT) is a legal framework that identifies race as a social construct, and racism as prejudice 
and discrimination that is embedded in legal systems and policies (Sawchuk, 2021). Critics of CRT conflate this 
framework with culturally responsive efforts in schools aimed at supporting student diversity and equitable 
outcomes. The anti-CRT movement is a politically-organized, national effort to pass state laws and school 
board policies that restrict or prohibit the ability of schools to engage in activities that discuss race or racism, 
or, in many cases, gender identity, sexual orientation, and religion (Schwartz, 2021). This widespread pushback 
affected school systems across the country, including Montgomery County Public Schools, which responded by 
stating that MCPS does not teach CRT. In MCPS’s formal statement, they distinguished between CRT and their 
commitment to culturally responsive practices: “The school system does not shy away from its longstanding 
commitment to providing students with the tools to explore the evolution of our nation, its institutions, and 
policies through a lens that accurately reflects the experience of all communities and cultures” (Montgomery 
Blair High School, 2021). 

This report of MAEC’s Antiracist System Audit of Montgomery County Public Schools provides a snapshot 
of this dynamic two-year period. Since the start of the audit, MCPS has produced and updated policies 
and practices to accommodate the needs of the MCPS community. As a result, some policies and practices 
highlighted in this report may have changed by the time that this report is released. Moreover, the COVID-19 
pandemic and Black Lives Matter movement may have affected the perceptions of MCPS community members 
toward race and the school system. Due to the evolving nature of the pandemic and continued activism 
around antiracist efforts, it is important to consider the unique time frame in which the audit was completed 
while reflecting on its long-lasting effects on families and school communities. This report of MAEC’s Antiracist 
System Audit of Montgomery County Public Schools provides a snapshot of this dynamic two-year period. 
Since the start of the audit, MCPS has produced and updated policies and practices to accommodate the needs 
of the MCPS community. As a result, some policies and practices highlighted in this report may have changed 
by the time of the release of this report. Moreover, the COVID-19 pandemic and Black Lives Matter movement 
may have affected the perceptions of MCPS community members toward race and the school system. Due 

4 It is possible that stakeholders may have participated in multiple areas of the various data collections.

https://www.oecd.org/coronavirus/policy-responses/the-impact-of-covid-19-on-student-equity-and-inclusion-supporting-vulnerable-students-during-school-closures-and-school-re-openings-d593b5c8/#snotes-d4e569
https://docs.google.com/document/d/1TfSuM4deCRuCNsyoj2f1qqpRgrpOzxFUMfYEmW8Zlzg/edit
https://www.edweek.org/leadership/what-is-critical-race-theory-and-why-is-it-under-attack/2021/05
https://www.edweek.org/policy-politics/map-where-critical-race-theory-is-under-attack/2021/06
https://sites.google.com/mcpsmd.net/blazing-toward-equity-mbhs/mcps-statement-on-critical-race-theory
https://sites.google.com/mcpsmd.net/blazing-toward-equity-mbhs/mcps-statement-on-critical-race-theory
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to the evolving nature of the pandemic and continued activism around antiracist efforts, it is important to 
consider the unique moment while reflecting on its long-lasting effects.

MCPS Demographics

Montgomery County Public Schools (MCPS) is the 14th largest school system in the United States and the 
largest in the state of Maryland. In 2022, MCPS serves more than 160,000 students from 157 countries, who 
together speak 150 languages. Among the 212 schools, services, programs, and centers that MCPS operates,5 
20% are National Blue-Ribbon Schools and five MCPS high schools ranked in the top 200 of The Washington 
Post’s 2017 High School Challenge. MCPS has one of the highest graduation rates among the nation’s largest 
school districts at 91.4% (Maryland State Department of Education, 2022a). 

Of MCPS’s student population, its largest racial groups are Hispanic/Latino (33.4%), White (25.3%), Black/African 
American (21.9%) and Asian (14.1%). Almost 40% of MCPS students receive Free and Reduced-Price Meals 
System (FARMS Services), 18% of MCPS students receive English as a Second Language (ESOL) services, and 
12.3% of MCPS students receive special education services (MCPS, 2022a). While MCPS identifies diversity as 
one of its strengths (MCPS, 2020b), there can be challenges as MCPS strives to create a school system that is 
welcoming and responsive to all students.   

Previous Studies Examining Race at MCPS

In addition to MAEC’s Antiracist System Audit of MCPS, there have been multiple other studies about race in 
Montgomery County. 

The 1994 study, Slipping Towards Segregation: Local Control and Eroding Desegregation in Montgomery County, 
Maryland explored the efficacy of MCPS’s decision to leave desegregation measures to locally controlled school 
policies. It ultimately concluded that the effectiveness of desegregating MCPS had been limited because “there 
has never been an outside monitor or strong control of programs and policies originally designed to reduce 
racial isolation” (Eaton & Crutcher, 1994, p. 2-3).  

A 2006 study of MCPS conducted by the Public Education Leadership Project at Harvard University, Race, 
Accountability, and the Achievement Gap, identified positive changes, including a diversifying administration and 
workforce. It also noted that many neighborhoods were segregated by race and that standardized test scores 
for students who are Black/African American and Hispanic/Latino were lower than for students who are White 
(Mapp et al., 2006).  

In 2019, as a part of the development of the MCPS All In: Equity and Achievement Framework, Education Resource 
Strategies (ERS) partnered with MCPS to conduct a study exploring how well resources are allocated to 
promote equity and excellence for all students. Among the findings, this study reported that performance 
gaps still existed both across and within schools, particularly for students who qualify for FARMS Services and 
students of color (Education Resource Strategies, 2019).  

More recently, MCPS conducted a districtwide boundary analysis to understand the degree to which current 
school boundaries support diverse, accessible, meaningfully integrated, and culturally responsive schools 
in the district (WXY architecture + urban design & Public Engagement Associates, 2021). This analysis was 
driven by changing demographics, challenges related to school proximity, shifting programming needs, 
and overcrowded schools. It found high rates of racial and socio-economic dissimilarity in the Downcounty 
Consortium, which includes five high schools – Blair, Einstein, Kennedy, Northwood, and Wheaton – as well 
as their feeder middle and elementary schools. It also highlighted that “there were conflicting views on 

5 This includes 136 elementary schools, 40 middle schools, 25 high schools, 1 technology high school (considered a program), 5 special  
    schools, 1 special service program, 2 programs, and 2 early childhood centers.

https://reportcard.msde.maryland.gov/Graphs/#/AtaGlance/Index/3/17/6/15/XXXX/2021
https://www.montgomeryschoolsmd.org/uploadedFiles/homepageContent/MCPS-StrategicPlan-2022(1).pdf
https://www.montgomeryschoolsmd.org/departments/procurement/uploads/4900.1/4900.1%20RFP%20FINALdocx.pdf
https://files.eric.ed.gov/fulltext/ED374202.pdf
https://files.eric.ed.gov/fulltext/ED374202.pdf
https://files.eric.ed.gov/fulltext/ED374202.pdf
https://projects.iq.harvard.edu/files/pelp/files/pel043p2.pdf
https://projects.iq.harvard.edu/files/pelp/files/pel043p2.pdf
https://projects.iq.harvard.edu/files/pelp/files/pel043p2.pdf
https://www.montgomeryschoolsmd.org/evidence-of-learning-framework/all-in-equity-and-achievment-framework.aspx
https://www.montgomeryschoolsmd.org/evidence-of-learning-framework/equitable-access-to-resources.aspx
https://www.montgomeryschoolsmd.org/uploadedFiles/departments/publicinfo/Boundary_Analysis/BoundaryAnalysis_Final%20Report.pdf
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the role diversity should play in school boundaries, as well as a range of assumptions about the tradeoffs 
between diversity, proximity, and assignment stability” (WXY architecture + urban design & Public Engagement 
Associates, 2021). 

MAEC’s Antiracist System Audit contributes to this series of studies by being the first comprehensive, systems-
wide opportunity to engage the MCPS community in discussing the role race plays throughout the entire 
school system. MAEC explicitly focused on the self-reported experiences of the MCPS community and how they 
differ for students, staff, and families based on their race and ethnicity. The majority of data collections in this 
audit, with the exception of the document review, consisted of perception data. This form of data focuses on 
thoughts, beliefs, and attitudes of stakeholders who have a vested interest in seeing a school be successful 
(North Central Regional Educational Laboratory, 2004). Gathering perception data from various stakeholder 
groups is critical for improving educational systems (National Forum on Education Statistics, 2007). MAEC 
gathered perception data with the intent to understand how the district’s policies, practices, and procedures 
affect members of the MCPS community along lines of race and ethnicity, and to leverage the data to inform 
MCPS on how to improve the school system.

Definition of Antiracism throughout the Audit

MCPS defines racism as the systemic oppression of a racial group to the social, economic, and political 
advantage of another. Racism plays out on multiple levels: internalized, interpersonal, institutional, and 
structural (MCPS Office of Strategic Initiatives, 2022). 

The concept of antiracism was popularized by scholar Dr. Ibram X. Kendi in his 2019 book, How To Be an 
Antiracist. The Office of Strategic Initiatives partnered with MCPS leadership, the Antiracist System Audit 
Steering Committee, and other MCPS staff to develop a definition for MCPS. In their own words:

“Antiracism is working to ensure racial justice by identifying, interrupting, and dismantling racist 
practices, policies, and attitudes that disproportionately harm communities of color.

 Being antiracist means:

• Demonstrating an everyday commitment to critical reflection of how our beliefs, practices, and 
interactions contribute to inequitable outcomes by race.  

• Acknowledging the generational harm and disadvantages racism has caused in the communities 
in which we work and live. 

• Understanding how the prioritization of dominant culture contributes to racial inequities and the 
permanence of racism. 

• Identifying the racial inequities in our context and collaborate with staff, students, families, and 
community members to address them and hold each other accountable. 

• Disrupting and eliminating racist policies, practices, and procedures that block access, 
opportunity, and equitable outcomes for students, staff, and families of color. 

• Proactively developing new practices and policies that create access, opportunity, and equitable 
educational, social-emotional, and health outcomes for students, staff, and families of color” 
(MCPS Office of Strategic Initiatives, 2022, p. 4).

While MCPS acknowledges that all forms of oppression are harmful and affect academic and social emotional 
outcomes for students and staff, the school district chose to examine race and racism because “when looking 
at the data, racial disparities can be seen in all areas (ethnicity, gender, socioeconomic status, language 
proficiency, or disability)” (MCPS Office of Strategic Initiatives, 2022, p. 3). Getting feedback from the MCPS 

https://www.montgomeryschoolsmd.org/uploadedFiles/departments/publicinfo/Boundary_Analysis/BoundaryAnalysis_Final%20Report.pdf
https://www.montgomeryschoolsmd.org/uploadedFiles/departments/publicinfo/Boundary_Analysis/BoundaryAnalysis_Final%20Report.pdf
https://files.eric.ed.gov/fulltext/ED518630.pdf
https://nces.ed.gov/pubs2007/2007808.pdf
https://docs.google.com/document/d/1TfSuM4deCRuCNsyoj2f1qqpRgrpOzxFUMfYEmW8Zlzg/edit
https://docs.google.com/document/d/1TfSuM4deCRuCNsyoj2f1qqpRgrpOzxFUMfYEmW8Zlzg/edit
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community regarding their perspectives and experiences based on race identifies systemic inequities and 
holds the system accountable. By focusing on the systemic impact of racism, MCPS expressed a hope to gain 
the “lens and tools to examine the systemic inequities impacting the outcomes for all marginalized groups” 
(MCPS Office of Strategic Initiatives, 2022, p. 3). This focus on racism guided MAEC’s Antiracist System Audit. 

https://docs.google.com/document/d/1TfSuM4deCRuCNsyoj2f1qqpRgrpOzxFUMfYEmW8Zlzg/edit
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Between December 2020 and June 2022, MAEC conducted five separate data collections to lead a mixed-
methodology approach: 

1) A document review aimed at providing MAEC with a foundational understanding of MCPS’s policies, 
practices, and procedures.

2) MAEC’s Equity Audit Tool, which examined leadership perceptions of policies, programs, and practices 
that directly or indirectly affect students, staff, families, and other community stakeholders relative to 
race, ethnicity, and other socio-culturally significant factors. 

3) Surveys of students, staff, and families, which collected the perspectives of diverse constituent groups 
on their experiences and perceptions on race and racism at MCPS. 

4) Community conversations, which enabled the MCPS community to learn more about the Antiracist 
System Audit process and discuss the impact of race and racism on MCPS policies and practices.

5) Focus groups and interviews, which gathered feedback from representatives of the MCPS community 
related to the audit’s domains of interest, focusing on voices that might have been omitted from the 
other data collections.

MAEC originally planned to conduct classroom observations as another form of data collection. However, 
additional health regulations and an emphasis on maximizing instructional time made classroom observations 
unfeasible. They were replaced with additional focus groups. 

Figure 2 summarizes the order of the five data collections and the timeline of the audit. 

Methodology of the  
Antiracist System Audit
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Steering Committee

To ensure that members of the MCPS community could provide direct and ongoing feedback on the Antiracist 
System Audit, MCPS convened a steering committee composed of 43 students, family members, staff, and 
community organization members. This group provided feedback and guidance on key aspects of the audit, 
including the development of data collection instruments and the data collection process. The steering 
committee comprised members from the following organizations:

• 1977-II Action Group 

• African American Student Achievement Action Group 

• Asian Pacific Student Achievement Action Group 

• Black and Brown Coalition 

• Chinese American Parent Association 

• Gifted and Talented Association of Montgomery County 

• Impact Silver Spring 

• Jewish Community Relations Council 

• Latino Student Achievement Action Group 

• Linkages to Learning 

• Minority Scholars Program 

• Montgomery County Association of Administrators and Principals 

• Montgomery County Council of Parent Teacher Associations 

• Montgomery County Education Association 

• MCPS Family Engagement Action Team (FEAT) 

• Montgomery County Regional Student Government Association 

• National Association for Advancement of Colored People (NAACP) Parent Council 

• PODER (Latino Educators Group) 

• Service Employees International Union (SEIU), Local 500agement Action Team (FEAT)

The following sections detail each of the data collections that contributed to the audit. 

Document Review

To gain a foundational overview of MCPS, from December 2020 to April 2021, MAEC reviewed 17 documents 
identified by MCPS. The documents contained key information relevant to the Antiracist System Audit, and 
equipped MAEC to inform other data collections that formed the Antiracist System Audit, including focus group 
protocols, survey items, and additional document requests.  
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This list identifies the 17 documents that MAEC reviewed:

• ACA Policy: Nondiscrimination, Equity, and Cultural Proficiency

• Administrative and Supervisory Professional Growth System

• All In: Equity and Achievement Framework

• Cultural Proficiency Survey

• ESSA: Maryland State Report Card

• Human Capital Management: Reimagining Human Resources

• Individual Student Achievement Measures

• MCPS Strategic Plan

• Parent Engagement and Staff Climate Survey

• Pre-K through Grade 12 Curriculum Frameworks

• Study of School Principals in Montgomery County Public Schools: Exploration of Factors Associated 
with Turnover and Attrition

• School Safety and Security at a Glance

• Study of Teacher Workforce in Montgomery County Public Schools

• Study of Teacher Workforce in Montgomery County Public Schools: Attrition and Mobility

• Supporting Services Professional Growth System

• Teacher-Level Professional Growth System

• Workforce Data

Each document was reviewed by a pair of MAEC staff members who used an internally-developed rubric to 
rate the documents (see Appendix A). This rubric consisted of the six audit domains, each of which had at least 
one indicator and accompanying criteria. The domains, their indicators, and the criteria within each indicator 
were developed to align with key areas of the MCPS Antiracist System Audit. MAEC reviewers rated each 
indicator on a four-point Likert scale, which included an option of “not applicable”; (1) “Latent”: the document 
does not provide evidence to address the domain; (2) “Emergent”: the document indicates that MCPS makes 
some effort to address this domain; (3) “Established”: the document indicates that MCPS addresses the 
domain; and (4) “Advanced”: the document indicates that MCPS strongly and effectively addresses the domain.  

After rating each indicator, MAEC reviewers provided written rationale for their ratings. They provided 
feedback on accessibility and usability of the document, and identified follow-up questions and 
recommendations. To ensure reliability of findings, each staff pair reviewed the documents individually 
and then met to reach consensus regarding the ratings and rationales (see Appendix B for an overview of 
consensus ratings for each of the documents). After MAEC reviewers submitted all consensus ratings and 
rationales, MAEC’s Evaluation Team calculated the average rating for each indicator and synthesized rationales 
for ratings provided by the reviewers. 

https://ww2.montgomeryschoolsmd.org/departments/policy/pdf/policy%20aca,%20nondiscrimination,%20equity,%20and%20cultural%20proficiency%20updated.pdf
https://drive.google.com/file/d/1ylBVNmXQFX4udGkgJrhcGW1lEnrneL0x/view?usp=sharing
https://www.montgomeryschoolsmd.org/evidence-of-learning-framework/all-in-equity-and-achievment-framework.aspx
https://drive.google.com/file/d/18qdQRJ4NdeMeMfpnnxBlM-KyRW4jBMAK/view
https://reportcard.msde.maryland.gov/Graphs/#/AtaGlance/Index/3/17/6/15/XXXX/2019
https://go.boarddocs.com/mabe/mcpsmd/Board.nsf/files/BRJJUW4BF170/$file/Human%20Capital%20Mgmt%20200714%20PPT.pdf
https://www.montgomeryschoolsmd.org/data/individual-measures.html
https://www.montgomeryschoolsmd.org/campaigns/Strategic-Planning-FY19-22/
http://sharedaccountability.mcpsmd.org/SurveyResults/content.php
https://drive.google.com/drive/folders/1ou5sKr4Fm0BD8hIOV-O_Mpuf038OyeiJ?usp=sharing
https://www.montgomeryschoolsmd.org/departments/sharedaccountability/reports/2019/Final%20Principal%20Study%20-Graph%20corrected%20%201_23_20%20(002).pdf
https://www.montgomeryschoolsmd.org/departments/sharedaccountability/reports/2019/Final%20Principal%20Study%20-Graph%20corrected%20%201_23_20%20(002).pdf
https://www.montgomeryschoolsmd.org/departments/sharedaccountability/safetyglance/
https://www.montgomeryschoolsmd.org/departments/sharedaccountability/reports/2019/1st%20Teacher%20Report%20Final.pdf
https://www.montgomeryschoolsmd.org/departments/sharedaccountability/reports/2019/2nd%20Teacher%20Workforce%20Report%20Final.pdf
https://www2.montgomeryschoolsmd.org/siteassets/district/departments/professionalgrowth/supporting/SSPGSHandbook.4-7-17.pdf
https://drive.google.com/file/d/1XymTvv4s1_BjXDezfT7mUpthFoO3T7pj/view?usp=sharing
https://docs.google.com/presentation/d/1zvLojdLXGgC_uHyObnOEzsFiSUIKkGzh_YTsyhiQ6e4/edit?usp=sharing
http://bit.ly/maec_app1
http://bit.ly/maec_app2
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MAEC’s Equity Audit Tool

In May-July 2021, MAEC administered its Equity Audit Tool to examine how MCPS policies, programs, and 
practices directly or indirectly affect students, staff, families, and other community stakeholders relative to 
race, ethnicity, and other socio-culturally significant factors. MAEC’s Equity Audit Tool examines practices, 
policies, and procedures at the classroom, school, and district levels to determine if a school community 
is creating a positive, equitable learning environment that allows students and staff to perform at their 
highest levels. The survey items of the Equity Audit Tool were designed to (1) examine leadership perceptions 
of policies, programs, and practices that directly or indirectly impact students, staff, families, and other 
community stakeholders relative to race/ethnicity and other socio-culturally significant factors; and (2) provide 
a baseline view from the vantage point of Instruction Leadership Teams (ILTs) of various aspects of equity and 
systemic barriers to equity that might exist (Montgomery County Board of Education, 2021). MAEC developed 
the Equity Audit Tool relying on extensive experience in the field of educational equity and a review of relevant 
literature (MAEC, 2020; MAEC, 2022).  

Furthermore, the Equity Audit Tool is grounded in research-based best practices and an asset-based approach 
that affirms the power, potential, resourcefulness, and resilience of racially, culturally, and linguistically diverse 
populations and populations of less economic means. By emphasizing the importance of honoring the lived 
experiences of these groups, MAEC’s Equity Audit Tool is oriented toward social justice and equity. Through 
an asset-based approach, items on the Equity Audit Tool place the onus of change upon schools and district 
offices rather than on students and communities, which leads school and district staff to examine their own 
practices from a critical, antiracist lens. 

The Equity Audit Tool was administered through Qualtrics to (1) MCPS Instruction Leadership Teams 
(ILTs), consisting of elected representatives from the Service Employee International Union (SEIU) and the 
Montgomery County Education Association (MCEA), teacher leaders (e.g., staff development teachers, reading 
specialists, ESOL teachers, team leaders and content specialists), and administration; and (2) central office 
teams consisting of office representation from Montgomery County Administrators and Principals (MCAAP), 
SEIU, and MCEA when applicable. For individual schools, the tool consisted of seven sections, with a total of 80 
items overall (see Appendix C). The district version of the Equity Audit Tool included similar sections to those 
included in the Equity Audit Tool disseminated to schools, but with fewer items per section, for a total of 66 
items (see Appendix C).  

Individual respondents rated each statement on a four-point Likert scale: 

1. “Latent”: This rating corresponded to the school/office currently not doing anything, or having no 
system in place as it relates to the statement. 

2. “Emergent”: This rating corresponded to the school/office having some systems in place, but the 
systems being not explicit or strong. The school/office might still be working toward establishing 
policies and norms related to the topic of the statement. 

3. “Established”: This rating corresponded to the school/office having established explicit systems 
in place. In many cases, to be rated as “Established,” the school/office needed to have created 
documentation regarding the statement’s topic. 

4. “Advanced”: This rating corresponded to the school/office going above simply establishing explicit 
systems. The “Advanced” rating was reserved for items where a policy, process, or norm was centered 
on equity. A school/office that scored itself at the “Advanced” level was effectively focusing on creating 
an environment that acknowledges and operationalizes equity to address complex issues.

Individual ratings were provided by 2,430 staff members based in schools, and 83 staff members based in the 
district central office. In addition to the individual ratings, ILTs later collectively discussed their responses to each 

https://www.boarddocs.com/mabe/mcpsmd/Board.nsf/files/C2CKU55381D4/$file/Antiracist%20System%20Audit%20210420%20PPT.pdf
https://maec.org/reopening-schools/
https://aera22-aera.ipostersessions.com/?s=86-E1-6F-4E-F3-80-41-60-8F-99-A3-59-A0-A9-19-38
https://bit.ly/maec_a3
https://bit.ly/maec_a3
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item and submitted them as consensus ratings that reflected the overall opinions of all staff members. In total, 
there were 204 consensus responses from schools and 16 consensus responses from district central offices. At 
both the school and district level, the mean responses of all items were calculated to discern which items had 
the highest and lowest mean ratings. The 204 consensus responses were analyzed as an aggregate to develop 
descriptive statistics that demonstrated the proportions of responses to each item (see Appendix D for a 
detailed breakdown of responses to Equity Audit Tool items).

Stakeholder Surveys

In March 2022, MAEC conducted stakeholder surveys to answer the overarching research question: “To 
what extent does MCPS support racial equity and disrupt systemic racism through its policies, procedures, 
structures, and practices?” Surveys were administered by stakeholder group with items tailored to gauge their 
experiences. Broadly, survey items fell within the six domains of the MCPS Antiracist System Audit, allowing 
MAEC evaluators to triangulate the data across surveys and across larger data collections.  

In total, six stakeholder groups were surveyed: 

1. Students in grades 4–12 

2. Teaching staff, which includes staff who spend most of their work day in a classroom instructing or 
providing specialized instructional support to students 

3. Support professionals, which includes staff who provide support to students and other school 
community members outside of the classroom at a specific school or schools 

4. School administrators and school administrative staff, which includes staff who administer or support 
the administration of a specific school 

5. District administrators and district administrative staff, which includes staff who work out of or report 
to an office at the central district level 

6. Families

The aim of the student survey was to assess perceptions regarding the following four topics:

1. Students’ general attitudes about school and learning. Attitudes are considered a predictor of learning 
outcomes (Bryk & Schneider, 2003). 

2. Student experiences learning about race. This section gauged student perceptions of whether the 
MCPS curriculum empowers students and provides interconnected and interdisciplinary learning 
experiences that strengthen students’ sense of racial, ethnic, and tribal identities and helps them 
understand and resist systems of oppression. 

3. Student feelings about school climate and safety. A positive school climate has been associated with 
higher levels of student achievement (Voight, 2013). 

4. Middle and high school students’ access to enrichment courses and college and career readiness 
programs, focusing on honors and advanced classes and Advanced Placement (AP) and International 
Baccalaureate (IB) courses.

Data collected from elementary students is reported separately from data collected from middle and high 
school students since elementary students received a shorter survey with simplified items. In contrast, data 
from middle and high school students are reported together since they received the same survey. However, 
some items related to access to AP and IB coursework were asked only of high school students, so items that 
were only shown to high school students are noted when applicable (see Appendix E for all student survey 
items). 

https://bit.ly/maec_a4
http://www.miteacher.org/uploads/1/0/3/4/10347810/trust_in_schools.pdf
https://files.eric.ed.gov/fulltext/ED580366.pdf
https://bit.ly/maec_a5
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Similar to the student survey, the staff and family surveys aimed to gather data addressing the domains 
of the audit, including School Culture, Pre-K–12 Curriculum, Workplace Culture and Conditions, Family and 
Community Engagement, and the Equity and Achievement framework (see Appendix E for all staff and family 
survey items). 

Survey participants were asked to rate their agreement on a series of statements using a five-point Likert 
scale (“Strongly Disagree” to “Strongly Agree”), with a neutral (“I don’t know”) option. In addition, respondents 
were given the opportunity to provide open-ended responses at the end of each section. In addition to Likert 
scale items, each survey included a demographic section with questions about the participant’s social and 
household information (e.g., race, ethnicity, gender, language spoken at home). This was done to allow the 
data to be disaggregated by race and ethnicity. Aside from these items related to race, income, etc., no other 
personally identifiable information was collected. Survey translations were available in Amharic, Chinese 
(Traditional), French, Korean, Portuguese, Spanish, and Vietnamese. 

MAEC asked multiple groups to review the surveys to ensure their validity. Prior to administration, the surveys 
underwent multiple rounds of feedback, were reviewed by the steering committee, and were piloted among 
two racially diverse student groups: one composed of high school students and one composed of middle 
school students. The survey for elementary school students was reviewed by elementary school teachers. 
By piloting the survey to a small cohort of students, MAEC was able to finalize details such as language 
accessibility and technical logistics. All final surveys were reviewed and approved by the Office of Shared 
Accountability. Starting on February 2, 2022, the survey was promoted via MCPS distribution channels, such 
as newsletters and online flyers. It was administered electronically through Qualtrics, and opened on March 1, 
2022. The survey was closed on March 31, 2022. The student survey was administered to students directly in 
school.  

Because the data collection involved minors, MAEC and MCPS elected for an opt-out approach for attaining 
parental/familial consent. An opt-out form was released the month prior to the survey release date in order 
for non-participating students to be identified for an alternative, age-appropriate activity. In total, 579 parents 
filled out the opt-out form. Students whose parents/guardians did not complete an opt-out form had the 
opportunity to take the survey on school-provided Chromebooks during in-school hours. For the student 
survey, individual links were created for each school. Only students from that school had access to each link. 
Staff and family surveys were distributed to the community using a universal link, meaning anyone with the 
link could take the survey. Using a universal link allowed MAEC to capture input from as many staff and family 
members as possible and to prioritize accessibility. This type of link, however, made it impossible for MAEC 
to prevent duplicate submissions. It would have been possible for a single respondent to submit the survey 
multiple times, resulting in the overrepresentation of their views. 

By the end of the survey administration period, MAEC collected 62,241 responses on the family survey, 14,368 
responses on the staff survey, and 85,678 responses on the student survey.  

All three data sets were cleaned in multiple steps to ensure the integrity of participants’ responses and 
accuracy of conclusions drawn from the data. There were three steps for cleaning the family and staff data 
sets:

1. The sets were processed by excluding responses that were missing more than 50% of closed-ended, 
non-demographic items (i.e., items in which respondents were asked to select an answer). Considering 
how missing data can skew interpretations, authors vary on what proportion of missing data is 
acceptable for analysis, although some have set the cutoff for retaining missing data to be as high as 
40% (El-Masri & Fox-Wasylyshyn, 2005). To keep a larger proportion of partially-filled submissions, 
MAEC decided to keep respondents who answered at least 50% of items. From this first step of data 
cleaning, MAEC identified 14,937 responses from the family survey and 1,496 responses from the 
staff survey that were completely blank. A probable reason for the high number of blank submissions, 
especially from the family survey, is that MCPS sent the survey out multiple times to families and family 

https://bit.ly/maec_a5
https://cjnr.archive.mcgill.ca/article/view/1976


     MCPS Antiracist System Audit | Methodology                                ©2022. Mid-Atlantic Equity Consortium, Inc. All rights reserved.24

members may have clicked on the link again without knowing that they had already taken it, creating a 
blank response.  

2. MAEC removed respondents who selected all racial identities and/or selected all gender identity 
responses.  

3. MAEC removed respondents who took less than two minutes to complete the survey. 

This resulted in a final count of 40,123 responses on the family survey and 11,316 responses on the staff 
survey.  

The student data set went through a similar cleaning process. There were four steps for cleaning the student 
data sets:

1. Respondents who submitted a combination of grade level (i.e., elementary, middle, or high) and 
grade (e.g., 1st, 2nd, 3rd) that was contradictory were removed. Approximately 1,851 students were 
removed who selected a grade level that did not match their grade. This step addressed potential 
miscalculations that could result from students misrepresenting themselves. 

2. Afterwards, respondents who were missing more than 50% of questions, including demographic 
questions, were dropped from the data set. From this step, MAEC identified 1,808 responses from 
students that were completely blank. 

3. MAEC removed respondents who selected all racial identities, selected nine or more home languages, 
and all responses in the question pertaining to gender identity.

4. MAEC removed respondents who took less than two minutes to complete the survey.

This resulted in a final count of 75,213 responses on the student survey.  

When applicable, MAEC calculated percentages and counts of respondents who agreed, disagreed, or didn’t 
know for each item (see Appendix F for a detailed analysis of all survey responses). Based on stakeholder 
feedback and discussions with MCPS regarding the need to avoid setting the experiences of one racial group as 
the standard to which all other groups would be compared to, two-proportion z-tests were then conducted to 
test for statistically significant differences between the proportions of agreement of respondents of each racial 
group and the proportions of agreement of everyone else (Penn State Eberly College of Science, n.d.) Testing 
for statistical significance confirms whether any differences in agreement among respondents by racial group 
were due to chance. If a difference is found to be statistically significant it is very likely that it exists not just for 
those who took the survey, but for the entire population of similar stakeholders in MCPS (Foster et. al, 2022).  

MAEC evaluated open-ended survey responses by first coding all of the comments and then using common 
codes to triangulate findings across stakeholder groups. For the initial coding process, teams of approximately 
2-3 staff members were assigned to a single section (per stakeholder survey). Within each team, individual 
team members were assigned approximately 600-900 comments. To ensure consistency, teams were 
instructed to code an initial 50-100 comments and then reconvene to determine a final coding schema for 
that section. MAEC staff also discussed conventions for coding common findings in order for codes within the 
section to agree as closely as possible.  

After coding was finalized, a second team of staff members synthesized the comments. Staff performed high-
level overviews of each survey section to extract the total number of responses, sub-themes under selected 
codes (e.g., positive, negative, and other codes), representative quotes from stakeholders beneath each code, 
and salient quotes from stakeholders to be featured in the final report. 

Survey Demographics

In total, MAEC collected 126,652 survey responses from MCPS family members, staff, and students (see 
Table A). As part of the survey, respondents answered items related to both the audit domains and their 

https://bit.ly/maec_a6
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demographic information. Because the items varied by stakeholder group, respondents’ demographic 
information is summarized by survey.  

Table A. Number of family, student, and staff respondents to the stakeholder survey

Stakeholder Group Total Responses and response rate

Family 40,123 (36.4% response rate)*

Student 75,213 (68.1% response rate)

Staff 11,316 (55.9% response rate)

Total 126,652 (52.6% response rate)*

*Family response rate is approximated by dividing the number of family responses by the total student 
population. The actual number of family members with a child in MCPS was not available.   

Family Survey
Race and Ethnicity

The majority of family members self-identified as White (26.63%); Hispanic, Latinx, or Spanish origin6 (13.94%); 
and Asian (13.79%). A large portion of respondents (18.62%) neglected to report their racial identity (see Table 
B). Relative to family members of other racial groups, White family members were over sampled. 

 
Table B. Number and percentage of respondents to the family survey by race, organized by largest group to 
smallest group 

Race Count Percentage

White 10,684 26.63%

Hispanic, Latinx, or Spanish origins 5,592 13.94%

Asian 5.531 13.79%

Black/African American 5,518 13.75%

Multiracial 4,110 10.24%

Middle Eastern or North African 522 1.30%

American Indian or Alaska Native 56 0.14%

6 In MAEC’s data collection, the term “Hispanic, Latinx, or Spanish origin” was included as a racial identifier for respondents. However, MCPS more commonly  

   uses the term “Hispanic/Latino” to describe the same population. For consistency and clarity for the MCPS community, the report (excepting Methodology)  

   will align with MCPS’s language to describe this population as “Hispanic/Latino.” 
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Native Hawaiian or Pacific Islander 19 0.05%

Other 619 1.54%

Not Reported 7,472 18.62%

Total 40,123 100.00%

 
Staff Survey
Staff Roles

The staff survey was designed to incorporate several surveys into a single form for MCPS staff in different 
roles. Using display logic, respondents were prompted to fill out items based on their selected role. See Table 
C for the breakdown of survey participation by role. 

Table C. Number and percentage of respondents to the staff survey by professional role

Staff Group Count Percentage

School Administrator/School Administrative 
Staff (SA) 473 4.18%

District Administrator/District Administrative 
Staff (DA) 387 3.42%

Teacher/Teaching Staff (TS) 7,643 67.54%

Support Professionals (SP) 2,813 24.86%

Total 11,316 100.00%

 

Among the teaching staff who specified their subject area (n = 6,467), the majority of respondents selected: 
“I am an elementary school teacher; I teach all subjects” (32.95%) followed by “Other” (12.59%) and “English 
Language Arts” (10.39%). 

Race and Ethnicity

The majority of staff self-identified as White (District Administrators (DA): 48.55%; School Administrators (SA): 
52.73%; Support Professionals (SP): 42.03%; and Teaching Staff (TS): 67.15%), Black/African American (DA: 
23.70%; SA: 22.95%; SP: 18.54%; and TS: 10.21%), and Multiracial (DA: 11.27%; SA: 12.27%; SP: 10.37%; and TS: 
9.06%) (see Table D). A portion of respondents (n = 959) did not report their racial identity.
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Table D. Number and percentage of respondents to the staff survey by professional role and race organized 
by largest group to smallest group 

Race Count District 
Administration

School 
Administration

Support 
Professionals

Teaching Staff

White 6,209 48.55% 52.73% 42.03% 67.15%

Black/African 
American 1,365 23.70% 22.95% 18.54$ 10.21%

Multiracial 992 11.27% 12.27% 10.37% 9.06%

Hispanic, Latinx, or 
Spanish origins7 823 9.54% 6.59% 15.04% 5.50%

Asian 755 5.49% 3.86% 11.30% 6.20%

Middle Eastern or 
North African 98 0.58% 0.68% 1.26% 0.87%

American Indian or 
Alaska Native 17 0.00% 0.45% 0.37% 0.08%

Native Hawaiian or 
Pacific Islander 3 0.00% 0.00% 0.04% 0.03%

Other 95 0.87% 0.45% 1.06% 0.90%

Not Reported 959 10.59% 6.98% 12.55% 6.96%

Total 11,316 3.42% 4.18% 24.86% 67.54%

Student Survey
Grade Level

Within the student survey, there were three divisions based on grade level: elementary (4-5th grade), middle 
(6th-8th grade), and high school (9th-12th grade). Based on the respondent’s selection, students were 
prompted to answer different, age-appropriate items. See Table E for student participation by grade level.

 

7 In MAEC’s data collection, the term “Hispanic, Latinx, or Spanish origin” was included as a racial identifier for respondents. However,  
  MCPS more commonly uses the term “Hispanic/Latino” to describe the same population. For consistency and clarity for the MCPS  
  community, the report (excepting Methodology) will align with MCPS’s language to describe this population as “Hispanic/Latino.”
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Table E. Number and percentage of respondents to the student survey by school level 

Grade Level Count Percentage

Elementary 19,492 25.92%

Middle 28,368 37.72%

High 27,343 36.35%

Not Reported 10* 0.01%

Total 75,213 100.00%

*10 students omitted to report their grade level. 

 
Race and Ethnicity

The majority of students self-identified as Hispanic, Latinx, or Spanish origin (20.78%), White (20.56%), and 
Multiracial (19.62%). A small portion of respondents (5.80%) neglected to report their racial identity (see Table 
F). Compared to the student demographics of MCPS as of fall 2020, students identifying as White; Hispanic, 
Latinx, or Spanish origins8; Black/African American; or Native Hawaiian or Pacific Islander were under sampled. 
In contrast, students identifying as American Indian or Alaska Native or Multiracial were over sampled. The 
proportion of Asian students who took the survey is similar to the proportion of Asian students in MCPS. It 
is unclear whether students identifying as Middle Eastern or North African were under sampled or not since 
MCPS does not track that particular racial demographic. 

Table F. Number and percentage of respondents to the student survey by race organized by largest group to 
smallest group 

Race Count Percentage

Hispanic, Latinx, or Spanish origins 15,628 20.78%

White 15,466 20.56%

Multiracial 14,760 19.62%

Black/African American 12,810 17.03%

Asian 10,595 14.09%

Middle Eastern or North African 1,028 1.37%

American Indian or Alaska Native 268 0.36%

 
8 In MAEC’s data collection, the term “Hispanic, Latinx, or Spanish origin” was included as a racial identifier for respondents. However,  
   MCPS more commonly uses the term “Hispanic/Latino” to describe the same population. For consistency and clarity for the MCPS  
   community, the report (excepting Methodology) will align with MCPS’s language to describe this population as “Hispanic/Latino.”
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Native Hawaiian or Pacific Islander 28 0.04%

Other 267 0.35%

Not Reported 4,363 5.80%

Total 75,213 100.00%

Focus Groups and Interviews

At the end of the administration of the stakeholder survey, family and staff respondents who were interested 
in participating in a focus group about race and racism in MCPS were provided with a link to a focus group 
interest form in Qualtrics. The focus group interest form was also sent out to the entire community by MCPS. 
Focus group and interview recruits were identified via purposive sampling in order to ensure that MAEC heard 
from a wide array of voices. Focus groups and interviews occurred between May 16, 2022 and June 16, 2022. 

The focus group interest form asked all respondents to provide their relationship to MCPS and racial and 
ethnic group(s). Family members were asked if their child belonged to or if they could speak to the experiences 
of belonging to any of the following groups: (a) students who are English Learners; (b) students who belong to 
underrepresented religious groups such as Islam, Sikhism, Buddhism, Judaism, Jehovah’s Witness, Hinduism, 
and Seventh Day Adventist; (c) students who identify as LGBTQIA+; (d) students who have a disability; and (e) 
students who receive FARMS Services. Family members and parents were asked to provide their child’s school 
name and grade level. Staff were asked to provide their role, job title, and school or department. Students 
from all MCPS schools were invited to participate in the focus groups. To gather perspectives of students from 
a range of backgrounds and experiences, MAEC prioritized student recruitment from 48 schools based on 
school demographic composition, school location, and individual school responses to the Equity Audit Tool. 
Principals of these schools were asked to send out additional recruitment material to their school community. 
Students who participated in the focus groups attended 25 of the 48 schools selected for prioritization, in 
addition to 12 other schools which were not prioritized (see Appendix G for a breakdown of Focus Group and 
Interview participant demographics).  

The focus group interest form asked volunteers which MCPS student experiences they could speak to that 
may intersect with race and identity. The most common student experience that participants could speak to 
was that of students who have a disability (n = 45), followed by students who are English Learners (n = 44), and 
students who belong to underrepresented religious groups (n = 43) (see Appendix G). 

MAEC focused on recruiting individuals whose identity groups were under-sampled in the stakeholder survey 
and community conversations. Volunteers selected as a focus group or interview recruit were contacted via 
email and phone to determine their interest and availability in participating.  

In total, MAEC conducted 32 focus groups and four interviews with 236 participants: 11 focus groups with 
students, 10 focus groups with family members, 11 focus groups with staff, one interview with a student, one 
interview with a family member, and two interviews with staff members. The majority of participants in focus 
groups were family members (n = 94), followed by MCPS staff (n = 74), and MCPS students (n = 68). In total, 96 
schools were represented across all stakeholder groups. The largest percentage of focus group and interview 
participants were Black/African American (30.2%, n = 71), followed by Hispanic, Latinx, or Spanish Origin 
participants (20.4%, n = 48), and White participants (18.7%, n = 45) (see Appendix G).  

All focus groups and interviews were conducted virtually via Zoom and were staffed by a MAEC facilitator and 
a note taker. Focus groups and interviews followed a protocol based on the stakeholder group (see Appendix 
H) and were scheduled to last between 1–1.5 hours. Sessions were recorded and then transcribed. Qualitative 
analysis of the transcriptions was conducted by MAEC’s Evaluation Team using MAXQDA (see Appendix I for 
Focus Group and Interview Analysis).

https://bit.ly/maec_a7
https://bit.ly/maec_a7
https://bit.ly/maec_a7
https://bit.ly/maec_a8
https://bit.ly/maec_a8
https://bit.ly/maec_a9
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Community Conversations

MAEC originally proposed collecting qualitative data through nine in person regional town halls open to the 
public. Due to the COVID-19 pandemic, MAEC suggested making them virtual. The MCPS Equity Initiatives Unit, 
the steering committee, and members of the community raised several concerns, including: the open town 
hall format did not engage a diverse MCPS community; and the political climate could make participants feel 
unsafe to talk about the sensitive issue of race in a public forum. These concerns stressed the importance 
of modeling and creating antiracist forums for public discourse. As a result, MAEC and MCPS agreed to 
facilitate community conversations with members of key organizations that represented multiple voices from 
the community. MCPS and MAEC partnered to design the community conversations format to increase the 
participation of stakeholders who typically do not attend town hall meetings or respond to surveys.  

In total, five community conversations sessions were held in March 2022. Each session began with an overview 
from MCPS about the audit and an opportunity for participants to ask questions and fill out the stakeholder 
survey. After the discussion led by MCPS, all MCPS staff left the meeting and community members were 
invited to participate in MAEC-led breakout groups to discuss their experiences with race and racism in MCPS. 
The leadership of two organizations partnering with MCPS on this phase of the data collection chose only to 
participate in the MCPS-led portion of the community conversations and fill out the stakeholder survey. 

MAEC was able to conduct conversations over Zoom with members of three organizations: the NAACP 
Parents Council (NAACP), the Latino Student Achievement Action Group (LSAAG), and the Chinese American 
Parent Association of Montgomery County (CAPA-MC). In total, 79 stakeholders attended the community 
conversations: 21 from the NAACP Parents Council, 42 from LSAAG, and 16 from CAPA-MC. 

In each community conversation, participants were assigned to breakout rooms to ensure participants had 
time to respond to the five questions asked by MAEC facilitators (see Appendix J). The NAACP community 
conversations had five breakout room sessions (5/5 conducted in English), the LSAAG community 
conversations had six breakout room sessions (5/6 conducted in Spanish, 1/6 in English) and the CAPA-MC 
community conversations had three breakout room sessions (2/3 conducted in English, 1/3 in Mandarin). 

Following the community conversations, each breakout room session was transcribed and analyzed for 
themes by MAEC staff (see Appendix K for Community Conversations Analysis). Findings were grouped by 
the key domains of the Antiracist System Audit: School Culture, Workforce Diversity, Pre-K–12 Curriculum, 
Community Relations and Engagement, and Equity of Access. The domain topic Workforce Conditions was 
not discussed in this data collection because participants of the community conversations were mostly family 
members and caregivers, some students, and other community members belonging to one of the three 
organizations (NAACP, LSAAG, and CAPA-MC).

Data Triangulation

Data triangulation refers to the practice of verifying the validity of findings through multiple sources of data, 
each with its own strengths and weaknesses (Stavros & Wesburg, 2009). According to Denzin, in order to 
mitigate the potential of bias, it is important to consider data from multiple perspectives (Denzin, 2015). The 
MCPS Antiracist System Audit relied on quantitative sources of evidence through the stakeholder surveys 
and Equity Audit Tool and qualitative sources of evidence through the document review, focus groups and 
interviews, and community conversations. While the quantitative sources of data provide percentages that 
combine the responses of multiple people, qualitative sources of data provide rich stories expressed by 
individuals. Triangulating among these sources of data enabled the MAEC team to obtain a comprehensive 

https://bit.ly/maec_a10
https://bit.ly/maec_a11
https://doi.org/10.1108/13522750910963827
https://onlinelibrary.wiley.com/doi/10.1002/9781405165518.wbeost050.pub2
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understanding of the experiences of community members in MCPS instead of being limited to potentially 
biased perspectives from a single source of data.  

As part of the process of extrapolating valid observations, the MAEC team analyzed the information from each 
data collection separately to produce its own set of findings. For example, the stakeholder surveys for students 
demonstrated that there was widespread satisfaction with school climate and safety at MCPS. In contrast, 
the focus groups gathered the distinct perspectives of people who identified with a specific racial identity or 
attended a particular school, which revealed that some students had experienced racial discrimination at 
school and did not perceive a safe school climate. Afterwards, the MAEC team compared the findings of each 
data collection to identify observations that were common across multiple sources of evidence. This practice of 
data triangulation among distinct data collection methods strengthens the conclusions described in the report 
by ensuring that the participants in the MCPS Antiracist System Audit were as representative as possible of the 
MCPS community and that the findings expressed as numerical values are supported by detailed narratives. 

Considerations/Limitations

The Montgomery County Public School Antiracist System Audit used both quantitative and qualitative methods 
to collect data that reflect the diverse perspectives of the community. MCPS and MAEC sought out as many 
perspectives as possible with assistance from the steering committee, the Antiracist Expert Advisory Group 
(including local and national experts), and other affinity and non-profit groups. Despite MAEC’s best efforts, 
there are limitations to the methodology, and the observations may not reflect the full range of community 
members’ experiences. MAEC details the considerations that must be taken into account when reviewing the 
tables, quotations, and interpretations of the data.

Positionality of MAEC 

Founded in 1992 and located in Bethesda, MD, MAEC is an education non-profit dedicated to promoting equity 
and excellence in education to achieve social justice. MAEC works with educators, families, and community 
members to ensure that every student has an equitable opportunity to learn and achieve at a high level. MAEC 
is the home of the Center for Education Equity, the federally-funded Region 1 equity assistance center, which 
provides technical assistance to 15 states and territories, including Maryland. MAEC team members who 
collected and analyzed the data in addition to conducting the audit comprised a racially, socioeconomically, 
and geographically diverse group with members self-identifying as Black/African American, White, Hispanic/
Latino, Asian or Middle Eastern/North African. No one on the team self-identifies as American Indian/Alaska 
Native, or Native Hawaiian/Pacific Islander. Some, but not all, team members have attended an MCPS school. 
Some, but not all, team members have a child who attends or attended an MCPS school.

General Considerations

• All data collections were affected by the COVID-19 pandemic. 

• The data collections were conducted over a period of almost two years (December 2020-July 2022), 
during which certain policies and practices described in this report might have changed.  

• Many of the data collections rely on stakeholder perceptions of school policies and practices. Though 
MAEC attempted to verify the veracity of stakeholder perspectives through data triangulation, it is 
possible that some of the views they expressed do not accurately represent actual MCPS policies and 
practices. 



     MCPS Antiracist System Audit | Methodology                                ©2022. Mid-Atlantic Equity Consortium, Inc. All rights reserved.32

Considerations for the Document Review

• Documents for review were identified and selected by MCPS. MAEC did not independently verify the 
accuracy of information presented in these 17 documents. Other documents may exist that could have 
been relevant to the audit that were not provided to MAEC. MAEC’s discussion of district policies is 
dependent on the information from the available documents. Any discussion within the report related 
to the document review should not be construed as an evaluation of all district policies and conditions 
beyond the information included in the documents.  

• Documents were reviewed between December 2020 and February of 2021. Some documents, policies 
and practices, such as the Strategic Plan and Growth Systems have been updated or revised since the 
original review. MAEC made efforts to update findings based on newer versions of the documents. It is 
possible that certain data do not reflect current policies.

Considerations for the Equity Audit Tool

• Staff members at schools had the opportunity to individually submit their responses through the 
online platform Qualtrics prior to discussing and submitting their collective response as a school in a 
consensus version. On average, responses submitted in the consensus version were lower than those 
submitted by individuals. During the consensus process, stakeholders were encouraged to default 
to the lower response when having a hard time reaching consensus on an item. Furthermore, the 
group discussion that was part of the consensus process might have led staff members to change 
their standing on a certain practice or policy to “Latent” or “Emergent” rather than “Established” or 
“Advanced.” 

• Out of the 204 schools that participated in the Equity Audit Tool, more than 100 were elementary 
schools. Self-evaluations conducted by ILTs disaggregated by school level should be interpreted with 
caution since a low percentage of ILTs at elementary schools rating their schools as “Established” or 
“Advanced” on a particular practice or policy represents a larger number of schools than a similar 
percentage of middle or high schools. 

• Schools were provided with general descriptions of what each of the four ratings means. However, two 
ILTs rating their schools as “Advanced” on a particular item may not mean that they apply a specific 
policy in the same way. There might be some variation among schools with similar ratings.  

• Schools were instructed to utilize their existing ILT to submit the Equity Audit Tool. Consensus 
responses gathered through the Equity Audit Tool may have been influenced based on team diversity 
or lack thereof, especially for items relating to the racial demographics of MCPS teachers and the ways 
in which school principals communicate with teachers and other staff.

Considerations for the Community Conversations

• The NAACP Parents Council, the Latino Student Achievement Group (LSAAG), and the Chinese 
American Parent Association of Montgomery County (CAPA-MC) collectively represent a racially 
diverse portion of the MCPS community. The participants who joined these virtual events were self-
selecting, meaning that they were highly engaged with MCPS so as to be informed of the community 
conversation and willingness to share their experiences with others. They might hold particularly 
strong views that do not necessarily represent those of community members with more moderate 
opinions or who were not connected with these organizations.
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• MCPS led recruitment efforts for the Community Conversations, so it is possible that there might 
have been organizations that would have been interested in participating but were not connected 
to the district. Two organizations declined to participate in the Community Conversations. Due to 
the demographics of the organizations, the Community Conversations may not reflect the views of 
community members who self-identify as American Indian/Alaska Native, Native Hawaiian/Pacific 
Islander, or Middle Eastern/North African. Additionally, the views expressed by members of the CAPA-
MC may not be representative of the entire Asian community at MCPS. 

• MAEC offered an option for Community Conversations in languages spoken by participants. While 
MAEC was able to use our bilingual staff to facilitate all Spanish speaking groups, we did not have 
the internal capacity to facilitate a group in Mandarin. One CAPA-MC conversation was facilitated in 
Mandarin by an external consultant—a member of the MCPS community who is bilingual, and not a 
part of MAEC’s staff, and subsequently translated for analysis. The interpretation of this data is limited 
to the quality of the translation service and the consultant’s facilitation of the session.

Considerations for the Focus Groups/Interviews

• For the student focus groups/interviews, participant recruitment was prioritized at 48 schools that 
met demographic and geographic criteria as well as certain ratings on the Equity Audit Tool. Including 
staff and family focus groups, there were a total of 90 schools represented. Recruitment for the focus 
groups occurred through the stakeholder surveys, central communications by MCPS, and school 
principals to maximize reach, but it is likely that not everyone in the MCPS community was aware of the 
opportunity to participate in the focus groups.  

• Like the community conversations, participants in the focus groups/interviews were self-selecting, so 
they might have voiced stronger opinions about issues in MCPS than other community members. 

• Attendance in the focus groups greatly varied from school to school. The views that were shared may 
not be representative of a school’s learning conditions for a particular demographic, or for schools not 
represented in the sample. 

• While dates and times of focus groups were chosen with consultation from the MCPS community, 
ultimate decisions of when focus groups would occur were determined by the availability of MAEC staff 
and our effort to meet at days and times that we believed were most convenient for participants. Most 
focus groups occurred in the evening between 6:00 to 9:00 PM. Participation in focus groups required 
approximately 1.5 hours of time from community members and a reliable Internet connection. 
Consequently, focus groups may not have represented community members who work in the evenings 
or lack access to technology. 

• Student focus groups/interviews took place outside of class time during the last three weeks of the 
school year. This may have affected student participation levels. 

Considerations for the Surveys

• The stakeholder surveys for family members and school staff were distributed by email through an 
anonymous link on the online survey platform Qualtrics. Distribution by email enabled MAEC to reach 
a high number of community members, yet there might have been a considerable number of family 
members who rarely check, or lack, email addresses and were thus unable to share their experiences. 

• Respondents answered almost every item using a 5-point Likert scale that ranged from “Strongly 
Disagree” to “Strongly Agree,” including a neutral “I don’t know” answer to give options to respondents 
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and for the results to be analyzed. One respondent’s idea of what it means to strongly agree or 
disagree with an item may differ from another.  

• In elementary schools, the survey was administered only to fourth and fifth graders. This choice was 
made to ensure that all students who responded to the survey were developmentally prepared, 
including having the maturity and reading ability to independently participate. Thus, the survey 
excluded 53,091 K-3 elementary school students. As a result, no student data was gathered for 
schools that only serve grades K-3 students: Bel Pre Elementary, Montgomery Knolls Elementary, New 
Hampshire Estates Elementary, Roscoe Nix Elementary, Rosemary Hills Elementary, and Takoma Park 
Elementary.  

• To disseminate the survey as widely as possible and to allow families with multiple children enrolled 
in MCPS to participate for each child, there was no limitation placed on the number of submissions 
per individual or individual IP address. Thus, it is possible that individuals submitted multiple forms, 
possibly skewing the data. 

• The survey was translated into Amharic, Chinese (Traditional), French, Korean, Portuguese, Spanish, 
and Vietnamese. Considering the diversity of the MCPS community, more translations might have been 
needed to make the survey fully accessible. 

• In the family survey, more than 50% of respondents self-identifying as White, Multiracial, Other, or 
Middle Eastern/North African reported to have an income above $100,000. Approximately a third to a 
half of respondents self-identifying as American Indian/Alaska Native, Asian, Black/African American, 
Native Hawaiian/Pacific Islander had an income above $100,000. Responses on the family survey 
appear to not be representative of the entire socioeconomic spectrum of the MCPS community. 

• In both the family and staff survey, respondents who self-identified White were the largest racial group 
that submitted responses; respondents who self-identified as American Indian/Alaska Native and 
Native Hawaiian/Pacific Islander submitted the fewest responses. In the student survey, approximately 
22.2% of respondents were White, 22.5% were Hispanic/Latino, 18% were Black/African American, 
15.2% were Asian, 21.2% were Multiracial, 0.4% American Indian/Alaska Native, and .04% Native 
Hawaiian/Pacific Islander. In comparison, MCPS’s student demographics are 26.9% White, 32.4% 
Hispanic/Latino, 21.4% Black/African American, 14.1% Asian, 5.3% Multiracial, 0.2% American Indian/
Alaska Native, and 0.1% Native Hawaiian/Pacific Islander. Therefore, the responses to the survey might 
be overrepresenting some groups while underrepresenting others. The demographic section of the 
surveys included questions on race, ethnicity, gender, income, home language, and English Learner 
status. However, the survey did not explicitly ask for disability status, so it is unclear to what extent the 
survey represented the experiences of learners with a Section 504 or Individualized Education Plan 
(IEP). 

• Due to the complexity of the staff survey, there were no open-ended responses for school 
administrators, teachers, district administrators, and support staff to share their views, which limited 
the qualitative data that was obtained from these groups. Any quotations representing the views of 
staff were obtained from focus groups, which may have excluded those who might not have been 
comfortable sharing their experiences with others on Zoom. 

• As described in the methodology section, the data were cleaned in multiple steps by removing 
submissions that had contradictory demographic data, overly missing responses, and were completed 
extremely quickly. For respondents who selected more than one racial identity, they were categorized 
as Multiracial. It is possible that observations related to the survey could differ if the data had been 
cleaned in a different way.  

• Analysis of survey responses in foreign languages were interpreted by multilingual MAEC staff for 
Spanish, Korean, Mandarin, Portuguese, and French. Otherwise, these comments were analyzed using 
a translation service.  
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• Given the quantity of open-ended survey responses collected, multiple staff members were involved in 
the qualitative coding and analysis of survey comments. Despite intentional efforts to maximize inter-
coder reliability (e.g., mutually agreeing upon a coding schema), it is likely that coding varied between 
staff members. For clarity, a single staff member was then tasked with synthesizing observations from 
each survey section.

To address the limitations of any one form of data collection, MAEC triangulated multiple sources of data to 
derive conclusions that would fairly assess MCPS while representing the perspectives of as many community 
members as possible. The focus of this audit was primarily on race, but the provided recommendations 
address issues that lie at the intersection of racism and other forms of discrimination, such as sexism 
and classism. Acknowledging the limitations of the audit’s methodology is a reminder that the analysis of 
quantitative and qualitative data is influenced by human biases and external conditions beyond control. 

Interpreting Tables Summarizing Stakeholder Survey Analysis 

Throughout this report, MAEC uses standard tables to share information from the survey analysis and to 
identify which items had statistically significant differences across racial groups (see Figure 3). A statistically 
significant finding means that there is likely something beyond simple chance or error causing differences 
between different groups.

Figure 3. Explanation of how to read survey analysis tables in this report

When interpreting the tables, it is important to understand that when a group has a higher or lower rate of 
agreement, that group is being compared to all other respondents who are not a part of that racial group. 
Table G provides an example of a z-test that identifies statistical significance between the two rows: “% overall” 
and “% race.”  
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To calculate the percentages in the “% overall” row, MAEC identified the remainder of people who are not that 
race who expressed agreement divided by the total number of people who are not that race. For example, 
under the column “Multiracial,” 95% of survey respondents who are not Multiracial agreed with the item “I am 
proud of what I learn in school.” That means that of all of the people who are not Multiracial who responded to 
this survey item, 95% of that population agreed with this item. 

To calculate the percentages in the “% race” row, MAEC identified the number of people of one race who 
agreed with the item divided by the total number of people of that race who responded to the survey item. 
For example, 94% of survey respondents who are Multiracial agreed with the item “I am proud of what I learn 
in school.” That means that of all of the people who are Multiracial who responded to this survey item, 94% of 
that population agreed with this item.  

In Table G, MAEC identifies which responses are statistically significant by the asterisks in the table. For 
readers who are interested in reviewing a detailed analysis for each item on the stakeholder surveys, including 
statistical significance, see Appendix F.  

Table G. Z-test disaggregation by race and statistical significance for the item “I am proud of what I learn in 
school

TABLE G.  Z-Test: Disaggregation by Race and Statistical Significance  
(*** p < 0.001; ** p < 0.01; * p < 0.05)  

Item % White
Multi- 
racial

AI/NA Asian Black Hispanic ME/NA NH/PI Other

I am proud 
of what I 
learn in 
school.

Overall 95% 95% 95% 94% 95% 94% 95% 95% 95%

Race 94% 94%** 95% 95% 94% 96%** 94% 88% 96%

In the interest of clarity, and informed by feedback from stakeholders and representatives of the MCPS 
Strategic Initiatives Unit, MAEC chose not to report all of the individual differences between the racial groups 
in the report. The purpose of these tables is to highlight where the differences between racial groups were 
statistically significant, not to highlight the magnitude of the difference. MAEC acknowledges that for many 
calculations, the magnitude of the difference is small. 

https://bit.ly/maec_a6
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Observation 1.1: MCPS states an explicit commitment to working toward creating welcoming school cultures. 
Most stakeholders rate school culture as high but there are differences in how students, staff, and family 
members experience school culture based on race/ethnicity.

___________________________________________________________________________________________________________________

Observation 1.2: Families and students report that race-based bullying and discrimination is prevalent 
throughout MCPS.  
___________________________________________________________________________________________________________________

Observation 1.3: MCPS lacks a comprehensive district-wide system to build the internal capacity of staff to 
facilitate conversations about race and dismantling racism. Family members question staff ability to promote 
equitable achievement for all students.  
___________________________________________________________________________________________________________________

Observation 1.4: Some MCPS community members perceive that school staff treat students and family 
members of color differently in the form of harsher discipline and biased attitudes.   

Visit the glossary to clarify acronyms and technical terms.

DOMAIN 1: 
School Culture
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The following observations relate to the School Culture audit domain. MAEC sought to examine how MCPS 
supports school staff and students with an antiracist and equitable school culture where all students can thrive 
academically and emotionally. 

This section aims to answer the questions: 

       1)    Is MCPS holistically taking a proactive approach to teaching their students and staff about the harm of  
         racism and hate bias?

       2)    How is MCPS strategically creating equitable and antiracist school cultures?  

The evidence for these observations was triangulated from the document review, Equity Audit Tool, 
stakeholder surveys, community conversations, and focus groups. Findings are supported by statistics and 
quotations from the triangulated data.  

  I was really thinking about unconscious bias that might be more at   

 the teacher level, rather than the student levels . . . I had observed a 

class where all the Black boys had desks facing a wall or a window. And 

when asked about this setup to the particular teacher that my son was 

in, it was, ‘Oh, this helps them to remain focused and not as distracted.’ 

But I don’t think that the teacher was sensitive to the appearance of 

what that looks like when you walk into a classroom and all the Black 

boys are faced away from the rest of the class and not interacting with 

the class, right?

(Family member, Black/African American)
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Observation 1.1: MCPS states an explicit commitment to working 
toward creating welcoming school cultures. Most stakeholders rate 
school culture as high but there are differences in how students, 
staff, and family members experience school culture based on race/
ethnicity. 

MAEC’s document review revealed that MCPS values cultural proficiency and cultural responsiveness and 
strives to create a welcoming and inclusive school culture. The MCPS 2022-2025 Strategic Plan states as one 
of its goals to “promote positive, caring, and supportive district and school climates respectful of students 
and staff.” The Teacher Professional Growth System, the Supporting Services Professional Growth System, and the 
Administrative Professional Growth System reference a commitment to equity and contain language that refers 
to the elimination of racial inequities. These three growth systems establish a comprehensive system for 
recruiting, staffing, developing, evaluating, recognizing, and retaining high-quality staff in all of MCPS’s schools 
and offices. They also establish cultural responsiveness and success as a priority and make explicit references 
to equity, cultural competence, and the importance of a positive school culture. MAEC reviewers noted that the 
Supporting Staff Growth System and the Administrative Professional Growth System include an explicit discussion 
of the expectations for staff regarding their role in combatting racism and bias at MCPS. The Teacher 
Professional Growth System explicitly mentions the teacher’s role in eliminating racial inequities, but there is no 
description of the role of teachers in facilitating learning about race or racism among staff and students.

The importance of an inclusive school culture was echoed during the administration of the Equity Audit 
Tool with items relating to School Climate/Environment. At the school level, items related to School Climate/
Environment had the highest rating of all other sections of this assessment (m = 2.74, n = 203). More ILTs rated 
their schools as “Established” and “Advanced” on items related to School Climate/Environment than on any 
other section of the Equity Audit Tool. Items with the highest rates of ILTs rating their schools as “Advanced” 
included: (1) “The virtual and in-person library/media center has recent visual, print and non-print materials 
that accurately provide information about diverse student groups in traditional and non-traditional roles,” 
with 61 ILTs rating their schools as “Advanced”; and (2) “School assemblies, special programs and speakers are 
racially/ethnically diverse” with 32 ILTs rating their schools as “Advanced” (see Figure 4).

The document review revealed MCPS demonstrates an explicit commitment to creating welcoming school 
cultures in their policies and professional growth systems. These findings were corroborated by data 
from the Equity Audit Tool, where the majority of ILTs consistently rated items related to school climate 
as “Established” or “Advanced.” Furthermore, on the stakeholder surveys, students and families showed 
high levels of agreement with items related to school culture. In the section pertaining to school culture on 
the family survey, 84.1% (n = 33,728) of respondents agreed that “staff at my child’s school (e.g., teachers, 
special educators, teaching assistants, paraprofessionals) are responsive to my family’s needs.” However, 
while most stakeholders rated school culture as high, there are differences in how students, staff, and 
family members experience school culture based on race/ethnicity. For many items, the analysis revealed 
statistically significant lower proportion of agreement among respondents of color.  

SUMMARY OF OBSERVATION 1.1

https://www.montgomeryschoolsmd.org/campaigns/Strategic-Planning-FY22-25/
https://drive.google.com/file/d/1XymTvv4s1_BjXDezfT7mUpthFoO3T7pj/view
https://www2.montgomeryschoolsmd.org/siteassets/district/departments/professionalgrowth/supporting/SSPGSHandbook.4-7-17.pdf
https://drive.google.com/file/d/1ylBVNmXQFX4udGkgJrhcGW1lEnrneL0x/view?usp=sharing
https://www2.montgomeryschoolsmd.org/siteassets/district/departments/professionalgrowth/supporting/SSPGSHandbook.4-7-17.pdf
https://drive.google.com/file/d/1ylBVNmXQFX4udGkgJrhcGW1lEnrneL0x/view?usp=sharing
https://drive.google.com/file/d/1XymTvv4s1_BjXDezfT7mUpthFoO3T7pj/view
https://drive.google.com/file/d/1XymTvv4s1_BjXDezfT7mUpthFoO3T7pj/view
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Figure 4. Distribution of items related to school climate on the Equity Audit Tool

The stakeholder surveys confirmed that most stakeholders agreed that MCPS has positive school culture, 
with stakeholders rating items relating to school culture highly. However, the surveys showed statistically 
significant differences in stakeholder experiences based on race. MCPS community members of color, 
particularly those who are Multiracial, tended to report lower rates of agreement across various items related 
to school culture (see Table H, I, J).

Overall, MCPS students report a positive attitude towards school. Over 70% of elementary, middle, and high 
school students consistently responded favorably to items designed to measure student Attitudes about 
School and Learning (see Table H). An overwhelming majority of elementary school students (85%, n = 16,560) 
and high school students (80.1%, n = 44,696) agreed with the item: “I am proud of what I learn in school,” with 
statistically lower rates of agreement for elementary school students who are Multiracial, as well as middle 
and high school students91 who are Multiracial, American Indian/Alaska Native, and Black/African American. 
Furthermore, 82.7% (n = 16,124) of elementary school students and 83.8% (n = 46,734) of middle/high school 
students agreed with the item: “My teachers encourage me to participate in class.” This item was rated lower 
by students who are Hispanic/Latino in elementary, middle, and high school. 

MAEC observed statistically significant lower rates of agreement across items dealing with School Climate. 
Elementary students identifying as Multiracial, Black/African American, or Other were less likely to agree 
with the item: “I feel I belong at school.” Additionally, elementary students identifying as American Indian/
Alaska Native, Black/African American, or Hispanic/Latino were more likely to agree with the item: “I feel I am 
sometimes treated differently because of my race, skin color, ethnicity, or culture at school.” 

Middle and high school survey respondents demonstrated a similar trend. Although 76.8% (n = 42,822) of 
middle and high school students either agreed or strongly agreed with the item “I feel I belong at my school,” 
a statistically significant lower proportion of students who are Multiracial, American Indian/Alaska Native, 
and Black/African American indicated their agreement. Similarly, while 74.3% (n = 41,422) of middle and high 
school students either agreed or strongly agreed with “I feel respected at my school,” a statistically significant 
lower proportion of students who are Multiracial, American Indian/Alaska Native, and Black/African American 
indicated agreement.

9  Throughout the report, MAEC presents stakeholder survey results for elementary school students and middle/high school students separately. Middle/high  

    school students were asked the same questions, so their responses are grouped together. Elementary school students received a survey that was modified  

    to account for their reading ability and developmental needs. 
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Table H. Survey responses from elementary, middle, and high school students

Demographic 
& Survey 
Section

Survey  
Item

Agreement Disagreement
I don’t 
 know

Higher 
Agreement

Lower 
Agreement

Elementary 
School Students: 
Attitudes about 
School and 
Learning

I am proud of 
what I learn in 
school.

85%  
(n = 16,560)

4.9%  
(n = 967)

9.6%  
(n = 1,876)

Hispanic/
Latino Multiracial

My teachers 
believe in me.

79.7%  
(n = 15,539)

3.8%  
(n = 748)

15.6%  
(n = 3,034)

White 

Asian

Black/African 
American

My teachers 
make me feel 
capable and 
successful.

80.3%  
(n = 15,646)

6.9%  
(n = 1,354)

11.7%  
(n = 2,271) Asian Black/African 

American

My teachers 
encourage me 
to participate in 
class.

82.7%  
(n = 16,124)

6.5%  
(n = 1,256)

9.8%  
(n = 1,905) White Hispanic/

Latino

I am 
comfortable 
asking my 
teachers 
questions about 
my school work.

70.7%  
(n = 13,791)

16.4%  
(n = 3,188)

12.1% 
(n = 2,362)

White 

Asian
Multiracial

Middle and High 
School Students: 
Attitudes about 
School and 
Learning 

I am proud of 
what I learn in 
school.

80.1%  
(n = 44,696) 

8.6%  
(n = 4,796)

8.6% (n = 
4,796) 

Asian 
Hispanic/

Latino

Multiracial 
AI/AN1  

Black/African 
American

My teachers 
believe in me.

79.6%  
(n = 44,318)

13.4% 
 (n = 7,473)

13.4% (n = 
7,473)

White  
Asian

Multiracial 
AI/AN1 

Hispanic/
Latino

My teachers 
make me feel 
capable and 
successful.

79.1% 
 (n = 44,087)

9.1%  
(n = 5,061)

9.1% (n = 
5,061) Asian Multiracial

My teachers 
encourage me 
to participate in 
class.

83.8%  
(n = 46,734)

5.3% 
 (n = 2,960)

5.3% (n = 
2,960) 

White  
Asian

Multiracial

AI/AN1 

Hispanic/
Latino

I am 
comfortable 
asking my 
teachers 
questions about 
my school work.

74.4%  
(n = 41,483)

6.4%  
(n = 3,585)

6.4% (n = 
3,585) 

White  
Asian  

Black/African 
American 
ME/NA3

Multiracial  
Hispanic/

Latino
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Elementary 
Students: 
Climate and 
Safety

I feel I belong at 
school. 

74.1%  
(n = 14,442)

11.3% 
 (n = 2,207)

13%  
(n = 2,550)

White  
Asian

Multiracial  
Black/African 

American 
Other2

I feel I am 
sometimes 
treated 
differently 
because of 
my race, skin 
color, ethnicity, 
or culture at 
school. 

18.4%  
(n = 3,591)

67.6 
 (n = 13,181)

12.1% 
 (n = 2,356)

AI/AN1  
Black/African 

American 
Hispanic/

Latino

White

Middle and High 
School Students: 
Climate and 
Safety 

I feel I belong at 
my school. 

76.8%  
 (n = 42,822) 

12.8%  
(n = 7,137) 

9.9% 
 (n = 5,497) 

White 
Asian 

Multiracial   
AI/AN1  

Black/African 
American

I feel respected 
at my school. 

74.3%  
(n = 41,422) 

14.7%   
(n = 8,154) 

10.3% (n = 
5,733) 

White   
Asian  

Hispanic/
Latino 

Multiracial   
AI/AN1  

Black/African 
American

1
American Indian/Alaska Native.  2
Respondents who identified as Other were Albanian, Balkan, Belarusian, Belizean, Brazilian, Caribbean, Eritrean, Greek, Grenadian, Guamanian, Guyanese, 

(Ashkenazi) Jewish, Kosovar, Malagasy, and Mauritian.  3
Middle Eastern/North African.

Because the rates of agreement differed between elementary school students and middle/high school 
students, it suggests that there may be differences in experience based on grade level (see Table I). According 
to their surveys, middle and high school students are more likely than elementary school students to feel 
that what they are learning reflects the experiences and contributions of people from their racial, ethnic, 
and/or cultural background. However, middle and high school students were also more likely to feel treated 
differently, see students tease or bully others, or see offensive content on social media related to their race, 
skin color, ethnicity, or culture.

Table I. Comparison of rates of agreement between elementary school students and middle/high school 
students

Statement % Agreement 
(Elementary School)

% Agreement
 (Middle & High School)

What I am learning at school reflects the 
experiences and contributions of people from 
my racial, ethnic, and/or cultural background. 

50.7% 

(n = 9,890) 

59.9% 

(n = 33,382) 

I feel I am sometimes treated differently based 
on my race, skin color, ethnicity, or culture at 
school. 

18.4% 

(n = 3,591) 

25.2% 

(n = 14,056) 
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I have seen students tease or bully other 
students because of their race, skin color, 
ethnicity, or culture. 

27.8% 

(n = 5,418) 

42.0% 

(n = 23,401) 

I have seen offensive content on social media 
about students from my school related to their 
race, skin color, ethnicity, or culture. 

15.2% 

(n = 2,961) 

30.6% 

(n = 17,083) 

Overall, family members who participated in the stakeholder surveys also tend to agree that MCPS cultivates 
positive school cultures. In the section pertaining to school culture, 84.1% (n = 33,728) of family respondents 
indicated agreement (i.e., selecting “Agree” or “Strongly Agree”) with the following statement: “Staff at 
my child’s school (for example, teachers, special educators, teaching assistants, paraprofessionals, etc.) 
are responsive to my family’s needs.” While rates of agreement were high among all respondents, fewer 
respondents from Multiracial, American Indian/Alaska Native, Black/African American, and Hispanic/Latino 
groups agreed with this item, and this relationship was statistically significant. Also, 74.5% (n = 29,894) of 
respondents indicated disagreement with a related survey item: “I feel my child is treated differently at school 
because of their race, skin color, ethnicity, or culture.” A statistically significant higher proportion of Black/
African American, Multiracial, and Hispanic/Latino respondents agreed with this item.

Table J. Responses of family members to items related to school culture

Demographic 
& Survey 
Section

Survey  
Item

Agreement Disagreement
I don’t 
 know

Higher 
Agreement

Lower 
Agreement

Family Members: 
School Culture

Staff at my 
child’s school 
(for example, 
teachers, 
special 
educators, 
teaching 
assistants, 
para-profess-
ionals, etc.) 
are responsive 
to my family’s 
needs.  

84.1%  

(n = 33,728)

10.5%  

(n = 4,219)  

5%  

(n = 1,999)

White  

Asian  

Multiracial  

AI/AN1  

Black/
African 

American  

Hispanic/
Latin

I feel my child 
is treated 
differently at 
school because 
of their race, 
skin color, 
ethnicity, or 
culture.  

13.5%  

(n = 5,417)

74.5%  

(n = 29,894)  

11.2%  

(n = 4,506)

Multiracial  

Black/
African 

American  

Hispanic/
Latino

White

1American Indian/Alaska Native.
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In the focus groups, many students expressed that school climate in their school is positive, and shared steps 
their school is taking to create a school climate that is welcoming to people of diverse races and ethnicities:

“My school does talk a lot about it and talk about how everybody should be treated equally and different ways 
that you should treat others because they do prioritize this idea that you can’t judge someone. My school, my 
high school, they do a lot of times where they just talk about that, which does help me. And I find that very helpful 
because there are people that just don’t understand each other that well. So I do like that about my school.” 
(Student, Hispanic/Latino) 

“My school does a really good job of doing racial and inclusive things . . . I think because our school is kind of 
majority Black and Brown and free to create your own club and kind of do what you want, that the students 
make it so that we have a lot of I guess inclusive racial things. And also there’s a lot of White teachers, but there’s 
also a lot of teachers of color too that are promoting these and supporting the students’ activities. So I think my 
school does do a good job of that.” (Student, Black/African American) 

“When I was looking at course and club selections, there was LGBTQ clubs . . . It was just a bunch of different 
stuff, very different from what I was used to. A lot of spaces for every ethnicity. There was a Google spreadsheet 
with hundreds of them and I was just shocked at how many there were . . . I think [my current high school is] 
more equitable than the [schools] I went to before, just because it’s more diverse and has these clubs and stuff.” 
(Student, Asian)

However, when asked about school climate, some students described a general atmosphere of racism present 
in their school:

“In my school, personally, there are so many Instagram accounts that are specifically reserved to actually making 
racist comments, and I have had to experience that.” (Student, Asian)   

“I would say that the White students at the school that I go to have it easier than the students of color at the 
school. Not only because of like racism directed at the students from other students, but also from teachers, 
whether knowingly or unknowingly.” (Student, White)  

“I go to a predominantly Black school. . . it’s predominantly Black and Hispanic people at my school. And I think 
personally we have a very strong community of people . . . But I think that being at a Black and Brown school 
that doesn’t have that many resources and that much funding compared to the upper county schools where it’s 
majority White students. I think when people come to our school, it’s almost as if we’re downplayed or like people 
have come to us like, ‘Oh, your school’s like ghetto. The top of your building is falling out.’ And it’s like they’re then 
associating that with this Black and Brown school with this in a low to mid income area. And I think that affects 
the experience of students at our school. That students are not proud to be at the school that we’re at, but they 
should be. But I know that there’s plenty of people are like, ‘Ew, you go here.’ And I think that largely affects the 
experience of Black students at my school.” (Student, Black/African American)  

Based on triangulated evidence presented in this observation, MAEC finds that MCPS makes efforts to take 
a proactive approach to creating positive school cultures free from racism and hate bias. However, quality 
and levels of effort differ across the district. Though ILTs report that they are working to strategically create 
equitable and antiracist school cultures, students and families report varying experiences with school culture, 
with statistically significant differences on the basis of race. These different experiences indicate that MCPS’s 
approach to developing school cultures free from racism and hate bias may be fragmented, not holistic. 
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Observation 1.2: Families and students report that race-based 
bullying and discrimination is prevalent throughout MCPS.

In order to further study school culture at MCPS, MAEC looked closely at how MCPS deals with race-based 
bullying and discrimination, and its effect on experiences of the community. Though not a part of the 
original document review process, MAEC reviewed MCPS’s system for Bullying, Harassment, or Intimidation 
Prevention. MCPS Policies JHF, Bullying, Harassment, or Intimidation and JHF-RA, Student Bullying, Harassment, or 
Intimidation provide clear procedures to prohibit bullying in schools, including implementing prevention, early 
intervention, remedial actives and specific consequences as needed (MCPS, 2022b). JHF, Bullying, Harassment, 
or Intimidation clearly articulates that incidents of hate bias are prohibited, but the policy does not explicitly 
call out race-based bullying and discrimination. Hate bias and race-based bullying are not clearly called out in 
JHF-RA, Student Bullying, Harassment, or Intimidation though it defines bullying, harassment, or intimidation as 
“motivated by actual or perceived personal characteristics as defined by the Board of Education Policy ACA, 
Nondiscrimination, Equity and Cultural Proficiency” (MCPS, 2018a).  

MCPS also has a robust system for reporting bullying. The MCPS website includes links to MCPS Form 230-
35G, a county wide form to report bullying, as well as the Maryland Center for Safe Schools. MCPS Form 230-35G 
identifies racial/ethnic harassment and allows those reporting an incident to choose “action/comments related 
to the student’s race/ethnicity, the student’s national origin or immigration status” (MCPS, 2022b). However, 
the form is long, text-heavy, and is only available in English. The form also includes many mandatory questions 
that a reporter is required to fill out before submitting, which can discourage reporting. Finally, the form does 
not define hate bias or racial/ethnic bullying and harassment.

The Equity Audit Tool analysis indicated that implementation of practices related to student behavior and 
the use of data to monitor bullying might differ from school to school. The majority of ILTs rated their schools 
as “Established” (n = 153) or “Advanced” (n = 25) on the item “Staff set expectations, teach and reinforce 
positive behavior” with less than 13% of ILTs rating their schools as “Latent” (n = 2) or “Emergent” (n = 24). 
Fewer ILTs rated their schools as “Established” (n = 106) or "Advanced" (n = 13) on the item “Staff hold all 
students to consistent standards of behavior,” with almost 42% of ILTs rating their schools as “Latent” (n = 4) or 
“Emergent” (n = 81). ILTs were also asked if in their schools “Bullying or harassment data is regularly collected, 

MCPS has policies related to bullying, harassment, and discrimination. These policies could be 
strengthened by clearly defining and providing examples of race-based hate bias. Evidence from students, 
families, and staff indicates that there is a gap between MCPS policies and experiences with bullying and 
discrimination for students, families, and staff of color. The MCPS community perceives that bullying based 
on race is pervasive and prevents students of color from feeling comfortable in schools. Across elementary, 
middle, and high school students, a statistically significantly higher proportion of students of color agreed 
with statements related to experiencing or witnessing bullying on the basis of race, skin color, ethnicity, or 
culture. Race- and ethnicity-based bullying, harassment, and microaggressions were discussed in 29 out 
of 36 focus groups and interviews; all student focus groups raised these issues. Responses from ILTs on 
the Equity Audit Tool reveal another gap: while most staff across the district set expectations, teach, and 
reinforce positive behavior; there is variation in how schools use data to monitor and address bullying 
at their schools. The prevalence of acts of race-based bullying, harassment, and discrimination in MCPS 
schools demonstrates that the district does not consistently create an environment where all students are 
safe from the harm of racism and hate bias.

SUMMARY OF OBSERVATION 1.2

https://ww2.montgomeryschoolsmd.org/departments/policy/detail.aspx?recID=291&policyID=JHF&sectionID=10
https://ww2.montgomeryschoolsmd.org/departments/policy/detail.aspx?recID=292&policyID=JHF-RA&sectionID=10
https://www.montgomeryschoolsmd.org/info/bullying/
https://ww2.montgomeryschoolsmd.org/departments/policy/detail.aspx?recID=291&policyID=JHF&sectionID=10
https://ww2.montgomeryschoolsmd.org/departments/policy/detail.aspx?recID=291&policyID=JHF&sectionID=10
https://ww2.montgomeryschoolsmd.org/departments/policy/detail.aspx?recID=292&policyID=JHF-RA&sectionID=10
https://ww2.montgomeryschoolsmd.org/departments/policy/detail.aspx?recID=292&policyID=JHF-RA&sectionID=10
https://docs.google.com/forms/d/e/1FAIpQLSerLEN1O5vLbPZPiUN6VXVWFwEFVveSKPD_cODXYrkcsIPMwQ/viewform
https://docs.google.com/forms/d/e/1FAIpQLSerLEN1O5vLbPZPiUN6VXVWFwEFVveSKPD_cODXYrkcsIPMwQ/viewform
https://schoolsafety.maryland.gov/Pages/Tipline.aspx
https://docs.google.com/forms/d/e/1FAIpQLSerLEN1O5vLbPZPiUN6VXVWFwEFVveSKPD_cODXYrkcsIPMwQ/viewform
https://www.montgomeryschoolsmd.org/info/bullying/
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disaggregated, analyzed, and discussed,” to which 58 ILTs rated their schools as “Latent,” 82 as “Emergent,” 57 
as “Established,” and seven as “Advanced.” These results suggest variability in how schools monitor student 
behavior as well as bullying and harassment (see Figure 5). 

Figure 5. Distribution of ratings for items related to student behavior and the use of data to monitor bullying 
on the Equity Audit Tool

Across elementary, middle, and high school students who responded to the stakeholder survey, a statistically 
significant higher proportion of students who are not White agreed with statements related to experiencing or 
witnessing bullying on the basis of race, skin color, ethnicity, or culture. In response to the item “I have been 
teased or bullied by other students because of my race, skin color, ethnicity, or culture,” 16.0% (n = 3,109) of 
elementary school students agreed or strongly agreed, with a significantly higher proportion of students who 
are Multiracial, American Indian/Alaska Native, and Black/African American indicating agreement (see Table 
K). This trend was more pronounced for middle and high school students: over 20% (n = 11,215) of middle and 
high school students agreed or strongly agreed with this item. There was also a statistically significant higher 
proportion of respondents who are American Indian/Alaska Native, Multiracial, Asian, Black/African American, 
and Middle Eastern/North African indicating agreement. 

Similarly, 27.8% (n = 5,418) of elementary school students agreed or strongly agreed with the item: “I have seen 
students tease or bully other students because of their race, skin color, ethnicity, or culture.” This response 
included a statistically significantly higher proportion of respondents who are Multiracial, Black/African 
American, and Hispanic/Latino indicating agreement. This pattern was more pronounced for middle and high 
school students, as 42.0% (n = 23,401) of middle and high school students agreed or strongly agreed with the 
same item, with a statistically significant higher proportions of Multiracial, American Indian/Alaska Native, 
Asian, and Black/African American respondents indicating agreement.

When considering the item “I have seen offensive content on social media about students from my school 
related to their race, skin color, ethnicity, or culture,” 15.2% (n = 2,961) of elementary school students agreed 
or strongly agreed, with a statistically significant higher proportion of American Indian/Alaska Native, Black/
African American, and Hispanic/Latino respondents indicating agreement with the statement. This pattern was 
more pronounced for middle and high school students: 30.6% (n = 17,083) of middle and high school students 
agreed or strongly agreed with this survey item, with a statistically significant higher proportion of Multiracial, 
American Indian/Alaska Native, and Black/African American respondents indicating agreement with the 
statement. 

The overall responses to the survey items about race-based discrimination suggest a broad issue of racial 
bullying and harassment within MCPS.
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Table K. Responses of elementary, middle, and high school students to items in the domain of “Climate and 
Safety”

Demographic 
& Survey 
Section

Survey  
Item

Agreement Disagreement
I don’t 
 know

Higher 
Agreement

Lower 
Agreement

Elementary 
School 
Students: 
Attitudes about 
School and 
Learning

I have been 
teased or 
bullied 
by other 
students 
because of 
my race, 
skin color, 
ethnicity, or 
culture.

16% 

(n = 3,109) 

73.5% 

(n = 14,325) 

9.1% 

(n = 1,782) 

Multiracial 

AI/AN1

 Black/
African 

American 

White 

I have seen 
students 
tease or 
bully other 
students 
because of 
their race, 
skin color, 
ethnicity, or 
culture. 

27.8% 

(n = 5,418) 

54.7% 

(n = 10,664) 

16.3%

 (n = 3,169) 

Multiracial

 Black/
African 

American 

Hispanic/
Latino 

White    

Asian 

I have seen 
offensive 
content 
on social 
media about 
students 
from my 
school 
related to 
their race, 
skin color, 
ethnicity, or 
culture. 

15.2% 

(n = 2,961) 

62.6% 

(n = 12,207) 

20.5% 

(n = 4,004) 

AI/AN1 

Black/
African 

American 

Hispanic/
Latino 

White    

Asian 
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Middle and 
High School 
Students: 
Climate and 
Safety

I have been 
teased or 
bullied 
by other 
students 
because of 
my race, 
skin color, 
ethnicity, or 
culture. 

20.1% 

(n = 11,215)  

72.9% 

(n = 40,598)  

6.3% 

(n = 3,492) 

Multiracial 

AI/AN1 

Asian

 Black/
African 

American 

ME/NA2 

White 

Hispanic/
Latino 

I have seen 
students 
tease or 
bully other 
students 
because of 
their race, 
skin color, 
ethnicity, or 
culture. 

42% 

(n = 23,401)  

47.1% 

(n = 26,276)  

10% 

(n = 5,553)  

Multiracial 
AI/AN1

Asian

Black/
African 

American 

White 

Hispanic/
Latino  

I have seen 
offensive 
content 
on social 
media about 
students 
from my 
school 
related to 
their race, 
skin color, 
ethnicity, or 
culture. 

30.6% 

(n = 17,083)  

57.2%

 (n = 31,904)  

11.1% 

(n = 6,216) 

Multiracial

 AI/AN1 

Black/
African 

American 

White 

Hispanic/
Latino  

1American Indian/Alaska Native, 2Middle Eastern/North African

In particular, MAEC found that MCPS ESOL students at all school levels experience and/or witness greater 
discrimination based on race, skin color, ethnicity, or culture than non-ESOL students. This was evidenced by 
statistically significant differences in proportions of agreement for items related to bullying, harassment, and 
cyberbullying on the surveys (see Table L). 
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Table L. Comparison of agreement between ESOL middle and high school students and non-ESOL middle and 
high school students

Survey Item 
% Agreement 
of non-ESOL 

Students 

% Agreement 
of ESOL 

Students 

Elementary 
School 
Students

I have been teased or bullied by other 
students because of my race, skin color, 
ethnicity, or culture. 

15% 22%*** 

I have seen students tease or bully other 
students because of their race, skin color, 
ethnicity, or culture. 

31% 38%*** 

I have gotten into arguments about race, skin 
color, ethnicity, or culture at school. 14% 19%*** 

I have seen arguments about race, skin color, 
ethnicity, or culture at school. 27% 32%*** 

I have seen offensive content on social media 
about students from my school related to 
their race, skin color, ethnicity, or culture. 

16% 24%*** 

Middle and 
High School 
Students

I have been teased or bullied by other 
students because of my race, skin color, 
ethnicity, or culture. 

19% 25%***

One or more adults at my school have said 
things related to race, skin color, ethnicity, or 
culture that made me upset. 

21% 25%***

I have been involved in physical or verbal 
fights for reasons related to race, skin color, 
ethnicity, or culture at school. 

9% 15%***

I have witnessed physical or verbal fights for 
reasons related to race, skin color, ethnicity, 
or culture at school. 

27% 30%***

*** p < 0.001 

Many family members who responded to the stakeholder survey expressed concern that race- and ethnicity-
based bullying is not addressed by school leaders. Only 54.5% (n = 21,863) of family respondents indicated 
agreement with the survey item: “Administrators at my child’s school (for example, the principal and assistant 
principal) address reports about bullying, discrimination, or harassment related to race, skin color, ethnicity, 
or culture between or among students.” A statically significant lower proportion of Multiracial, Black/African 
American, and Hispanic/Latino respondents reported agreement on this item. Moreover, a considerable 
number of respondents selected “I don’t know” (33.2%, n = 13,310), suggesting that administrators may need 
to communicate with the wider community about race-based bullying, discrimination, and harassment (see 
Table M). 
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Table M. Responses of family members to items in the domain of “School Culture”

Demographic 
& Survey 
Section

Survey Item Agreement Disagreement
I don’t 
 know

Higher 
Agreement

Lower 
Agreement

Family 
Members: 
School 
Culture 

Admin-
istrators at my 
child’s school 
(for example, 
the principal 
and assistant 
principal) 
address 
reports about 
bullying, 
discrim-
ination, or 
harassment 
related 
to race, 
skin color, 
ethnicity, 
or culture 
between 
or among 
students. 

54.5% 

(n = 21,863) 

11.5% 

(n = 4,634) 

33.2% 

(n = 
13,310) 

White 

Multiracial 

Black/

African 
American 

Hispanic/

Latino

In addition to the survey, the focus groups/interviews and community conversations identified explicit 
incidents of bullying and harassment among students at MCPS. Race- and ethnicity-based bullying, 
harassment, and microaggressions were discussed in 29 out of 36 (80.5%) focus groups and interviews, 
including all 12 of the student transcripts, eight out of 12 (66.7%) of the family transcripts, and nine out of 
12 (75.0%) of the staff transcripts. Moreover, racially-motivated incidents of bullying and harassment were 
discussed in nine of the 14 (64.2%) community conversations. Some members of the MCPS community 
described dissatisfaction with their school’s and/or the district’s response or handling of specific racial 
incidents, and expressed the view that there is a lack of action and accountability from the school and/or the 
district.

“Other than those diversity trainings that we’re taking, just being decent human beings to our coworkers, there’s 
no accountability when it comes to those microaggressions, to those very blatant racist statements. I’ve had a 
couple teachers this school year drop the N-word and no accountability.” (Staff, Black/African American) 

Discussing how their children were called racial slurs, one family member shared: “It was known that this 
was going on, there were no consequences to it. This was known widely through the school body and nothing 
happened. This is just something that we want to raise awareness too, because due to a lack of consequences to 
it, I think overall the behavior did not adjust itself very well. There were some efforts made by the administration 
to create an environment where kids could share things, but overall, because I didn’t see consequences to the 
behavior. It went more into a dog whistling type of factor as opposed to [overt] name calling but the behavior is 
still there. Again, I attributed directly to be a lack of consequences for these kids for behaving this way.” (Family 
member, Hispanic/Latino) 

 “From a very young age [my daughter and some of her classmates] have already experienced bullying that has 
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a racial undertone. To be clear, my daughter does not identify as White and she’s received comments about her 
hair. Her friends have received comments that . . . other individuals will not play with them because of their race. 
They’ve received comments about their skin color. And when that happens, the children do not know who to 
turn to when that happens and I find out about it and I go to the teachers. It’s not reported up to the principal 
because I had a conversation months later with the principal, she never heard about any problem in the school 
at all . . . it feels like there isn’t a systematic way for this information to get disseminated within the school 
and to be dealt with within the school. So I definitely think there are issues and I think there needs to be more 
holistically.” (Family member, White) 

“Well, when somebody is teased and a parent tells the teacher, she just says like, ‘Don’t do that.’ Unlike when 
a couple of people aren’t listening, she makes a huge, big speech. But she needs to do that for the people that 
are being teased about their hair or their race. And I think the teachers that are doing that could improve that, 
because that’s what our teacher just—she says, ‘Don’t tease people about her hair.’ And then she just goes back 
on her computer.” (Student, Black/African American)

In response to the question “If the school staff see racism happen, do they say something and what do they 
do?” five out of seven Black/African American middle school students in the focus group responded with “no” 
in the Zoom chat. One student commented: 

“Sometimes they act like it doesn’t happen unless parents self-advocate for kids or it gets online . . . They have 
to actually see it as an issue, if that makes sense.” Another student in the same focus group elaborated: “If only 
people, or parents, activists . . . or people on the school board see it as a problem or start talking about it—make 
it a whole school thing—that’s when they would be like, ‘We’ll actually try to do something to stop this from 
happening.’ But if no one actually says, ‘This is a bad thing. You guys shouldn’t be doing this. Why are you guys 
doing this?’ and makes it a problem for the school itself—that makes the school look bad—then they won’t do 
anything.” 

In a focus group of White students, one student answered the same question about school staff responding to 
racism:

“They do a lot of talking and using keywords. They’ll say things like, ‘Oh yes, we try to teach antiracism and 
we don’t stand up for things like that.’ Yeah. They use a lot of key words. But in my experience, no, they don’t 
really do anything. Not unless you keep bringing things up. There was an incident at my school, which was 
homophobia, but also a bit of racism tied in, and the school wasn’t really going to do very much. But we kept 
pushing and then ended up having a walkout. And so, they kind of realized, ‘. . . We have to do something.’” 
(Student, White)

The forms of bullying varied by racial group, including racial discrimination, racial stigmatization, and cultural 
insensitivity. MAEC identified a few representative quotes from various qualitative data collections: 

“So just at recess, me and three other of my friends, we were just playing on basketball . . . And one of my friends 
she was really Black. And then a White kid just walked up, but I don’t think any of us knew him. And he just said, 
‘Geez lady, what furnace have you been knocked into.’ He cursed at her. Yeah. It was a fight.” (Student, Black/
African American)  

“One of my kids was in elementary school and he had been bullied a lot by being called servant since he was the 
only child of color in a classroom full of White people . . . He had been intimidated, harassed, bullied the whole 
time in front of his classmates.” (Family member, Black/African American ) 

“So, in the positive sense, it’s like when people are like, ‘Oh, my God, that food looks so good,’ or, ‘I’d love to 
learn more about your culture or how you express it.’ But then, when it comes to negative, when they say it in a 
negative sense, it’s more based on cultural stereotypes. I think it’s definitely based on that . . . and that’s definitely 
something that really gets a hold on you because you’re at school. And sometimes school seems like this national 
institution where you should feel safe and comfortable and that’s what they all say. But sometimes it’s not always 
that way. And I’ve faced so much stigma and so many racist comments from classmates or peers that it’s come 
to a point where I decided to join this [focus group] because expressing concerns is one way that we can help the 
community and raise awareness.” (Student, Asian) 
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“I believe all Hispanic students at one point were teased about their ethnicity or race, the food they ate, their 
culture and background. So I was teased because I was an ESOL student because I had an accent back then, 
mainly because I grew up with a Spanish speaking family and my English wasn’t the best in elementary school.” 
(Student, Hispanic/Latino) 

“There’s been multiple times where she’s been called terrorist in class, where the leadership like has told her to 
go sit down, to not make a fuss. She’s had a couple of teachers who stood up for her, but for the most part, the 
teachers don’t seem to care.” (Family member, Middle Eastern/North African)

MAEC identified quotes from various community conversations participants that demonstrate repeated 
experiences of racial discrimination, racial stigmatization, and/or cultural insensitivity: 

“So, one of her friends told her, said, ‘Look,’ and pointed . . . [at a] cafeteria lady. ‘Look [at] that Chinese [lady], all 
she can say is thank you.’ So, . . . she come [sic] home to tell me this. And then my child . . . just doesn't [sic] feel 
very happy about that. She think[s] it is not so nice to say that . . . So, I ask[ed] my child, ‘Did you express your 
feeling to your friends?’ She said no.” (CAPA-MC Community Conversations Participant)  

[Speaks beforehand about limited English proficiency] “Pienso que los niños que tienen alguna necesidad 
especial ellos deberían de enfocarse más para proteger a esos niños porque son más vulnerables para el 
bullying porque lo sufro siempre con mi hijo, cada año que él va a otro grado. Mi hijo que está en [la escuela 
secundaria], él nació con un syndrome que [se observa] . . . Él todos los años sufre de bullying porque todos los 
niños se burlan de él, le hacen burla como que él fuera un animal. Es bien doloroso para él tanto como para mí. 
He llenado en varias ocasiones el formulario del bullying para pararle algunos niños que lo dejen de molestar.” 
[I think that children who have special needs should focus more on protecting each other because they 
are more vulnerable to bullying. I constantly suffer with my son, every year he moves to another grade. My 
son, who is in [middle school], he was born with a syndrome [that is visually noticeable] . . . Every year he 
suffers from bullying because all the kids make fun of him, they make fun of him as if he were an animal. It 
is very painful for him as well as for me. I have filled out the bullying form several times to stop some kids 
from teasing him.] (LSAAG Community Conversations Participant) 

“All the ‘good’ schools (i.e. [schools that start with W]) have major issues with liberal use of the N-word. Parents 
of color may not know this is an issue when moving into these desired school zones. There haven’t been many 
consequences for these kids or shifts in cultural learning. And this has been going on for decades.” (NAACP 
Community Conversations Participant)

While high school students who identify as Hispanic/Latino tended to report less bullying on average in the 
stakeholder survey (see Table L), stakeholders who participated in community conversations highlighted 
challenges experienced by members of this ethnic group. In four of the six LSAAG conversations, participants 
reported that students who are Hispanic/Latino faced severe racial bullying, often containing racially charged 
language. Furthermore, their experiences were often compounded by a language barrier, which makes 
it difficult for families and students to respond (e.g., report or address these issues). MAEC identified two 
illustrative comments from community conversations participants:

“Mi hijo ya se graduó de la escuela, pero a él sí lo llegaron a poner en una clase avanzada. El problema era que 
los otros niños le decían a él que él no tenía que estar aquí porque él era latino, él solo iba a servir para trabajar 
y para tomar los fines de semana. Él me llegaba bien deprimido, se me deprimió bastante. Yo lo único que le 
decía a mi hijo, ‘No les puedes dar el gusto, a ellos lo que les duele es que tú estás ahí y tú eres un latino que está 
ahí representando a todos los latinos.’ Sí, era una gran batalla con eso porque se me apagó mi hijo bastante. 
Sus calificaciones sí bajaron también un poco, pero todo era avanzaba la clase. Sí, siempre era eso. Él me decía, 
‘Mami, pero es que tú no sabes lo que es ahí, todos te humillan y todos se ríen de ti.’ Él me llegaba mal, bastante 
mal me llegaba. Yo le pregunté, porque yo sabía del formulario de bullying, y le dije, ‘Mijo, yo voy a la escuela’, 
y dice, ‘No, mami, no hables porque es que me va a ser más dificultoso para mí’, ‘Pero ¿estás seguro?’, dice, 
‘No, mami, yo prefiero que no hagas nada’.” [My son already graduated from school, but he managed to be 
put in an advanced class. The problem was that the other children told him that he didn't have to be here 
because he was Latino, he was only going to work and drink on the weekends. He would come to me very 
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depressed which depressed me very badly. The only thing I would say to my son, ‘You can't give them the 
pleasure, what hurts them is that you are there and you are a Latino who is there representing all Latinos.’ 
Yes, it was a constant struggle because it shut my son down quite a bit. His grades went down a little too, 
but it was all about advancing the class, yeah, it was always that. Yes, it was always like that, he would tell 
me, ‘Mommy, but you don't know what it's like there, everyone humiliates you and everyone laughs at 
you’. He came home badly; he home pretty badly. I asked him, because I knew about the bullying form, 
and I told him, ‘My son, I will go to the school’, and he says, ‘No, mommy, don't talk because it will be more 
difficult for me’, ‘But are you sure?’, he says, ‘No, mommy, I prefer that you don't do anything.'] (LSAAG 
Community Conversations Participant)  

“Lo otro también, mi niño sufrió de bullying al principio en octubre con otra compañerita. Yo como pude, porque 
no tienen personal que hable español, yo me comuniqué, aunque sea masticando, como decimos nosotros los 
latinos el inglés, con la maestra, con la consejera. Ahí me costó, sufrí mucho por la falta de comunicación con 
ellos es difícil para uno el padre latino.” [The other thing too, my child initially began suffering from bullying 
in October with another classmate. As best I could, because they don't have staff that speaks Spanish, I 
communicated, in broken English, as we Latinos say, with the teacher and the counselor. I suffered a lot 
because of the lack of communication with them, it is difficult for a Latino parent.] (LSAAG Community 
Conversations Participant) 

The use of racial slurs was discussed in five out of twelve student focus groups/interviews, five out of twelve 
family focus groups/interviews, and five out of twelve staff focus groups/interviews. School community 
members reported a prevalent use of racial slurs, particularly the N-word. Students and staff also reported 
that the prevalent use of the N-word leads to conflicts among student groups, with several focus group/
interview participants discussing conflicts between students who are Hispanic/Latino and Black/African 
American over the use of the N-word.

“Everyone at my school says the N-word with or without the hard r. [P]eople of all races.” (Student, Black/African 
American)  

“People are just straight-up calling each other like... I can’t even say it, but there’s the N-word, obviously. People, 
all the time, say it. I don’t really feel affected by that because I’m obviously not that race, but sometimes people 
are like, ‘Oh, look at that border-hopper,’ stuff like that.” (Student, Asian)  

“I know at my school, it’s mainly conflict between Hispanic people that feel comfortable saying the N-word. And 
then a lot of Black boys are then trying to fight Hispanic people for saying the N-word . . . I feel like [the school 
demographic composition] was pretty even, and now there’s more Hispanic students than Black students, and I 
think that there’s a lot of conflict between Black boys and Hispanic boys over saying the N-word that caused a lot 
of fights this year.” (Student, Black/African American)  

“The use of the N-word and other racial slurs have become prevalent. We struggle with helping students 
understand the hurt caused by this language.” (Staff, Black/African American)  

“We have a pretty pervasive cultural issue with students using the N-word against other students, including some 
of my Latinx students using the N-word against other Latinx students. Students arguing with other students 
about whether those students quote unquote count as Latinx because they are also Black. So, explicit anti-
Blackness, particularly against my Dominican students.” (Staff, White)

Focus group/interview participants also discussed incidents of racial slurs being used by athletic team 
members and shared sentiments that they were not appropriately handled by MCPS. Participants discussed 
two schools in particular where students from School A called students from School B10  racial slurs, and felt 
that while there was initial communication about it, there was no follow through from MCPS. Participants 
shared that the community was not informed of consequences or changes made to prevent such incidents 
from happening in the future.  

10   In order to protect the anonymity of respondents and to not call out any particular school, names of schools were de-identified.
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“There was an incident at my son’s school where the athletic teams had an issue with some derogatory words 
said at a game . . . They did an initial good job of communicating the incident, what happened, but I didn’t feel 
like there was good follow up about what was going to happen . . . I just felt like it was communicated well in the 
beginning, but there was no ‘next steps follow up.” (Family member, Black/African American)  

 “There have been incidents on the playing fields when some of the predominantly White schools have used racial 
slurs towards the minority schools. I think in particular, I want to say it was [High School A] and [High School B] 
and coaches brought it to the attention of whoever it was, the referees and stuff, and nothing was done. It was 
not addressed. And I’ve heard that a couple of times, now I’ve heard a couple of incidents like that. So whatever’s 
going on in these sports teams, what’s going on in the field, it is not being handled.” (Family member, Black/
African American)  

“Specifically for us this year at [High School B], there were several incidents with [High School A] at sporting events 
and a lot of racial and ethnic slurs against [High School B] players. We weren’t there personally, but reading 
about it in different forums. I was not pleased at all with the response from [High School A]’s administrators 
or frankly from MCPS. I hope and trust other things were happening behind the scenes that were not always 
communicated out, but that was incredibly disappointing. And while it didn’t happen to my kiddo directly, he was 
pretty disgusted with all of it.” (Family member, White)   

“I have experienced a racial experience. [High school A] has been on the news a lot of times for stuff like the 
N-word pass and other just racial incidences that happened. I was at a sporting event at [High School A]. And a 
lot of White kids were talking to my school, calling us the N-word. And it wasn’t me directly, but it was the group 
of us that were there. And nothing happened to them, as I expected. But they were just calling us that as we were 
at the concession stand.” (Student, Black/African American) 

Based on triangulated evidence presented in this observation, MAEC finds that MCPS’s effort to create 
an antiracist school culture is thwarted by incidents that involve race-based bullying, harassment, and 
discrimination across the district. MCPS policies and practices indicate an intentional effort to create equitable 
and antiracist school cultures. However, members of the MCPS community report that these policies and 
practices are not enforced with fidelity. This perceived lack of consistency leads some students to not be safe 
from racism and hate bias.
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Observation 1.3: MCPS lacks a comprehensive district-wide system 
to build the internal capacity of staff to facilitate conversations 
about race and dismantling racism. Family members question staff 
ability to promote equitable achievement for all students. 

The document review revealed that MCPS is clear in its intent to be an antiracist school system. With 
recent updates to the professional growth systems, MCPS articulates the role that staff play in combatting 
racism. On the stakeholder surveys, staff reported seeking resources to understand and address racism, 
and expressed the belief that they have the knowledge and skills to identify and interrupt race-related 
equity issues. However, many stakeholders perceived that the current approach to developing system-
wide capacity is fragmented. On the Equity Audit Tool, 18% (n = 37) of all ILTs rated their schools as 
“Latent” on the item: “Staff members are trained on what it means to be antiracist.” This suggests that 
several schools are only in the beginning stages of building a common understanding of how to implement 
antiracist approaches. Focus group feedback and the document review suggest that the current offering 
of professional development opportunities related to antiracism is limited. While MCPS provides trainings 
on implicit bias that are mandatory for all staff, MCPS staff perceive them to be stand-alone opportunities 
rather than part of a systemic curriculum. Furthermore, the onus for ensuring staff have access to 
trainings related to race and antiracism falls on individual staff members and schools. Specific examples 
from students, families, and staff shared in focus groups and community conversations indicate a pattern 
of deficit-based thinking and lack of cultural competence by some MCPS staff members. This pattern 
negatively affects student learning.  

SUMMARY OF OBSERVATION 1.3

Across all data collections, there is evidence of variability among schools in how they approach antiracist 
training at the school level. In the Equity Audit Tool, the majority of schools scored themselves as 
“Established” (n = 116), but a considerable amount rated themselves as "Latent" (n = 37) or “Emergent” (n = 41) 
on the item: “Staff members are trained on what it means to be antiracist.” Only a small number of schools 
rated themselves as “Advanced” (n = 10) on this item. On the item “All staff members have received in-service 
training regarding strategies for countering racial bias,” only 18 ILTs rated their schools as “Latent,” and 83 as 
“Emergent,” while 90 ILTs rated their schools as “Established,” and 13 as “Advanced.” Similarly, ratings were 
high for the item “Core competencies and performance related standards related to equity are an integral part 
of staff performance evaluations,” with only 15 ILTs rating their schools as “Latent,” 73 as “Emergent,” 107 as 
“Established,” and nine as “Advanced” (see Figure 6). 
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Figure 6. Distribution of items related to staff capacity around antiracism on the Equity Audit Tool

As stated in Observation 1.1, across the document review, it is clear that cultural responsiveness is a priority 
in MCPS. However, based on the policies reviewed by the MAEC team, there is no evidence of a system-wide 
plan to implement and sustain culturally responsive practices across the district. MCPS provides trainings 
on implicit bias that are mandatory to all staff (MCPS Office of Strategic Initiatives, 2022), and feedback from 
several stakeholders in focus groups indicated that these trainings are very successful. MAEC identified one 
representative quote from staff with positive feedback: 

“I think the positive about MCPS is always a professional development. These conversations about race and 
ethnicity are happening with people who are really well trained and who are very well developed in this area and 
they’re very intentional about the conversations. They’re very open about it. I think they always encourage people 
to have that conversation. They also have build the trust as well. So it is a very difficult topic to talk about and 
to open yourself to have a conversation. But the staff in the equity office is extremely knowledgeable and I work 
with them. It’s extremely knowledgeable about professional development and I think MCPS is doing a great job at 

https://docs.google.com/document/d/1TfSuM4deCRuCNsyoj2f1qqpRgrpOzxFUMfYEmW8Zlzg/edit
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that.” (Staff, Hispanic/Latino) 

However, others expressed that there are limited trainings around race, suggesting that the impact of these 
trainings could be amplified if they were a part of a systematized curriculum rather than one-time events.  

“Something that I’ve noticed is a lot of the work around race and equity that MCPS . . . employees is optional . 
. . So, like at some point it can’t be optional anymore. I don’t know if this is necessarily an example of implicit 
bias, but the fact that we can give the option of, ‘Oh no, you don’t have to do this or you don’t have to attend this 
training.’ I don’t know that doesn’t sit right with me.” (Staff, Black/African American)

At the time of MAEC’s document review, an analysis of the MCPS Growth Systems for Supporting Services, 
Teachers, and Administrators revealed that each employee’s professional development plan is individualized. 
Aside from the mandatory training on implicit bias at the beginning of their career at MCPS, it is possible for 
staff to not engage in professional development activities or practices that relate to racism or hate bias, so 
long as it is not identified as a target area for professional growth. A review of the updated versions of these 
growth systems (published after the document review) indicates that teachers are now expected to “participate 
in professional development that promotes practices, structures and processes that eliminate inequities 
based on race and ethnicity” (MCPS, 2021b). However, even with these recent changes, there is an ongoing 
perception among community members that MCPS does not appear to have a mechanism for ongoing system-
wide training and conversation around racism. One staff member confirmed that training for administrators is 
up to the administrators themselves:

“There is no required or really even voluntary training specifically for administrators on how to create an 
antiracist school or how to move staff to become an antiracist, safe and inclusive community. There is a 
misguided assumption that administrators will just be able to do it and many can’t and have no clue where to 
start the work.” (Staff, Black/African American)

Other staff expressed that the available trainings are not comprehensive enough to support the school district, 
and that there is no system-wide, comprehensive training plan:

“We have this ‘cultural proficiency training,’ a trainer of trainer models where the equity team, the department 
of professional learning, trains, staff development, and whoever was going to be responsible for learning that 
was school based literally in the letter from the superintendent said that everybody has been trained in cultural 
proficiency. This is a 3-hour training. So, what does it mean... Is anybody culturally proficient? There is no end 
point. We’re culturally responsive or reflective or relevant, but no. The fact that they were using that term and it 
was a one-hour macro learning experience with no micro follow up.” (Staff, White) 

“The equity initiatives unit, EIU, has like a monthly online dialogue/PD offering, which is optional. And they offer 
it multiple times throughout the month. So the work of equity can’t just be one unit in one school that they have 
to do it. And the rest of us, you know, you don’t have to do, but you should, but you don’t have to. It just doesn’t 
make sense to me.” (Staff, Black/African American)

Staff reported that equity trainings are not systematized across the system, and the staff surveys reveal 
that the majority of staff within MCPS seek out resources related to understanding and addressing racism. 
Stakeholder survey results for staff in the section on workplace culture and conditions revealed that 82.9% 
(n = 392) of school administrators, 64.1% (n = 248) of district administrators, 77.8% (n = 5,947) of teachers, and 
64.5% (n = 1,815) of support staff indicated agreement with the item: “I regularly participate in workshops, 
professional learning, and other opportunities offered by the school district to deepen my learning around 
antiracism” (see Table N).

Moreover, in the same stakeholder survey section, 89.2% (n = 422) of school administrators, 73.1% (n = 283) of 
district administrators, 79.3% (n = 6,056) of teachers, and 82% (n = 2,308) of support staff indicated agreement 
with the statement: “I have the knowledge, skills, and capacity to identify and interrupt race-related equity 
issues.”

https://www2.montgomeryschoolsmd.org/siteassets/district/departments/professionalgrowth/supporting/sspgshandbook-rev-9.19.pdf
https://www2.montgomeryschoolsmd.org/siteassets/district/departments/professionalgrowth/teachers/0376.22_teacher_pgs-handbook_2021-22-updated1.pdf
https://drive.google.com/file/d/1ylBVNmXQFX4udGkgJrhcGW1lEnrneL0x/view
https://www2.montgomeryschoolsmd.org/siteassets/district/departments/professionalgrowth/teachers/0376.22_teacher_pgs-handbook_2021-22-updated1.pdf
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Table N. Rates of Agreement of school administrators, district administrators, teachers, and support staff on 
items concerning equity trainings

Demographic & 
Survey Section Survey Item % Agreement

School 
Administrators: 
Workplace Culture 
and Conditions

I regularly participate in workshops, professional learning, 
and other opportunities offered by the school district to 
deepen my learning around antiracism.

82.9%

(n = 392) 

I have the knowledge, skills, and capacity to identify and 
interrupt race-related equity issues.

89.2%

(n = 422) 

District 
Administrators: 
Workplace Culture 
and Conditions

I regularly participate in workshops, professional learning, 
and other opportunities offered by the school district to 
deepen my learning around antiracism.

64.1%

(n = 248)

I have the knowledge, skills, and capacity to identify and 
interrupt race-related equity issues.

71.3%

(n = 283)

Teachers: Workplace 
Culture and 
Conditions

I regularly participate in workshops, professional learning, 
and other opportunities offered by the school district to 
deepen my learning around antiracism.

77.8%

(n = 5,947) 

I have the knowledge, skills, and capacity to identify and 
interrupt race-related equity issues.

79.3% 

(n = 6,056)

Support Staff: 
Workplace Culture 
and Conditions

I regularly participate in workshops, professional learning, 
and other opportunities offered by the school district to 
deepen my learning around antiracism.

64.5%

(n = 1,815)

I have the knowledge, skills, and capacity to identify and 
interrupt race-related equity issues.

82%

(n = 2,308)

This aligns with a similar finding from the Equity Audit Tool which showed that overall, 67.5% (n = 137) of 
ILTs rate their schools as either "Advanced" or "Established" on the item: "School administrators have the 
knowledge and skills to be able to identify systemic race-related equity issues at the school" (see Figure 7). In 
total, 69% of ILTs at elementary schools, 72.0% of ILTs at middle schools, and 60.0% of ILTs at high schools 
evaluated their schools as being “Established” or “Advanced” in response to this item. 

Figure 7. Distribution of item about school administrator knowledge and skills to be able to identify systemic 
race-related equity issues at the school on the Equity Audit Tool
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Perceptions on the staff survey related to staff knowledge and skills to identify systemic race-related equity 
items at school differed from perceptions presented in community conversations. A majority of school 
administrators and teachers reported feeling comfortable talking about race and racism with students and 
family members. Yet, community members, especially staff and students, emphasized that many staff need 
further training on topics related to cultural competence and implicit bias. On the staff survey, when asked 
about school culture, school administrators and teachers indicated consistent agreement with the items in 
Table O.

Table O. Rates of agreement between school administrators and teachers on items concerning race and 
racism

Demographic & 
Survey Section Survey Item % Agreement

School 
Administrators: 
School Culture 

I feel comfortable having conversations around race with 
students in my school. 

89.4%

(n = 423) 

I feel comfortable discussing the negative effects of racism 
with students in my school. 

87.9%

(n = 416) 

Teachers: School 
Culture 

I feel comfortable having conversations about race in class. 
82.2%

(n = 6,282) 

I feel comfortable discussing the negative effects of racism 
in class. 

83.1%

(n = 6,352)

Participants from the community conversations and focus groups/interviews offered contrasting opinions 
about staff’s ability to facilitate conversations around race and racial discrimination in practice. 

“I think a large part also is how do we ensure that our teachers are culturally and socially aware? Because I think 
that's where the blind spots happen. Like, a lot of teachers think that they're not biased. A lot of teachers don't 
reflect in the fact that they call on more students a certain race than the others. They just don't see it. Nobody is 
calling them out so they don't believe it's happening. I think . . . how do we ensure that there is [sic] professional 
development opportunities for school-based staff, for central office staff, for teachers, for custodians, for 
security guards, for cafeteria people . . . on how to respond to that or how to even reflect.” (LSAAG Community 
Conversations Participant)  

“For some school, actually, our kids may not really experience discrimination, but for some of those schools, 
verbal abuse is very, very common. It’s common about the official, about how they look and all of that, it is. 
And I found those faculty, the staff member are not educated enough to deal with situation like this. And also I 
think that is a really, really lack here, the training about the Asian history, the training about the discrimination 
against Asian, it is really not enough at all here in our school district.” (CAPA-MC Community Conversations 
Participant) 

“The system has a problem with cultural competency from their staff. There’s often little understanding of Black 
and Brown children and their culture, and how that may affect their learning . . . For example, in elementary 
school, if you go into most classes that have Black and Brown boys, when the students are divided into reading 
groups, the reading group that has the Black and Brown boys is often the one that has the lower reading grades. 
And it seems acceptable. That seems to be okay, as opposed to encouraging those students to do more and to 
want more.” (NAACP Community Conversations Participant)  
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“A major issue at my school comes in the form of deficit mindsets from teachers when it comes to the 
academic performance around particularly our Black students and our Latinx students. We have a process 
at my school called kid talk. A lot of schools probably have something similar where each grade level has a 
process for referring students, whether it’s an academic concern or a behavior concern, and those referrals are 
communicated to the kid talk representative. And then we bring that to a weekly meeting. And the staff at my 
school are I would say probably about 88% White. Last time I looked at our school’s at a glance. And so there’s 
definitely a lack of competency, cultural competency, and just a very strong deficit mindset when it comes to how 
our students of color are perceived. If students are not, for example, reading at a certain level, which is something 
that I deal with a lot in my role, there’s automatically the perception that something... It becomes pathologized.” 
(Staff, Black/African American) 

“Negative experience is I feel like sometimes teachers can be affected by teaching the rough topics. So for them to 
teach through it, it’s kind of hard when they don’t want it to show to the students, but you could feel that there’s 
not tension but it’s a weird state of trying to understand that information and make sure you receiving it the right 
way, but also not putting their own opinion into it. If that makes sense . . . I just want to make sure it’s a safe 
place for everyone and it doesn’t make anybody feel uncomfortable.” (Student, Black/African American) 

“I don’t know if our teachers, and this has nothing against any of our teachers, are fully prepared to have 
conversations around race and ethnicity. The feedback I’ve received from other parents, from my own kids, my 
own just, you know, checking in, it seems that these are big issues that schools and teachers are trying to address. 
But mainly, our teachers are White, right? Like, if we look and they’re teaching in main ... Some of them are 
teaching in predominantly Black and Brown schools, and I’m not quite sure, you know, with some of the... I know 
they’ve had training, I’m not saying they haven’t, but as a White person, it can be really hard to talk about racial 
issues. And I can’t speak for all White people, but I know that can be an issue for some of us. And I wonder if our 
teachers are fully prepared to take on some of these middle school and high school age comments in situations 
that come up regarding race for our young people . . . I’m just not quite sure they’re trained for this.” (Family 
member, White) 

Focus group/interview participants also spoke about biased and discriminatory teacher behavior towards 
Black/African American students in classroom settings:  

“It makes me feel upset and less about myself, because it makes me feel like I can’t be anything else. Usually 
they’ll see us and if I’m doing a math paper or something, they’ll be like, ‘Are you sure? Do you need help? Is that 
too hard for you?’ Every time. I’ll be like, ‘Fine.’ They’ll expect us to talk ghetto or something. They’ll be in an accent 
or something. I’m like, ‘I don’t speak like that. I don’t know what you’re talking about.’ It’s really weird.” (Student, 
Black/African American) 

“I was really thinking about unconscious bias that might be more at the teacher level, rather than the student 
levels . . . I had observed a class where all the Black boys had desks facing a wall or a window. And when asked 
about this setup to the particular teacher that my son was in, it was, ‘Oh, this helps them to remain focused and 
not as distracted.’ But I don’t think that the teacher was sensitive to the appearance of what that looks like when 
you walk into a classroom and all the Black boys are faced away from the rest of the class and not interacting 
with the class, right?” (Family member, Black/African American) 

While the majority of participants offered constructive feedback on how MCPS staff could improve, some 
praised school leadership and their approach to facilitating conversations around race in their schools: 

“Kudos to the principal . . . he’s pretty much into . . . culture and race studies as well and very in tune into not only 
what MCPS mission and vision is moving forward with this conversation about race, and racism and ethnicity. 
But also very in tune with the student body and what the kids are really talking about. So not to put anybody out 
there. But we are very intentional in what we’re doing right now in our school for the betterment of our kids. So 
that’s great. That’s good news.” (Staff, Hispanic/Latino) 
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Based on triangulated evidence presented in this observation, MAEC finds that MCPS processes for creating 
an equitable and antiracist school culture are fragmented. Evidence from the document review indicates that 
MCPS is increasing trainings for staff on subjects related to racism, equity, and culturally responsive practices. 
This increase is favorably reviewed by stakeholders. However, community members perceive a lack of 
mechanisms for systemwide training and conversations regarding racism within MCPS. They report the current 
system provides training as one-time events and that the onus for seeking professional development falls on 
individual staff members and schools.
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Observation 1.4: Some MCPS community members perceive that 
school staff treat students and family members of color differently 
in the form of harsher discipline and biased attitudes. 

The document review revealed that MCPS understands the importance of fair discipline practices. 
However, results from the Equity Audit Tool show that the application of the student code of conduct and 
the implementation of disciplinary practices vary from school to school. Twenty-nine percent (n = 60) of 
ILTs rated their schools as “Latent” or “Emergent” on the question “the code of conduct is applied fairly 
and equitably regardless of race/ethnicity.” The stakeholder survey revealed some community members 
perceive a difference in the treatment of students of color compared to other students. Of the middle and 
high school students who responded to the survey, 21.5% (n = 12,011) agreed with the statement “I feel like 
staff at my school make assumptions about my behavior based on my racial identity.” Rates of agreement 
were higher for American Indian/Native Alaskan, Black/African American, Asian, and Hispanic/Latino 
students. Many school-based staff members also agreed with the statement “Some students at my school 
are treated differently because of their race, skin color, ethnicity, or culture,” including 42.7% (n = 202) of 
administrators and 31.7% (n = 2,422) of teachers who responded to the survey. Racial disproportionality 
in discipline and the perceived impact of race on discipline was discussed in 19 out of 36 focus groups and 
interviews, most frequently by Black/African American students. Community members perceived that staff 
bias results in disproportionality in discipline and prevents MCPS from creating an antiracist and equitable 
school culture where all students thrive academically and emotionally.  

MCPS understands the importance of ensuring fair discipline for all students as revealed by the document 
review. The report from Education Resource Strategies (ERS) related to the All In: Equity and Achievement 
Framework stresses the importance of fair discipline practices as a part of the whole child approach. The 
report states that race disparities in discipline are an important barrier to equitable student outcomes and 
that “creating school cultures in which teachers and students know and trust each other is critical to ensuring 
that discipline practices are experienced equitably across students and contribute to supporting the whole 
child” (ERS, 2019 p. 151). Though not a part of the original document review, the MCPS Student Code of Conduct 
“strives to promote fairness and equity through clear, appropriate and consistent expectations of positive 
student behavior” (MCPS 2021c). 

On the Equity Audit Tool, the majority of ILTs agreed that their school’s code of conduct is applied fairly and 
equitably regardless of race/ethnicity,” with 125 ILTs rating their schools as “Established,” 19 as “Advanced,” 
and only five as “Latent,” while 55 ILTs rated their schools as “Emergent.” However, when considering the 
item “Data from the Performance Matters tool is regularly disaggregated, analyzed, and discussed when it 
comes to student discipline, suspensions and expulsions by racial, ethnic and language groups,” ILTs rated 
their schools lower. Only 11 ILTs rated their schools as “Advanced,” 89 as “Established,” 69 as “Emergent,” and 
35 as “Latent.” ILTs also varied in their response to the item “Responses to student actions, such as praise 
for positive behavior, or consequences for infractions are equitably distributed among students of different 
races/ethnicities,” with six ILTs rating their schools as “Latent,” 89 as “Emergent,” 100 as “Established,” and 
nine as “Advanced” (see Figure 8). These results suggest that the application of codes of student conduct, the 
processes for monitoring disproportionality in discipline, and responses to student infractions vary by school. 

SUMMARY OF OBSERVATION 1.4

https://www.montgomeryschoolsmd.org/evidence-of-learning-framework/equitable-access-to-resources.aspx
https://www.montgomeryschoolsmd.org/uploadedFiles/students/rights/22_STUDENT_Code%20of%20Conduct_Web.pdf
https://www.montgomeryschoolsmd.org/uploadedFiles/students/rights/22_STUDENT_Code%20of%20Conduct_Web.pdf
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Figure 8. Distribution of items related to discipline on the Equity Audit Tool

Staff and student responses on the stakeholder survey further suggest possible differences in the way 
discipline is administered to students of different races. When considering the item: “Some students at my 
school are treated differently because of their race,” almost 32% (n = 2,422) of teachers and almost 43% (n 
= 202) of school administrators agreed (see Table P). At the same time, both teachers and administrators 
overwhelmingly agreed that they hold all students to constant standards of behavior regardless of their 
race, skin color, ethnicity, or culture, with 92% (n = 304) of school administrators agreeing with the statement 
“School administrators at my school hold all students to consistent standards of behavior regardless of their 
race, skin color, ethnicity, or culture” and 80.3% (n = 6,139) of teachers agreeing with the statement: “Teaching 
staff at my school hold all students to consistent standards of behavior regardless of their race, skin color, 
ethnicity, or culture.”

Table P. Rates of agreement between school administrators and teachers on items concerning student 
treatment and discipline

Demographic & 
Survey Section Survey Item % Agreement

School 
Administrators: 
School Culture 

Some students at my school are treated differently because 
of their race, skin color, ethnicity, or culture.

42.7%

(n = 202) 
School administrators at my school hold all students to 
consistent standards of behavior regardless of their race, 
skin color, ethnicity, or culture.

92.0%

(n = 304)

Teachers: School 
Culture 

Some students at my school are treated differently because 
of their race, skin color, ethnicity, or culture.

31.7%

(n = 2,422) 

Teaching staff at my school hold all students to consistent 
standards of behavior regardless of their race, skin color, 
ethnicity, or culture.

80.3%

(n = 6,139)
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On the middle school/high school survey, when considering the item: “I feel staff make assumptions about my 
behavior based on my racial identity,” 63.5% (n = 35,392) of respondents disagreed, 21.5% (n = 12,011) agreed, 
and 14% (n = 7,820) said “I don’t know.” There were statically significant differences on this item with students 
who are White and Middle Eastern/North African reporting lower rates of agreement, and students who are 
American Indian/Native Alaskan, Black/African American, Asian, and Hispanic/Latino reporting higher rates of 
agreement (see Table Q). 

Table Q. Rates of agreement between middle school and high school students on items concerning behavior

Demographic & 
Survey Section

Survey  Item Agreement Disagreement
I don’t 
 know

Higher 
Agreement

Lower 
Agreement

Middle School 
and High School 
Students: School 
Climate

I feel like 
staff at my 
school make 
assumptions 
about my 
behavior based 
on my racial 
identity.

21.5%

 (n = 12,011) 

 63.5% 

(n = 35,392)

14%

 (n = 7,820) 

 AI/AN1 

Black/
African 

American

 Asian

Hispanic/
Latino

White 

ME/NA2

1American Indian/Alaska Native, 2Middle Eastern/North African

Though the importance of fair discipline is clearly articulated by MCPS, across focus groups/interviews and 
community conversations, students, family members, and teachers reported that school staff administer 
harsher disciplinary consequences to students of color, especially students who are Black/African American. 
Racial disproportionality in discipline was discussed in 19 out of 36 focus groups and interviews: six out of 12 
staff, seven out of 12 family, and six out of 12 student focus groups/interviews. Of the student focus groups/
interviews, all three focus groups with Black/African American students discussed this topic. Black/African 
American students described engaging in the same activity as White peers but receiving a harsher disciplinary 
response:

“It was like at lunchtime, me and my friend were playing tag. And he’s White, my friend’s White. We know we 
weren’t supposed to run around there. So we were like kind of being a little bad, but we at least wanted to have 
fun . . . And the principal walked up to us. She’s also White . . . she gave [my friend] a warning. And she made me 
go in her office. So I was like, ‘What?’. I was confused. So yeah, I was treated differently, even though it’s hard to 
tell I’m a little Black but still.” (Student, Black/African American) 

“It has to be a White person calling a Black person the N-word right in front of the teacher for it to be a problem. 
But if it’s right in front of the teacher and it’s not the N-word, it’s, ‘Stop doing that.’ It’s a slap on the wrist. But if a 
Black kid [calls someone a ‘White person’ or ‘White boy’]… All of a sudden, it’s a problem. Usually, a White kid will 
get called home... The administrator will call home, blah blah blah, and then the kid will sit in the administrator’s 
office and the administrator will get the kid coloring pages, which is really... That’s a pet peeve of mine. But then if 
it’s a Black kid, it’s a call home, maybe even a suspension, which is the stupidest thing ever. It’s a very higher mark 
of disciplinarian practices for White kids versus Black kids and Hispanic kids.” (Student, Black/African American)

Similar sentiments were expressed in the focus groups with family members:

“My children are [multiracial-Asian and Black] and when you look at them you can tell that they’re half and half. 
And so what I’ve experienced with [my child] is that a lot of her teachers have grappled with the fact that she 



©2022. Mid-Atlantic Equity Consortium, Inc. All rights reserved  Domain 1: School Culture|MCPS Antiracist System Audit 65

does not align with the model minority myth. She’s not quiet by any means, she’s not docile so I am getting a lot 
more communications regarding how she is not performing to the level that they think she should in terms of her 
being disruptive in class or things along those lines. [My child] has a very diverse group of friends. Most of them 
are Caucasian, but her friends are not getting the same messages as [my child] is and . . . she’s doing absolutely 
nothing different from them but she’s the one that’s singled out. And so for her, she does not understand why 
she’s the one that’s the troublemaker or the one who’s consistently being sent off for time out or whatever it is 
because she’s being disruptive when it’s all of them but she’s the only one that’s Asian or of a minority.” (Family 
member, Asian)  

“I have witnessed repeatedly the difference in disciplinary action towards Black and Brown students vs. White 
students. This has a profound impact on the learning and I think it needs to be part of the discussion on 
antiracist education.” (Family member, White)

In general, participants from the community conversations also expressed concerns that school staff do 
not take appropriate action when racial bullying is reported, and that disciplinary actions are more heavily 
administered to students of color. This observation was underscored in the community conversations with 
Black/African American participants. Specifically, harsher disciplinary actions for students of color were 
raised in six of the fourteen community conversations and four out of the five conversations involving NAACP 
members. 

“It’s not just even use of the N-word within their schools; it’s athletes going to schools that are predominantly 
Black and Brown and using the N-word against students at those schools. And this has been happening for 
decades and there’s never been any consequences. There’s never been any shift in cultural learning. It’s a slap on 
the hand. It’s like, ‘Oh, we shouldn’t be doing this,’ but has it changed? It hasn’t changed. And, that’s a real issue 
because I know I’ve talked to parents of color on the parent council who go to these W schools [school names that 
start with ‘W’] . . . I know these parents of color have moved into these areas, not knowing that they’re putting 
their Brown and Black children into schools where the N-word will be used against them . . . That should be the 
basics of code of conduct that is expected, that is taught. That cultural competency piece.” (NAACP Community 
Conversations Participant)  

“I can’t speak to language, but I would definitely say race and class [play a role in how students are treated, 
taught, or disciplined], absolutely. I get the perception . . . [that] if they feel like a parent has, for lack of a better 
term, more pull, the way the child is disciplined is a little different than if they don’t think the parent is going to 
say much or make any waves or make any phone on calls.” (NAACP Community Conversations Participant)  

“My daughter’s very smart and shy, and she was slapped across her face by a little white boy. No one called me . 
. . When I got up to the school, the principal, ‘had been at the administration in meetings.’ The assistant principal 
was out sick. I got all these excuses . . . It wasn’t until I called an attorney, showed up the next day at school and 
saw the report that the teacher had filed on behalf, and she actually blamed the incident on my daughter . . . I 
found that amazing that I had to call an attorney to get a report, that I then had to demand the administration 
to correct . . . So, when you talk about trust, when you talk about race, and when you talk about resources, it 
doesn’t get any better than that. Had my daughter not been Black it probably wouldn’t have happened. If it was 
reversed, if a little Black boy had hit my daughter, he probably would’ve been thrown out of school.” (NAACP 
Community Conversations Participant) 

The evidence of harsher disciplinary consequences for students of color, particularly Black/African American 
students, was confirmed by analyzing data on suspensions in MCPS from the 2017-2018 Civil Rights Data 
Collection School Climate Data, available publicly through the Maryland State Department of Education. 
Comparing the rate of in-school and out-of-school suspensions for students of color with that of the overall 
student population shows that Black/African American students were 2.65 times more likely to receive an 
in-school suspension compared to all other students. In addition, Black/African American students were 3.2 
times more likely to receive an out-of-school suspension compared to all other students. Since the most recent 
publicly available data on suspensions is from 2017-2018, it is possible that these trends may have changed 
throughout the pandemic. 

https://reportcard.msde.maryland.gov/Graphs/#/CRDC/Index/3/17/6/15/XXXX/2021
https://reportcard.msde.maryland.gov/Graphs/#/CRDC/Index/3/17/6/15/XXXX/2021
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Based on triangulated evidence presented in this observation, MAEC finds that MCPS attempts to take a 
proactive approach to teaching their students and staff about the harm of racism and hate bias, but does 
not always do so consistently. Though MCPS policies and systems indicate an intentional effort to create 
equitable and antiracist school cultures, staff, students, and families observe that some students are treated 
differently because of their race, skin color, and ethnicity. This difference in treatment indicates that MCPS is 
not systematically creating equitable and antiracist school cultures. 
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Observation 2.1: MCPS clearly communicates its intention to hire for quality, expertise, and diversity. 
Nonetheless, staff of color are underrepresented in MCPS, in the hiring pool, the classroom, and 
administration.  
___________________________________________________________________________________________________________________

Observation 2.2: The MCPS community perceives multiple barriers to recruiting and retaining a diverse 
workforce. 

___________________________________________________________________________________________________________________

Observation 2.3: Staff members of different races and ethnicities are not distributed equitably across the 
various job classifications. 

___________________________________________________________________________________________________________________

Observation 2.4: Some students and families report that the lack of staff diversity leads MCPS to be less 
responsive to the diverse needs of students of color. 

Visit the glossary to clarify acronyms and technical terms.

DOMAIN 2: 
Workforce Diversity
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The following observations relate to the Workforce Diversity audit domain. MAEC sought to examine how MCPS 
ensures that they are hiring for quality and expertise as well as diversity to create conditions where the system 
promotes and honors a broad range of perspectives for students and staff. 

This section aims to answer the question:  

       1)    Is MCPS hiring for quality, expertise, and diversity in all areas of MCPS?  

The evidence for these observations was triangulated from the document review, Equity Audit Tool, 
community conversations, and focus groups/interviews. The stakeholder surveys asked limited questions 
pertaining to staff diversity and were not heavily used in this domain. Findings are supported by statistics and 
quotations from the triangulated data.

With that lack of representation in leadership that means there’s also 

a lack of representation at the decision-making table. And oftentimes 

I think that they’re missing the perspective of what it means to truly be 

culturally responsive to our students. Just little things that I feel like if 

someone were at the table who was representing us, then I think some 

decisions would be made differently.

(Staff, Hispanic/Latino)
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Observation 2.1: MCPS clearly communicates its intention to hire 
for quality, expertise, and diversity. Nonetheless, staff of color are 
underrepresented in MCPS, in the hiring pool, the classroom, and 
administration.

Staff diversity is essential for MCPS to promote and honor representation of the entire MCPS community. 
This can only be achieved with policies and practices that attract and retain diverse candidates to MCPS. As 
evidenced by the document review, MCPS identifies diversity as one of the system’s strengths (MCPS, 2020b) 
and states its intent to recruit and hire candidates from diverse backgrounds. The MCPS 2022–2025 Strategic 
Plan includes a goal to “improve the strategic recruitment strategy to increase high-quality workforce diversity 
and support the social emotional wellbeing of all students” and to “increase experienced and diverse principals 
and teachers serving in high-need schools” (MCPS, 2022a). Furthermore, the Teacher Professional Growth System 
indicates that MCPS promotes “the value of diversity and equity in [their] professional development offerings, 
recruitment, hiring, and promotional practices” (MCPS, 2021b). Similarly, the Supporting Services Professional 
Growth System demonstrates MCPS’s intention to seek and hire qualified candidates from diverse backgrounds. 

There is evidence that MCPS makes concerted and ongoing efforts to recruit and hire staff of color. For 
example, the Human Capital Management document highlights the BOND (Building Our Network of Diversity) 
project, an initiative to hire more male educators of color. One of the tenets of the project is “to promote 
student and educator agency to disrupt systemic inequities and advocate for equitable access to educational 
opportunities” (MCPS, 2020a). Other initiatives to diversify the system include: hiring conditionally certified 
teachers; presence at events hosted by Historically Black Colleges and Universities (HBCUs); virtual sessions for 
HBCU alumni and future graduates; partnership with Bowie State University and Howard University including 
the Bowie State University Summer Institute; expanded recruitment through online venues that target minority 
teachers; targeted teacher recruitment in Puerto Rico; development of and continued support for the BOND 
Project; and investment in pathways program for supporting services employees to assist those interested 
in becoming teachers (MCPS, 2018a; MCPS, 2020a). With recent staff shortages resulting from the COVID-19 
pandemic, MCPS’s efforts to fill vacancies with diverse staff are evolving (MCPS, 2022c).

The Study of the Teacher Workforce (Parts 1 & 2) conducted in 2018 acknowledges the significance of staff 
diversity in the school district’s workforce. MCPS saw a small increase in the percentage of new teachers who 
are Black/African American (from 11% in FY 2014 to 14% in FY 2018) and Hispanic/Latino (from 7% in FY 2014 
to 10% in FY 2018). However, these increases are incremental, and the majority of the teacher workforce 
remains White. Data from the latest publicly available staff statistical profile suggests that as of 2021, the 
percentage of new teachers who are Black/African American and Hispanic/Latino has continued to increase 
(Employee & Retiree Service Center, 2021) (see Table R).

The document review found that MCPS clearly demonstrates its intent to recruit and hire candidates from 
diverse backgrounds. The district is also implementing several strategies to recruit, hire, and retain staff 
of color. While progress is occurring incrementally, the majority of staff at MCPS (56.4%) continues to 
be White. The 46% gap between the demographics of the student body and the workforce is one of the 
highest in the state of Maryland (Maryland State Department of Education, 2022b). 

SUMMARY OF OBSERVATION 2.1

https://www.montgomeryschoolsmd.org/departments/procurement/uploads/4900.1/4900.1%20RFP%20FINALdocx.pdf
https://www.montgomeryschoolsmd.org/campaigns/Strategic-Planning-FY22-25/
https://www.montgomeryschoolsmd.org/campaigns/Strategic-Planning-FY22-25/
https://www.montgomeryschoolsmd.org/uploadedFiles/homepageContent/MCPS-StrategicPlan-2022(1).pdf
https://drive.google.com/file/d/1XymTvv4s1_BjXDezfT7mUpthFoO3T7pj/view
https://drive.google.com/file/d/1XymTvv4s1_BjXDezfT7mUpthFoO3T7pj/view
https://www2.montgomeryschoolsmd.org/siteassets/district/departments/professionalgrowth/supporting/SSPGSHandbook.4-7-17.pdf
https://www2.montgomeryschoolsmd.org/siteassets/district/departments/professionalgrowth/supporting/SSPGSHandbook.4-7-17.pdf
https://go.boarddocs.com/mabe/mcpsmd/Board.nsf/files/BRJJUW4BF170/$file/Human%20Capital%20Mgmt%20200714%20PPT.pdf
https://go.boarddocs.com/mabe/mcpsmd/Board.nsf/files/BRJJUW4BF170/$file/Human%20Capital%20Mgmt%20200714%20PPT.pdf
https://news.montgomeryschoolsmd.org/uncategorized/mcps-sees-sharp-increase-in-diverse-teacher-hiring/
https://go.boarddocs.com/mabe/mcpsmd/Board.nsf/files/BRJJUW4BF170/$file/Human%20Capital%20Mgmt%20200714%20PPT.pdf
https://ww2.montgomeryschoolsmd.org/press/index.aspx?pagetype=showrelease&id=13179&type=&startYear=&pageNumber=&mode=
https://ww2.montgomeryschoolsmd.org/departments/sharedaccountability/reports/2019/1st%20Teacher%20Report%20Final.pdf
https://files.eric.ed.gov/fulltext/ED603712.pdf
https://www.montgomerycountymd.gov/council/Resources/Files/REPORTS/2021/MCPS-FY21.pdf
https://reportcard.msde.maryland.gov/Graphs/#/AtaGlance/Index/3/17/6/15/XXXX/2021%E2%80%AF
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Table R. 2021 Racial composition of MCPS staff

Race
FY 2021

Number %

American Indian or Alaskan Native 
46 0.2%

Asian 2,168 8.8%

Black or African American 4,533 18.4%

Hispanic/Latino 3,565 14.5%

Native Hawaiian or Pacific Islander 24 0.1%

Two or More 373 1.5%

White 13,880 56.4%

Total 24,589 100%

Source: Employee & Retiree Service Center, 2021. 

Within the document review, the Human Capital Management document indicates that although MCPS is 
making efforts to hire highly qualified, diverse staff, MCPS is still recruiting majority White teachers (see 
Appendix B). In FY 2019, incoming teachers were 60% White, 14% Hispanic/Latino, and 12% Black/African 
American. This is in comparison with a student body that is 26.9% White, 32.4% Hispanic/Latino, and 21.4% 
Black/African American. Despite MCPS’s commitment and efforts to diversify staff, according to data reported 
by the Maryland State Department of Education, in 2021 there was a 46% gap between the percentage of 
students of color and the percentage of teachers of color in the county, one of the biggest gaps in Maryland 
(Maryland State Department of Education, 2022b). 

ILTs confirmed that the teaching staff does not represent the racial/ethnic composition of the student body. In 
the Equity Audit Tool, when asked about the extent to which teachers are representative of the racial/ethnic 
composition of the student body, only 15.2% (n = 31) ILTs evaluated their schools as “Established” (n = 26) or 
“Advanced” (n = 5) (see Figure 9). A total of 83% of ILTs at elementary schools, 87% of ILTs at middle schools, 
and 92% of ILTs at high schools evaluated their schools as “Latent” or “Emergent.” While five ILTs at elementary 
schools rated their schools as “Advanced” on this item, no ILTs at middle and high schools did. 

Only 37 ILTs rated their schools as “Established” (n = 33) or “Advanced” (n = 4) on the item: “The pool of 
candidates available to interview for the school’s positions is racially/ethnically diverse” (see Figure 9). Among 
the responses, only 20% of ILTs at elementary schools, 15% of ILTs at middle schools, and 12% of ILTs at 
high schools rated their schools as “Established or Advanced” or “Advanced.” This indicates that the pool of 
candidates available to interview for school positions might be a barrier to increasing staff diversity.  

https://www.montgomerycountymd.gov/council/Resources/Files/REPORTS/2021/MCPS-FY21.pdf
https://go.boarddocs.com/mabe/mcpsmd/Board.nsf/files/BRJJUW4BF170/$file/Human%20Capital%20Mgmt%20200714%20PPT.pdf
http://bit.ly/maec_app2
http://bit.ly/maec_app2
https://www.marylandpublicschools.org/stateboard/Documents/2022/0726/TabGBlueprintAndDataDeepDiveTeacherPipelineAndDiversity.pdf
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Figure 9. Distribution of items related to diversity of school staff on the Equity Audit Tool

Based on triangulated evidence presented in this observation, MAEC finds that MCPS has established policies 
to hire for diversity at the district and has been making incremental progress in developing a more diverse 
workforce. However, the majority of staff at MCPS continues to be White. The gap between the demographics 
of the student body and the workforce continues to be one of the highest in the state of Maryland (Maryland 
State Department of Education, 2022b).    

https://www.marylandpublicschools.org/stateboard/Documents/2022/0726/TabGBlueprintAndDataDeepDiveTeacherPipelineAndDiversity.pdf
https://www.marylandpublicschools.org/stateboard/Documents/2022/0726/TabGBlueprintAndDataDeepDiveTeacherPipelineAndDiversity.pdf
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Observation 2.2: The MCPS community perceives multiple barriers 
to recruiting and retaining a diverse workforce.

Although the document review showed a clear effort on the part of MCPS to diversify the workforce (see 
Observation 2.1), community conversations and focus group participants perceived a lack of substantive 
action regarding MCPS’s commitment toward increasing staff diversity, contributing to the systemic 
underrepresentation of staff of color.

“I have a great deal of mistrust. Primarily because I don’t see an investment by the county in hiring Black 
teachers. I mean, we’re in a mecca of Black institutions and I never see pathway programs that are well-
communicated, that are well-funded, that are supported, and that’s extremely frustrating to me. So it makes me 
think that it’s not that there aren’t candidates because we’re in a triangle of large number of schools, it’s that 
there’s no, I don’t know, interest. So that’s what makes me frustrated and feel mistrustful that there’s no value. 
They don’t see a value in increasing the number of Black professionals in the schools.” (NAACP Community 
Conversations Participant) 

“I know that in MCPS, we have about 15% [AAPI] students and [in the] last 10 years, more than a decade, we 
always have about 10 to 15% student bodies [that are AAPI]. And . . . we are not trying to say that we need quota 
either, definitely not. But I think that for leadership role, it’s critical to have leadership role in MCPS to have Asian 
American kind of background or competency. They don’t have to look like Asian American, but it’s the mindset 
and also the understanding.” (CAPA-MC Community Conversations Participant)

This difference between findings from the document review and stakeholder perceptions could indicate 
misalignment between MCPS policies and practice. It could also indicate a need for MCPS to more clearly 
communicate with the community about what they are doing to increase staff diversity.  

Focus group and interview participants perceived multiple barriers to recruiting and retaining a diverse 
workforce, including the district not prioritizing the diversification of staff, not actively recruiting from diverse 
school districts and HBCUs, bias in the hiring process, unfair standards for candidates of color, and lack of 
clear hiring processes. Contradictory to MCPS’s stated intent in the MCPS 2022–2025 Strategic Plan that they 
are recruiting and hiring diverse staff, focus group and interview participants perceived that schools and the 
district are not prioritizing hiring diverse staff:

 “I even asked my principal, ‘Are you even required to interview a diverse group of candidates?’ And the answer 
is no. And I asked him, ‘Did you call HR and request a diverse group of candidates?’ His answer was no. And so 
doesn’t seem like it’s a priority to me.” (Staff, Black/African American)

While MCPS is explicit in its commitment to increase staff diversity, the MCPS community perceives that 
there is room for improvement in developing a workforce that is representative of the racial and ethnic 
composition of the student body. The MCPS community members perceive multiple barriers preventing 
MCPS from recruiting a diverse workforce, including lack of prioritization to hire diverse staff, limited 
recruitment from diverse school districts and HBCUs, bias in the hiring process, unfair standards for 
candidates of color, and a lack of clear hiring processes. The document review revealed that MCPS already 
follows some of the practices recommended by community members to increase the rates of diverse staff, 
but feedback from focus group and community conversations suggest that the wider community is not 
aware of many of these efforts. 

SUMMARY OF OBSERVATION 2.2

https://www.montgomeryschoolsmd.org/campaigns/Strategic-Planning-FY22-25/
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“So MCPS, they talk a talk, but they don’t walk the walk when it comes to hiring diverse staff . . . And recently 
at my school, one of our APs [Assistant Principals] is leaving. It is a Black female. We are very divided racially 
and linguistically. And so we now have our top four people, our principal is Hispanic, our AP1 is White, our staff 
development teacher is White, and now we have a new White female AP. It should be like, you need to be hiring 
someone who looks more like the student body than this. So again, as I said, they talk this talk, but I don’t see it 
actually happening at all.” (Staff, White)

Participants further emphasized the need for more active efforts in the recruitment and retention of staff 
of color. This includes active efforts to offer competitive compensation packages to attract diverse teachers, 
recruit from diverse school districts and HBCUs, foster a safe environment for MCPS’s diverse student 
population, and create a supportive work environment that encourages staff of color to stay. 

“I don’t feel like MCPS has really done that much for recruiting. I don’t feel like MCPS has done, honestly, anything 
for retention for anybody, even up until this point. I know they have changed their point of view to ‘recruitment 
is everyone’s job.’ That we should all be recruiting, which I do appreciate that concept. But at the same time, me 
personally as an administrator, that’s a lot of additional work that makes it. So yes, I’m more than willing to try to 
recruit here and there when I have a position, but at the same time, I can’t truly recruit because I have a full-time 
position that’s currently at 60 or 70 hours a week for me to just do my plain job.” (Staff, White)  

“Because I feel like we don’t do a stellar job of creating a safe, welcoming, and wonderful experience for some of 
our students, they do not want to come back and be teachers. Or they’re watching what their teachers are going 
through, and their administrators, and they’re very aware and they do not want to come back and be a part 
of that. So, I think it’s disheartening that we have such a diverse population in this county, and so few teachers 
coming back, teachers of color. I see often, more so, White students who come back and teach in their school or 
their county, but not a lot of students of color who come back and want to teach in the county.” (Staff, Black/
African American)

Staff focus group participants perceived advancement opportunities for leadership positions as being 
largely reserved for White colleagues. Participants expressed frustration about the lack of clarity regarding 
advancement policies and emphasized the need for a system that accounts for internal biases of leaders who 
make hiring decisions: 

“I forgot to include that for teacher positions we do ‘prescreening.’ I feel that the process allows for implicit bias in 
how candidates are rated for MCPS follow up.” (Staff, Black/African American)

“I do think if we’re going to talk about hiring minorities and recruiting minorities, I do think the hiring team need 
to go through an inherent bias. We all have inherent biases. That doesn’t make us bad people. It’s just what we 
know and what we’ve gone through. It doesn’t make us racist. It’s just our personal experience . . . Not a lot of 
people have the tools in their toolbox to understand that. And many people who do the hiring, they can do, ‘Oh, 
we want to do the implicit bias training for the teachers because they have to deal with the students.’ But what 
about the leadership team who does the hiring? That . . . is where it’s lacking, and that’s why we continuously 
have the same thing over and over again. We can talk about it, but it’s the people who [are]doing the hiring.” 
(Staff, Asian)

“The people that I’ve seen move up, people of color, move White people up. And it is usually just White people. 
They move them up with them, but they don’t encourage or try to train or kind of mentor anyone else of any 
color, from what I’ve seen. And then, just the training... We say training all the time. It’s like training overkill at this 
point, unless it’s effective. If you’re going to have a training on implicit bias, explicit bias, what have you, it has 
to be ongoing and it has to be evaluative. You can’t just say, go to a training and then, you give people nothing 
to take back and apply in the classroom. So, if we do training, it needs to be ongoing. We need to be kind of held 
accountable and we need to see how we can directly apply that into what we’re doing and then, it needs to be 
evaluated. So, I think that was everything I needed to say.” (Staff, Black/African American)
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“I still feel like MCPS as a top-down organization, has done nothing to address the implicit bias within their 
hiring processes, and within who makes up our admin team. For example, [at school name], we are a majority a 
minority school . . . But realistically, we have the largest English language learner population in the county. The 
majority of our students and families speak Spanish. We have zero administrators who speak Spanish. We have 
all White, with the exception of two African-American females, the majority of our admin team is White males. 
We have zero security staff who speak Spanish... And it’s not even about the equity of just speaking Spanish, it’s 
the implicit biases that go about because no one is having those discussions at their admin team meetings, at the 
district level.” (Staff, White)

Staff focus group participants further expressed that current hiring practices and the standards through which 
staff are recruited are unfair for candidates of color. Staff who made a deliberate effort to hire more diverse 
staff reported feeling undermined by unclear HR hiring processes.

“If you’re hiring for world languages, you’re not hiring necessarily for accent or if they know English or not well. 
But you’re actually hiring for: is that person the best candidate that we have and is that person capable of 
speaking the language as well? Which I often have seen it that the way they rate a person from another country 
or another ethnicity is totally different from the way they rate candidates who are either born in the United States 
and who doesn’t necessarily have an accent.” (Staff, Hispanic/Latino)

“I have no idea what HR does to recruit. They give you these lists sometimes, and you don’t even know. These lists 
are ridiculous. I can’t even get into the list. I don’t know what they do. And I don’t know why. I feel like I should, 
when it is like a huge part of my role or that we should be partners in understanding what the needs of the 
school are.” (Staff, White)

Though the majority of focus group participants discussed a need for improved hiring practices, some praised 
individual processes in their schools that prioritize hiring diverse staff, while others acknowledged MCPS 
improving in this area:

“We just work again with the department of human resources in the county to recruit diverse staff. We’re also very 
intentional in the selection process and making sure that everybody has the equitable opportunity to actually 
participate in an interview process and also not only that, our panel of people when we hire is very diverse as 
well. So you are not only having one person from one race or one ethnic group dominating the discussion or 
dominating actually the process. But you have a diversity of people within the schools itself that participate in 
panels. For example teachers as well, a diversity of teachers as well as a diversity of administrators or resource 
teachers as well. Our selection process . . . has improve[d] quite a lot this year.” (Staff, Hispanic/Latino) 

Based on triangulated evidence presented in this observation, MAEC finds that MCPS’s stated policies and 
guidance for hiring based on quality, expertise, and diversity are not employed with fidelity throughout 
the system. There is evidence that the district already follows some of the practices recommended by 
community members to increase the rates of diverse staff. However, community members perceive a lack of a 
communicated and transparent, system-wide plan for increasing staff diversity.   



©2022. Mid-Atlantic Equity Consortium, Inc. All rights reserved   Domain 2: Workforce Diversity |MCPS Antiracist System Audit 75

Observation 2.3: Staff members of different races and ethnicities are 
not distributed equitably across the various job classifications.

 

To gain insight into MCPS’s workforce diversity, MAEC examined staff perceptions about the distribution of 
staff of color among different job classifications in the district. MCPS staff members responded positively 
to items that assessed whether they engage colleagues of differing identities on a regular basis. On the 
stakeholder survey, staff members indicated an overall high level of agreement that they communicate 
with colleagues of races, skin colors, ethnicities, and cultures that are different from their own (see Table S). 
However, this level of agreement was noticeably lower among support staff (85.5%, n = 2,406) and teachers 
(79.3%, n = 6,907) than among district administrators (94.3%, n = 446). Within some categories of staff, there 
were statistically significant lower proportions of agreement. Among support staff, respondents identifying 
as Asian and Black/African American were less likely to agree that they interact with staff members who are 
different from them. Similarly, teachers identifying as Black/African American or Other were less likely to 
agree that they communicate with staff members who are different from them at their schools. These findings 
suggest that people in some job classifications and people who are Black/African American or Asian are less 
likely to interact with diverse colleagues than others. 

Table S. Administrator, teacher, and support staff results to a survey item about regular communication 
with diverse staff 

Demographic & 

Survey Section
Survey Item Agreement Disagreement

I don’t 

 know

Higher 

Agreement

Lower 

Agreement

School 
Admin-
istrators: 
Workplace 
Culture 
and 
Conditions 

At my school, I regularly com-
municate with staff members 
of races, skin colors, 
ethnicities, and cultures that 
are different from my own. 

94.3% 

(n = 
446) 

4.8% 

(n = 23) 

0.8% 

(n = 4) 
— — 

SUMMARY OF OBSERVATION 2.3

Despite the reported underrepresentation of diverse backgrounds in MCPS, on the survey, staff members 
showed an overall high level of agreement that they regularly communicate with colleagues of races, skin 
colors, ethnicities, and cultures that are different from their own. This level of agreement was noticeably 
lower among support staff and teachers than among district administrators. In the focus groups and 
community conversations, participants perceived that staff of color are not evenly distributed between 
the different job classifications, most noticeably in leadership at school and district levels. Participants 
perceived that advancement opportunities for leadership positions are largely reserved for White staff.
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District 
Admin-
istrators: 
Workplace 
Culture 
and 
Conditions 

At my workplace, I regularly 
com-municate with central 
office staff members of races, 
skin colors, ethnicities, and 
cultures that are different 
from my own. 

88.3% 

(n = 
342) 

10.1% 

(n = 39) 

1.6% 

(n = 6) 
White — 

Teachers: 
Workplace 
Culture 
and 
Conditions 

At my school, I regularly com-
municate with staff members 
of races, skin colors, 
ethnicities, and cultures that 
are different from my own. 

79.3%  

(n = 
6,907) 

8% 

(n = 
610) 

1.4% 

(n = 
105) 

White

Black/
African 

American 

Other1

Support 
Staff: 
Workplace 
Culture 
and 
Conditions

At my workplace, I regularly 
com-municate with staff 
members of races, skin 
colors, ethnicities, and 
cultures that are different 
from my own. 

85.5% 

(n = 
2,406) 

10.1% 

(n = 
283) 

4.2% 

(n = 
117) 

White

Black/
African 

American 

Other1

1Respondents who identified as Other were Bahamian, Belizean, Greek, (Ashkenazi) Jewish, and Moor.

The significance of diversity in leadership emerged as a prominent theme in focus group discussions. 
Participants highlighted intentional leadership as catalysts for positive change towards racial and ethnic equity 
in school and work environments:

“Our selection process . . . is improv[ing] or has improved quite a lot this year . . . because our administrator 
principal is very intentional on what [the principal] will like to do in the school and in order to promote diversity 
within our school and increase the value of cultures in our school culture.” (Staff, Hispanic/Latino)
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“The race and equity work tends to be used only if it is a focus of the principal. There needs to be action steps to 
normalize it.” (Staff, Black/African American)

“[Things are improving] because of the coming of our new principal. He’s a White male and very understanding 
guy, to be honest. I must give credit where credit is due. And with his coming, he began to change things . . . to 
make the school begin to accept everybody. And that’s how I began to feel a little bit relaxed, so that I can even 
talk . . . [some staff of color] have all felt really, really pressured in this particular school. SO, I think things need 
to be changed. And I think things will change. I think, they have to work hard. We have to work hard to make sure 
things change.” (Staff, Black/African American)

“To be honest with you, I kind of feel a little bit better, since the coming of Dr. Monifa McKnight, because I feel 
that she’s beginning to address racism much more than before; that’s how I feel . . . So, there is a change, but the 
wind of change needs to move faster.” (Staff, Black/African American)

While leadership was perceived as essential for school progress towards equity and inclusiveness, it was also 
emphasized as lacking in diversity and representation in MCPS. The Study of School Principals, reviewed as part 
of the document review, indicates that “principals who are Hispanic/Latino, Asian, or who identify to two 
or more races/ethnicities made up less than 10 percent of all MCPS principals” in 2018–19 (Maina & Davila 
Valencia, 2019, p. 18). This representation was disproportionate to the student body in 2018–19, where 31.3% 
of students were Hispanic/Latino, 14.3% were Asian, and 4.9% were two or more races/ethnicities. In the most 
recently available public data from 2021, 6.3% of all principals were Hispanic/Latino, 6.3% were Asian, and 
1.9% identified as two or more races, indicating that while there was a slight increase in diversity since 2018 
when the study was conducted, rates of principals from these groups remain low (Employee & Retiree Service 
Center, 2022). Staff participating in focus groups/interviews and community conversations participants 
further discussed the lack of diversity and representation across leadership:

Staff participating in focus groups/interviews and community conversation participants further discussed the 
lack of diversity and representation across leadership:

“The principal, who has great intentions, is really trying to be mindful of equity, still hires all White teachers. Just 
recently hired another administrative team lead position, the staff developer. Had great candidates within the 
school, teachers of color applying for it, and gave it to another White person. So we have all White leadership 
at this school even though we have 57% Hispanic and Black student body.” (NAACP Community Conversation 
Participant)

“With that lack of representation in leadership that means there’s also a lack of representation at the decision-
making table. And oftentimes I think that they’re missing the perspective of what it means to truly be culturally 
responsive to our students. Just little things that I feel like if someone were at the table who was representing 
us, then I think some decisions would be made differently. When we are solely represented as the only one, 
sometimes it can be difficult to speak up, ‘Hey, I don’t think that works right.’ Because then I look like a single 
story or I look like an outlier. Sometimes I’ve gotten the look from other people of color who are like, ‘Well, what 
are you talking about?’ Well, my story might be different than an African American person’s or someone else’s, 
but it doesn’t mean that my story is wrong. So I think it just goes back to a lack of representation in leadership, 
which is at that decision-making table.” (Staff, Hispanic/Latino)

School staff echoed this lack of representation in leadership when responding to the Equity Audit Tool about 
the extent to which staff members of different races/ethnicities are distributed equitably across the various job 
classifications, from administration to non-certified positions. On this question, 21.6% (n = 44) ILTs rated their 
schools as “Latent,” 49% (n = 100) as “Emergent,” 25.5% (n = 52) as “Established,” and 3.9% (n = 8) as “Advanced” 
(see Figure 10). Seventy percent of ILTs at elementary schools, 72% of ILTs at middle schools, and 72% of ILTs 
at high schools evaluated their schools as “Latent” or “Emergent” on this item; six ILTs at elementary schools, 
one ILT at a middle school, and zero ILTs at high schools rated their schools as “Advanced” on this item.

https://ww2.montgomeryschoolsmd.org/departments/sharedaccountability/reports/2019/Final%20Principal%20Study%20-Graph%20corrected%20%201_23_20%20(002).pdf
https://eric.ed.gov/?q=source%3a%22Montgomery+County+Public+Schools%22&ff1=autMaina%2c+Nyambura+Susan&id=ED607727
https://eric.ed.gov/?q=source%3a%22Montgomery+County+Public+Schools%22&ff1=autMaina%2c+Nyambura+Susan&id=ED607727
https://www.montgomerycountymd.gov/council/Resources/Files/REPORTS/2022/MCPS-2022.pdf
https://www.montgomerycountymd.gov/council/Resources/Files/REPORTS/2022/MCPS-2022.pdf
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Figure 10. Distribution of item related to equitable distribution of diverse staff on the Equity Audit Tool

Based on triangulated evidence presented in this observation, MAEC finds that MCPS does not consistently 
hire for quality, expertise, and diversity within the district’s leadership. Currently, staff of color are not evenly 
distributed between different job classifications. Staff of color are most noticeably underrepresented in 
positions of leadership at both the school and district levels. 
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Observation 2.4: Some students and families report that the lack of 
staff diversity leads MCPS to be less responsive to the diverse needs 
of students of color.

Participant responses ranged when discussing the capacity of MCPS staff to meet the needs of students from 
diverse backgrounds. In the stakeholder survey, over 95% (n = 451) of school admin agreed that “School 
administrators at my school are responsive to the varied needs of students from different racial, ethnic, and 
cultural groups.” More than 87% (n = 3,736) of teachers agreed that “Teaching staff at my school are responsive 
to the varied needs of students from different racial, ethnic, and cultural groups.” When asked in the Equity 
Audit Tool about the extent to which staff members are responsive to the varied needs of racial/ethnic groups 
and communities, 59.8% (n = 122) of the ILTs rated their schools as “Established or “Advanced” (see Figure 
11). Elementary schools had the highest rating with 67% evaluating themselves as “Established” or “Advanced” 
compared to 51% of middle schools and 40% of high schools.

On the stakeholder survey, over 95% (n = 451) of school administrators agreed that “School administrators 
at my school are responsive to the varied needs of students from different racial, ethnic, and cultural 
groups.” More than 87% (n = 3,736) of teachers agreed to a similar question about the responsiveness of 
teaching staff. When asked about the extent to which staff members are responsive to the varied needs 
of racial/ethnic groups and communities in the Equity Audit Tool, nearly 60% (n = 122) of ILTs rated their 
schools as “Established” or “Advanced.” In qualitative data collections, including community conversations, 
open-ended survey comments, and focus groups, participants emphasized the link between workforce 
diversity and cultural competency, frequently referring to staff’s capacity to meet the needs of students 
from diverse backgrounds. Some parents and students shared the belief that the lack of staff diversity 
in MCPS contributes to an inability to check biases or challenge stereotypes; respond appropriately to 
bullying or disciplinary incidents; support teachers’ ability to cover challenging topics; relate appropriately 
with all students; and address relevant cultural events. 

SUMMARY OF OBSERVATION 2.4
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Figure 11. Distribution of item related to responsiveness of teaching staff to student needs on the Equity 
Audit Tool

However, the extent to which the needs of students from diverse backgrounds were perceived as being met 
differed across staff members and community members. Participants in community conversations expressed 
a connection between workforce diversity and staff’s cultural competence. In 10 out of 14 community 
conversations, participants emphasized that the underrepresentation of diverse staff in MCPS contributes to 
a lack of cultural competency, particularly the ability to check biases or challenge stereotypes. Participants felt 
that these internal biases can be a barrier to success for students of color: 

“It’s important for MCPS to be aware different ethnic groups or race groups have different priorities, and we 
need to respect that priority and also don’t use that priority to treat us differently. So I think Montgomery 
County Public Schools is doing pretty good in terms of being sensitive to a different, the diversity of the 
student. But I think sometimes they probably focus on sometimes I would say the wrong issues of the racial 
differences.” (CAPA-MC Community Conversations Participant) 

“You’ve got teachers out here who don’t have experiences that allow them to even begin to appreciate or 
understand some of the circumstances that our Black children are going through or could be going through. 
And those biases carry through. So immediately you lump them into a category of not a good reader, or too 
energetic and causes too many outbursts in class . . . instead of seeing, let’s say, for example, a child who is 
really energetic and jumping out of their seat and always talking as a problem and not as, maybe they’re just 
simply not challenged. And you aren’t giving them the work that they need to keep their brains engaged long 
enough so that they can actually get to a place where you are considering them for a magnet program, or 
you’re considering having the conversation with their parent to say, ‘Oh, by the way, you might want to think 
about this because this kid is really gifted.’” (NAACP Community Conversations Participant)

Some focus group participants perceived that the lack of workforce diversity affects teachers’ ability to discuss 
certain topics, relate with students, and address relevant cultural events happening in the world: 

“There’s a disconnect between students and teachers. And when the disconnect is that fundamental, we can’t 
learn from the teacher and I feel that there need to be intentional efforts to make schools more diverse. 
My son’s school, I don’t know. They may have one or two Black teachers, and when I pushed that question 
out and I made a lot of assumptions, there was a high level MCPS person that stated that the environment 
was just not welcoming to Black teachers. We need more Black teachers. We need more minority teachers. 
We need teachers that look like society and teachers that look like students. I think that we are never going 
to really reach that achievement gap if students don’t see themselves.” (Family member, Black/African 
American) 
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“Asian American content was being taught was where there were Asian American teachers and staff and so 
it is so critical I think, it’s all connected. We can have the curriculum but if there’s no one to teach it obviously 
that’s an issue.” (Family member, Asian)

“One thing I’ll say is I’ve never had a Black history teacher. I’ve had a Black English teacher and she did talk 
about Black history more than any of my other teachers . . . my current English teacher has talked about 
it, she’s Hispanic, but she’s talked about a couple of things in the month of Black history month, she did 
incorporate a new person to learn about every day of Black history month, which I appreciated. But like 
I said, a lot of times in our history classes, I feel like they don’t understand that Black history is also their 
history.” (Student, Black/African American)

“The sort of difficult or unwinnable thing here is, and maybe this is just kind of all in my head and maybe in 
a lot of our heads is, the majority of our teachers... the majority of them are either White American or Black 
Americans in this area and I always thought I was very cringey when a White teacher is trying to teach about 
Diwali, for example, and explain the class I’m sitting there and as a kid, I remember this and people are 
looking at me like, ‘Is that right?’ I’m like, ‘I don’t know, I guess.’” (Family member, Asian)

Survey comments from students of color also illustrated challenges that they have experienced due to bias 
and unfair treatment from teachers, particularly in response to bullying or disciplinary incidents. 

“Even just yesterday, two White female teachers stopped me and my White friend in the hallway while we 
were on our way to the media center during our lunch period. They claimed that we were wandering in the 
hallway, which we weren’t doing. To make it even worse I was the one who got in trouble and got an email 
sent home, while my friend got no punishment. And today one of those teachers followed me through lunch 
[because] she didn’t trust me by myself and said I would cause trouble in the school. This is the third [time] 
this has happened to me.” (Student, Asian) 

“From personal experience I can confidently say some teachers here at [redacted school name] have no 
interest in what we learn or what we might go through in attempts to grasp these concepts. What we get is 
teachers who seem like they’re only out of obligation. And that’s not to generalize but, there are those select 
teachers. And it really does bring down positivity in the building.” (Student, Hispanic/Latino)  

“A teacher has previously accused me of stealing something which I did not and denied the allegations 
numerous times and I am a student of color, so going to that teacher makes me feel extremely 
uncomfortable unless I absolutely need to.” (Student, Black/African American)

Families and students who are Hispanic/Latino expressed a need for more staff who speak Spanish. All LSAAG 
breakout groups in the community conversations emphasized this need, and participants from five out of the 
six community conversations reported encountering hostility from staff. Discussions highlighted community 
members’ frustrations when interacting with staff, especially administrators, largely due to perceived hostility 
and the language barrier for English-speaking MCPS employees and Spanish-speaking community members: 

“Lo más importante en las escuelas ahorita para con las razas es hacernos sentirnos cómodos, de partida que 
yo creo que en cada escuela-- Mi experiencia personal lamentablemente a pesar de que hablo bien el idioma y 
todo, no me siento cómoda. Partiendo por las personas que están a la entrada de la escuela.// Generalmente 
son muy “rude,” muy cortantes. No sé cómo definirlo, ahí ustedes tendrán, habrán muchas formas de definirlo 
pero he tenido muy malas experiencias con la persona de la entrada de la escuela que es la cara de la escuela, 
que es la que primero debería recibirle a uno de mejor forma, es muy incómodo entrar a la escuela. Le digo, 
tengo una niña de High School que ya se está graduando y tengo dos chiquitos en el Elementary School.// Llevo 
años en el sistema y de todos estos años que llevo en la escuela con mi hija, de todas las escuelas, todas las 
de la puerta han sido pero un veneno, [ríe] mal. Atienden mal, te contestan, horrible. Muy mal... así mismo nos 
sentimos los papás a veces en las escuelas, nos sentimos como el patito feo, como totalmente desencajados, 
descuadrados del sistema tan frío a veces.” [The most important thing in the schools right now for the 
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races is to make us feel comfortable, I think that in every school-- My personal experience unfortunately, 
even though I speak the language well and everything, I don’t feel comfortable. // I have had very bad 
experiences with the person at the entrance of the school, who is the face of the school, who is the one 
who should welcome you in a better way, it is very uncomfortable to enter the school. I tell you, I have a 
high school girl who is already graduating and I have two little ones in Elementary School // I have been 
in the system for years and of all the years I have been in school with my daughter, of all the schools, all 
the ones at the door have been poison, [laughs] bad. They serve badly, they talk back, horrible. Very bad... 
that’s how we parents sometimes feel in the schools, we feel like the ugly duckling, like totally out of sync, 
out of sync with the system that is so cold sometimes.] (LSAAG Community Conversations Participant) 

“Que cada escuela cuyo porcentaje sea suficientemente alto, 30%, 40% de estudiantes africanosamericanos, 
hay una persona que recibe un estipendio extra por estar vigilante y contactado a todos los padres para ser el 
punto central de esa escuela para los estudiantes africanosamericanos. Yo le pregunté al doctor [redactado, 
nombre del individual], “Qué bueno, ¿Cuándo va a hacer eso para los latinos?”, me dijo que ese año no lo podía 
poner en el presupuesto, pero que pronto lo ponía. Nunca se ha hecho ese programa para los latinos, nunca con 
estipendio para una persona, podría ser un profesor bilingüe, si lo hubiese, una persona contratada bilingüe 
para ser el punto focal.” [For every school whose percentage is high enough, 30%, 40% African American 
students, there is a person who gets an extra stipend for being vigilant and the contact for all the parents 
to be the point person of that school for African American students. I asked Dr. [Redacted, name of 
individual], “How cool, when are you going to do that for Latinos?”, he said he couldn’t put it in the budget 
that year, but he would put it in soon. There’s never been that program done for Latinos, never with a 
stipend for a person, it could be a bilingual teacher, if there was, a bilingual contracted person to be the 
focal point.] (LSAAG Community Conversations Participant)

Based on triangulated evidence presented in this observation, MAEC finds that while MCPS makes efforts to 
hire for quality, expertise, and diversity, the current lack of staff diversity contributes to an inability to check 
biases or challenge stereotypes; respond appropriately to bullying or disciplinary incidents; support teachers’ 
ability to cover challenging topics; relate appropriately with all students; and address relevant cultural events.   
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DOMAIN 3: 
Work Conditions

Observation 3.1: MCPS aims to foster an organizational culture of respect. 

___________________________________________________________________________________________________________________

Observation 3.2: Staff perceive that MCPS does not have a collective, systemic approach to antiracism. 

___________________________________________________________________________________________________________________

Observation 3.3: Staff members express uncertainty that school administration and/or the district address 
reports about bullying, discrimination, or harassment. 

___________________________________________________________________________________________________________________

Observation 3.4: Staff report high job satisfaction levels across the district but there are differences in the 
experiences of work conditions at MCPS based on racial/ethnic identities. 

Visit the glossary to clarify acronyms and technical terms.
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The following observations relate to the Work Conditions audit domain. MAEC sought to examine how MCPS is 
ensuring that their work environment acknowledges and addresses the complexities regarding race, diversity, 
inclusion, and the well-being of MCPS staff. 

This section aims to answer the questions:

1) Does MCPS have a work environment in every office, division, and school that is astute to creating an 
environment that acknowledges and addresses the complexities around race, diversity, and inclusion?

2) How do these factors impact a person’s physical, psychological, and emotional well-being? 

The evidence for these observations was triangulated from several data sources, including the document 
review, Equity Audit Tool, stakeholder surveys, and focus groups. Community conversations did not include 
questions relating to work conditions and were not a part of the data triangulated for this domain. Findings are 
supported by statistics and quotations from the triangulated data. Because of the low numbers of staff of color 
in MCPS, especially in certain job categories, and MAEC’s responsibility to protect their identities, the racial 
identities of respondents are not identified in this section.  

All ships rise with the tide. There 

[are] a few ships doing the work 

on their own, but as a system, 

no. We’ve got a lot of growth.

(Staff, White)
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Observation 3.1: MCPS strives to foster an organizational cuture of 
respect. 

MCPS policies from the document review demonstrate a clear aim by the system to foster an organizational 
culture of respect. The Teacher Professional Growth System, the Supporting Services Professional Growth System, 
and the Administrative Professional Growth System clearly outline the importance of “an organizational culture 
of respect, and MCPS regularly gathers data related to staff culture. For example, the results from the Cultural 
Proficiency Survey, administered in 2017, are useful in helping to understand the cultural proficiency of MCPS 
staff (administrators, teachers, support staff) across areas such as assessing culture, valuing and adapting 
to diversity, and institutionalizing cultural knowledge. There are some items that relate to racism and hate 
bias (e.g., “I check myself to see if an assumption I am making about a person is based upon facts or upon 
stereotypes about a group”; “I recognize the unsolicited privileges I might enjoy because of my title, gender, 
age, sexual orientation, physical ability, or ethnicity”). 

Across all job levels, the majority of staff participants in the stakeholder survey indicated that their workplace 
respects their cultural, ethnic, physical, and religious needs (see Table T). The majority of school administrators 
(91.9%, n = 431) and teachers (90.7%, n = 6,935) agreed or strongly agreed to the following item: “My school 

MCPS’s documents and policies demonstrated a clear aim to foster an organizational culture of respect 
as articulated in the MCPS 2022–2025 Strategic Plan. The majority of survey participants agreed that MCPS 
respects their culture, ethnicity, religion, and physical needs. On the Equity Audit Tool, 74.5% (n = 151) 
of ILTs rated their schools as “Established” or “Advanced” on the item “Staff members engage in healthy, 
productive, and respectful professional interactions with other staff members from cultural backgrounds 
different from themselves.” In contrast, the majority of central offices felt that they do not have norms or 
are still working on establishing norms related to a culture of respect among staff, with 75% (n = 12) rating 
themselves as either “Latent” or “Emergent.” 

SUMMARY OF OBSERVATION 3.1

https://drive.google.com/file/d/1XymTvv4s1_BjXDezfT7mUpthFoO3T7pj/view
https://www2.montgomeryschoolsmd.org/siteassets/district/departments/professionalgrowth/supporting/SSPGSHandbook.4-7-17.pdf
https://drive.google.com/file/d/18qdQRJ4NdeMeMfpnnxBlM-KyRW4jBMAK/view
https://drive.google.com/file/d/18qdQRJ4NdeMeMfpnnxBlM-KyRW4jBMAK/view
https://www.montgomeryschoolsmd.org/campaigns/Strategic-Planning-FY22-25/
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respects my cultural, ethnic, physical, and religious needs.” Similarly, though to a lesser degree, the majority of 
district administrators (80.1%, n = 31) and support staff (86.5%, n = 2,434) agreed with the following item: “My 
workplace respects my cultural, ethnic, physical, and religious needs.”  

Table T. Administrator, teacher, and support staff results to a survey item asking if their school respects 
their cultural, ethnic, physical, and religious needs 

Demographic & 

Survey Section

Survey  

Item
Agreement Disagreement

I don’t 

 know

Higher 

Agreement

Lower 

Agreement

School 
Administrators: 
Workplace 
Culture and 
Conditions

My school 
respects 
my cultural, 
ethnic, 
physical, 
and religious 
needs.

91.1%

(n = 431)

5.7%

(n = 27)

2.7%

(n = 13)
White Multiracial

Teachers: 
Workplace 
Culture and 
Conditions

My school 
respects 
my cultural, 
ethnic, 
physical, 
and religious 
needs.

90.7%  

(n = 6,935)

6.4% 

(n = 527)

2.6% 

(n = 195)
White

Multacial

Black/
African 

American

Hispanic/
Latino

Other1

District 
Administrators: 
Workplace 
Culture and 
Conditions

My workplace 
respects 
my cultural, 
ethnic, 
physical, 
and religious 
needs.

80.1% 

(n = 310)

15.5% 

(n = 60)

4.1% 

(n = 16)
White Hispanic/

Latino

Support Staffs: 
Workplace 
Culture and 
Conditions

My workplace 
respects 
my cultural, 
ethnic, 
physical, 
and religious 
needs.

86.5%  

 (n = 
2,434)

7.9% 

(n = 221)

5.2% 

(n = 145)
White

Black/
African 

American

Other1

1 Respondents who identified as Other were Bahamian, Belizean, Greek, (Ashkenazi) Jewish, and Moor. 

When considering the Equity Audit Tool item “Staff members engage in healthy, productive, and respectful 
professional interactions with other staff members from cultural backgrounds different from themselves,” 
27 ILTs rated their schools as “Advanced,” 125 as “Established,” 46 as “Emergent,” and six as “Latent.” These 
ratings indicate that the ILTs from three-quarters of MCPS schools responding to this item felt that there is 
an observable culture of respect between staff members (74.5%, n = 152). However, the Equity Audit Tool 
rating also indicates that ILTs from one-quarter of schools felt that their school does not have norms or is still 
working on establishing norms related to a culture of respect among staff (25.5%, n = 52) (see Figure 12). 
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Figure 12. Distribution of item related to culture of respect between staff members in schools on the Equity 
Audit Tool

In contrast, the majority of central offices felt that their office does not have norms or is still working on 
establishing norms related to a culture of respect among staff, with 75% of central offices rating themselves 
as either “Latent” (n = 2) or “Emergent” (n = 10) on the item: “Central office staff members engage in healthy, 
productive, and respectful professional interactions with other staff members throughout the district from 
cultural backgrounds different from themselves.” Four offices rated themselves as “Established” for this item, 
and no office rated themselves as “Advanced” (see Figure 13).

Figure 13. Distribution of item related to culture of respect between central office staff and other staff on 
the Equity Audit Tool

Based on triangulated evidence presented in this observation, MAEC finds that the majority of staff agree 
that MCPS respects their cultural, ethnic, physical, and religious needs. Many schools appear to have a work 
environment that addresses race, diversity, and inclusion, while others are still working towards establishing 
this culture. To ensure that a culture of respect is achieved system-wide, more support is needed for central 
office staff where departments reported that they are in the beginning stages of this work. 



     MCPS Antiracist System Audit | Domain 3: Work Conditions                              ©2022. Mid-Atlantic Equity Consortium, Inc. All rights reserved.88

Observation 3.2:  Staff perceive that MCPS does not have a collective, 
systemic approach to antiracism. 

Though MCPS clearly aims to develop a systemwide culture of respect through its policies in the document 
review, the district is less explicit about a collective commitment to antiracism at the school and personal 
level. Across the Professional Growth System documents, such as the Supporting Services Professional Growth 
System document, there is little discussion about how the work environment addresses complexities regarding 
race, diversity, and inclusion (MCPS, 2019, p. 2). The goals of the professional growth system focus on 
performance, growth, and personal and organizational excellence, but do not examine how the complexities 
addressing race, diversity, and inclusion affect staff physical, psychological, and emotional well-being. Similarly, 
while the Teacher Professional Growth System document indicates the role of teachers in eliminating racial 
inequities, the document does not mention a commitment to acknowledging and addressing the complexities 
of race or racism in the work environment. 

In the Equity Audit Tool, ILTs rated their schools low when considering the following item: “All staff share a 
common understanding of how to be antiracist.” Only 7% of elementary schools (n = 9), 18% of middle schools 
(n = 7), and 4% of high schools (n = 1) evaluated themselves as “Established” for this item. This was the only 
item in the Professional Learning section where no school rated itself as “Advanced” (see Figure 14).

The district is less explicit about a collective commitment to antiracism at the school level. On the Equity 
Audit Tool, ILTs rated their schools low on the item “Staff share a common understanding of how to be 
antiracist,” with only 8.3% (n = 17) of ILTs rating their schools as “Established” and no ILTs rating their 
schools as “Advanced.” At the district level, 81% (n = 13) of offices rated themselves as “Latent” and 19% 
(n = 3) as “Emergent.” Staff who participated in the focus groups and interviews indicated that they do not 
perceive that MCPS has a collective, systemic approach to antiracism.   

SUMMARY OF OBSERVATION 3.2

https://www2.montgomeryschoolsmd.org/siteassets/district/departments/professionalgrowth/supporting/SSPGSHandbook.4-7-17.pdf
https://www2.montgomeryschoolsmd.org/siteassets/district/departments/professionalgrowth/supporting/SSPGSHandbook.4-7-17.pdf
https://www2.montgomeryschoolsmd.org/siteassets/district/departments/professionalgrowth/supporting/sspgshandbook-rev-9.19.pdf
https://drive.google.com/file/d/1XymTvv4s1_BjXDezfT7mUpthFoO3T7pj/view
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Figure 14. Distribution of item related to a common understanding among school staff of antiracism on the 
Equity Audit Tool 

Likewise, in the central office version of the Equity Audit Tool, the majority of central offices rated themselves 
low on the item “All central office staff share a common understanding of how to be antiracist,” with 13 offices 
rating themselves as “Latent,” three rating themselves as “Emergent,” and no offices rating themselves as 
either “Established” or “Advanced” (see Figure 15). 

Figure 15. Distribution of item related to a common understanding among central office staff of antiracism 
on the Equity Audit Tool

Staff who participated in the focus groups and interviews indicated that they do not perceive a collective, 
systemic approach to antiracism in the workplace:

“We’ve had lots of equity training over years, but what we don’t have is the accountability for people to actually 
enact and implement the things that they were trained on and as a result, it becomes a check off. People aren’t 
held accountable for whatever they learn, whether it’s discipline, whether it’s pedagogy, whether it’s content . . . 
We have teachers who are refusing to teach the curriculum, especially when it comes to African American history, 
but there’s no accountability. And our county has prioritized . . . ELA and math. And that’s the only thing that’s 
held accountable. And as a result it allows for—I am talking for social studies for our curriculum, [where there 
have been efforts to make it antiracist]—for students to continue to have the same experiences as people had in 
previous years.” (Staff, Black/African American) 

“There are many schools that are doing a wonderful job at this, but as a system, I mean, you look at it . . . like 
who chose benchmark. Who? Were the parents involved in those committees that actually chose the benchmark 
curriculum? So, no, we know, and as a school we said, ‘Okay, let’s use the common core standards. Let’s use the 
learning for justice standards.’ We pick whichever text, we feel matches our students and we teach the same 
standards and same skills with different forms of literature, informational text. So it’s sad because the system is, 
once again, failing us to bring you know... All ships rise with the tide. There [are] a few ships doing the work on 
their own, but as a system, no. We’ve got a lot of growth.” (Staff, White)

Based on triangulated evidence presented in this observation, MAEC finds that the reported lack of a common 
understanding of antiracism across MCPS prevents establishment of a systemwide work environment which 
acknowledges and addresses the complexities of race, diversity, and inclusion. Some community members 
perceive that the district should be explicit in its collective commitment to antiracism. 
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Observation 3.3: Staff members express uncertainty that school 
administration and/or the district address reports about bullying, 
discrimination, or harassment.

While MCPS states its commitment to working toward a respectful workplace, staff express lack of knowledge 
or concern about follow-through. In order to further study school culture at MCPS, MAEC looked closely at 
how MCPS deals with race-based bullying and discrimination. Though not a part of the original document 
review process, MAEC reviewed R.E.S.P.E.C.T., which affirms MCPS’s commitment to an organizational culture 
of respect. Under the section “Supports and Structures,” this document outlines a Dispute Resolution process, 
but it does not clearly clarify that hate bias will not be tolerated. The document does not identify a clear 
pathway for staff to report harassment, bullying, and discrimination. 

Slightly more than half of district administrators and a little over one-third of support staff and teachers are 
unsure if reports about bullying, discrimination, or harassment related to race, skin color, ethnicity, or culture 
between or among staff, colleagues, or supervisors are addressed, according to the stakeholder surveys (see 
Table U). 

Table U. Number and percent of staff who responded “I don’t know” to the survey item “At my school/In 
my workplace, reports about bullying, discrimination, or harassment related to race, skin color, ethnicity, 
or culture between or among staff, colleagues, or supervisors are addressed by school administration/the 
district” 

Survey Item Teachers
School  

Administrators

District 

Administrators
Support Staff

At my school/In my 
workplace, reports about 
bullying, discrimination, 
or harassment related to 
race, skin color, ethnicity, 
or culture between or 
among staff, colleagues, or 
supervisors are addressed 
by school administration/the 
district.

34.5%

(n = 2,638)

9.1%

(n = 43)

54.8%

(n = 212)

35.8%

(n = 1,006)

SUMMARY OF OBSERVATION 3.3

More than half of district administrators (54.8%, n = 212) and over one-third of support staff (35.8%, n = 
1,006) and teachers (34.5%, n = 2,638) are unsure if reports about bullying, discrimination, or harassment 
related to race, skin color, ethnicity, or culture between or among staff, colleagues, or supervisors are 
addressed. Focus groups and interview participants expressed that there are issues affecting staff of color 
that often go unaddressed, and staff members lack a safe or effective venue through which to report 
grievances.  

https://www.montgomeryschoolsmd.org/staff/respect/
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Some staff who participated in the focus groups and interviews expressed that discriminatory issues 
affecting staff of color often go unaddressed, and staff members lack a safe or effective venue through which 
to report grievances. 

“When Black staff members experience racism from other staff members in the county, there is no safe pathway 
to report in a way that actually has something meaningful done. I’ve heard of people who have reported it to 
their director and their director just says something [to the effect of] ‘Hold on, next year is coming. We’ll find a 
change.’ Or some of the pathways for reporting have not been supportive and people continue to have to work 
in harmful places without the people perpetrating the harm being directly addressed about the racism that’s 
been brought to them and the person of color kind of told to ‘Hold on, help is on the way.’ And so that is a great 
concern that I have.” (Staff, Black/African American)

“You can file a grievance, but you best believe you’re probably going to be blacklisted because of it, and I have 
seen it. Whenever things happen to me, I don’t make complaints. I don’t file the complaints. I have seen Black 
people make complaints about racist treatment and they have been blocked and they have been harassed 
through the evaluation process. You don’t do it. For those who do, if you’re trying to move up or do something 
else and you notice you can’t do it or can’t move up, that is the reason.” (Staff, Black/African American) 

“I’ve witnessed, sorry, the bullying, discrimination and harassment related to race, skin color. Some of it was 
in just observing and seeing how one principal is treated compared to another . . . We watch these compliance 
videos and we talk about what bullying and intimidation is. Or you can even look at our policy, but there’s not 
a clear way to address it. ‘We won’t tolerate it.’ Well, who does anything about it? And I don’t know, I’ve been 
through that and I’ve not seen anything done. So, I see people not even get as much as a reprimand. I don’t know. 
People continue in positions of power unchecked is my experience.” (Staff, White) 

“The avenues for sharing when we experience discrimination are not equitable, safe, nor atoning.” (Staff, Black/
African American)
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“I feel that there is no proper way or effective way to address some of these issues. So for example, if you want 
to file a grievance or a complaint, it needs to be elevated from the director up. And if the concern is with the 
director, how are you going to elevate that? So, are we going to really say, we’re going to go head to head now, 
like, ‘I’m going to file a complaint against you’? So maybe there needs to be a different process in place when 
it comes to your immediate supervisor. I don’t know . . . there’s no way of anonymously doing anything and 
expecting any outcome from it.” (Staff, Asian) 

Based on triangulated evidence presented in this observation, MAEC finds that some staff members 
experience race-based microaggressions, bullying, harassment and intimidation in the workplace. These 
experiences prevent MCPS from building an equitable work environment that acknowledges and addresses 
the complexities related to race, diversity, and inclusion. Although MCPS has a process to address workplace 
race- or ethnicity-based bullying, discrimination, or harassment, staff report uncertainty as to whether 
incidences are actually addressed. Some staff members perceive that the current process of reporting 
incidences is unsafe, which discourages them from reporting discrimination in the workplace. 
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Observation 3.4: Staff report high job satisfaction levels across 
the district but there are differences in the experiences of work 
conditions at MCPS based on racial/ethnic identities. 

School administrators and teachers report high levels of satisfaction at work, but teachers and 
administrators of color, particularly those who are Black/African American, had slightly lower satisfaction 
rates. There were statistically significant differences in how Black/African American school administrators 
responded to the stakeholder survey compared to their peers of other races/ethnicities on four items: 
being held to the same standards as other school administrators; being treated differently due to race, 
skin color, ethnicity, or culture; comfort level with talking to other school staff about race; and hearing 
school staff say things related to race, skin color, ethnicity, or culture that made them feel uncomfortable. 
School administrators of color who participated in the focus groups and interviews—especially Black/
African American school administrators—highlighted experiences of their authority being undermined, 
contributions questioned, and a work environment characterized by frequent microaggressions. These 
school administrators also shared feelings of exhaustion and isolation.  

SUMMARY OF OBSERVATION 3.4
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In general, school administrators and teachers report high levels of satisfaction at work in MCPS. However, 
teachers and administrators of color, particularly those who are Black/African American, report experiencing 
more negative work conditions at MCPS.  

In the section on Workplace Culture and Conditions in the staff stakeholder survey, there were statistically 
significant differences in how Black/African American school administrators responded compared to their 
peers of other races/ethnicities on four items (see Table V). For two of the items, Black/African American school 
administrators showed statistically significant lower proportions of agreement to: (1) “All school administrators 
at my school are held to the same standards regardless of their race, skin color, ethnicity, or culture,” and (2) 
“I feel comfortable talking with staff at my school about race.” For the other two items that reached statistical 
significance, school administrators who are Black/African American showed statistically significant higher 
proportions of agreement to the following items: (1) “I feel I am sometimes treated differently because of 
my race, skin color, ethnicity, or culture,” and (2) “One or more staff members at my school have said things 
related to race, skin color, ethnicity, or culture that made me feel uncomfortable.” 

Table V. School administrator survey responses disaggregated by race and statistical significance

Survey Item
School Administrators Disaggregated Statistical 

Significance by Race

Agreement Disagreement I don’t 
know

Higher 
Agreement

Lower 
Agreement

All school administrators at 
my school are held to the 
same standards regardless 
of their race, skin color, 
ethnicity, or culture.

87.2%

(n = 412)

10.5%

(n = 50)

1.7%

(n = 8)
White Black/African 

American

I feel I am sometimes 
treated differently because 
of my race, skin color, 
ethnicity, or culture.

29.6%

(n = 140)

68.5%

(n = 324)

1.5%

(n = 7)

Black/African 
American White

I feel comfortable talking 
with other administrators at 
my school about race.

90.9%

(n = 430)

7.2%

(n = 34)

1.7%

(n = 8)
White Black/African 

American

One or more staff members 
at my school have said 
things related to race, 
skin color, ethnicity, or 
culture that made me feel 
uncomfortable.

47.2%

(n = 223)

50.4%

(n = 238)

2.1%

(n = 10)

Black/African 
American

White

Hispanic/Latino

School administrators of color who participated in the focus groups and interviews, especially school 
administrators who are Black/African American, highlighted experiences of their authority being undermined, 
contributions questioned, and a work environment characterized by frequent microaggressions. School 
administrators of color also shared feelings of exhaustion and isolation: 

Please note: In order to ensure confidentiality, the quotes do not indicate the race/ethnicity of the speaker.

“We’ve all been perceived as aggressive, assertive, problematic, mean, not nice, unfriendly, not a team player, 
all of these things that prevent us from really focusing on the work. Because we’re really focusing on, am I using 
the right tone of voice? What’s my face doing? What am I wearing? How’s my hair looking? All of these things 
that prevent us from really being about the work. It’s very disheartening . . . I don’t bring my authentic self to 
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my workplace. When I do, it’s with people who I’ve had to really build trust. And that takes a lot of time when 
there are not a lot of other folks who look like you, who you feel like you can really let it out with. And then the 
questioning of your knowledge and what qualifies you to have this knowledge . . . it’s a constant battle . . . It’s 
very exhausting, it’s very exhausting. It makes me feel, at times ineffective and honestly, sometimes it makes me 
feel like I’m going crazy because you could say something out of your mouth and a person will question it. And 
it’s like, ‘Was there another word I should have used? Should I have phrased that differently?’ I don’t know. I just 
don’t know. I feel like maybe I am sometimes losing my mind because it’s just like, you’re constantly feeling like 
you’re being tried and it’s a very real thing.” (Staff)

“With certain people, sometimes you could see that it’s very obvious . . . you could see that that’s a person [who] 
you would not want to have to relate with them on a daily basis. But that is something that is the hardest part to 
deal with. Because, if it is a person that you are working with, it’s very difficult to get the things done. It’s difficult 
to that person to perceive you as an equal, to perceive you as a person who can contribute. If that person wants 
to work, collaborate with you, that person is not going to listen to you what you need to say, is not going to come 
to you on any decisions, is not going to include you.” (Staff)

“I think we can all come up with instances. But I think for me, it’s the constant microaggressions, that to me is 
a form of bullying. Every time I’ve worked for [an administrator who shares the same racial/ethnic identity], 
someone’s always asked me, ‘How long have you known them? Are your families friends?’ It’s the constant, I think, 
the constant stuff . . . I feel that’s a form of bullying, right? Always having to think of something witty to say, or 
‘How do I respond to this? Or how do I say this?’” (Staff) 

“It is exhausting . . . Particularly as I became a leader at MCPS, oftentimes being the only [leader of color], or one 
of maybe two in the room, oftentimes having your words minimized, even though you have the most salient and 
articulate point or vision, that it is minimized, or even just ignored—until someone who is [not of the same racial/
ethnic identity] says something the same or very similar, and then all of a sudden it’s like, ‘Oh wow, that’s great.’ 
And it gets, to me, even more amplified, the more you grow in leadership, the more you go up in leadership 
at MCPS, where you are in spaces where people are constantly questioning why are you there, or how did you 
get there? And that’s not the same questions that they have for White leaders in the county . . . as a leader, 
it’s already a lonely spot, right? And then when you don’t have other leaders around you who look like you, it 
becomes even more lonely. And then at times it becomes a little bit frustrating and disappointing. And to the 
point where for some it’s like, ‘Do I still want to do this in this county, or do I want to go somewhere else?’” (Staff)  

“Since I’ve been an administrator, I really did go through, I felt it was almost like a hazing point where I had to 
kind of prove myself to everybody. Before I got to a point . . . where I can have a conversation and people can 
listen to what I have to say without being interrupted or looked at like I don’t know what I’m talking about and 
the same person next to me is saying the identical same thing.” (Staff)

Similarly, although satisfaction levels for teachers in general are high, teachers of color, particularly Black/
African American and Multiracial teachers, report a more negative experience of work conditions at MCPS (see 
Table W). 
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Table W. Teacher survey responses disaggregated by race and statistical significance

Survey Item

School Administrators
Disaggregated Statistical 

Significance by Race

Agreement Disagreement I don’t 
 know

Higher 
Agreement

Lower 
Agreement

All teaching staff at 
my school are held to 
the same standards 
regardless of their race, 
skin color, ethnicity, or 
culture.

81.6%

(n = 6,240)

12.7%

(n = 978)

5.4%

(n = 412)
White

Multiracial

Black/
African 

American

I feel I am sometimes 
treated differently 
because of my race, 
skin color, ethnicity, or 
culture.

21.7% 

(n = 1,653)

76% 

(n = 5,811)

2.1% 

(n = 158)

Multiracial 

Asian 

Black/
African 

American 

White

My school respects 
my cultural, ethnic, 
physical, and religious 
needs. 90.7%

(n = 6,935)

6.4%

(n = 527)

2.6%

(n = 195)
White

Multiracial

Black/
African 

American

Hispanic/
Latino

Other1

I feel comfortable 
talking with other staff 
at my school about 
race.

79.5%

(n = 6,078)

18.1%

(n = 1,378)

2.2%

(n = 168)
White

Multiracial

Black/
African 

American

Other1

One or more staff 
members at my school 
have said things related 
to race, skin color, 
ethnicity, or culture 
that made me feel 
uncomfortable.

31.5

(n = 2,408)

66.1

(n = 5,053)

2.1%

(n = 161)

Multiracial

Black/
African 

American

White

1 Respondents who identified as Other were Bahamian, Belizean, Greek, (Ashkenazi) Jewish, and Moor.
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Teachers of color who participated in the focus groups and interviews shared feelings of frustration, isolation, 
and invisibility, and experiences with microaggressions: 

“I also noticed that when you are vocal about things, there’s issues with you possibly moving up to other positions 
if you want them, because they want you to conform to everything that MCPS says, so my aspirations for moving 
up or doing anything different went out the door a long time ago, because I would never change me and lose my 
voice because of a position.” (Staff, Black/African American) 

“I have definitely felt seen yet not heard and quite frustrated.” (Staff, Black/African American)

 “I’m like an island in the middle of nowhere . . . When I actually start[ed] working in the school, everybody was 
calling me Mexican. ‘Mexican, go back to Mexico. What are you doing here? What are you teaching us? We don’t 
want you here.’ That was a very shocking situation for me, because I never feel that way before in my life.” (Staff, 
Hispanic/Latino) 

“Not really having Asian American colleagues that I can just talk to and where we can share our thoughts and our 
experiences, it’s really isolating. And I think within that building, especially with the whole, the Asian hate going on 
with the pandemic, when I go out into the hallway and I don’t feel supported by anybody in particular... And then 
again, that whole invisibility thing, where I’m like . . . ‘Do people actually, and not just adults, but also students, 
do they see me?’ . . . It does have an impact in our experience. And then I would imagine if I didn’t love this 
profession and if this happened over and over and over again, of course I would just leave. Because who wants to 
do that? Who wants to do that to themselves?” (Staff, Asian) 

“I have to ingratiate myself and be a non-threat and be a jokester, a prankster because they’re non-threatening.” 
(Staff, Asian)

Although satisfaction levels seem high across the board, support staff of color, particularly support staff who 
identified as Black/African American and Other, also report a more negative experience of work conditions in 
MCPS than their counterparts who are White (see Table X). In the Workplace Culture and Conditions section 
of the survey, support staff who identified as Black/African American and Other had statistically significant 
lower proportions of agreement for the following four items: (1) “My workplace has a welcoming environment 
for all people,” (2) “Racial, ethnic, and cultural differences are valued at my workplace,” (3) “My workplace is 
responsive to the varied needs of support professionals of different racial, ethnic, and cultural groups,” and 
(4) “My workplace respects my cultural, ethnic, physical, and religious needs.” Support staff who identified 
as Black/African American and Other also had statistically significant higher portions of agreement for the 
following item: “I feel I am sometimes treated differently because of my race, skin color, ethnicity, or culture.” 
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Table X. Support staff survey responses disaggregated by race and statistical significance

Survey Item

Support Staff:  Workplace Culture and 
Conditions

Disaggregated Statistical 
Significance by Race

Agreement Disagreement I don’t 
know

Higher 

Agreement

Lower 
Agreement

My workplace has a 
welcoming environment for 
all people

89.7%

(n = 2,525)

8.8%

(n = 245)

1.5%

(n = 42)
White

Black/African 
American

Other1

Racial, ethnic, and cultural 
differences are valued at my 
workplace

86.8%

(n = 2,442)

9.2%

(n = 260)

3.8%

(n = 106)
White

Multiracial

Black/African 
American

Other1

My workplace is responsive 
to the varied needs of 
support professionals of 
different racial, ethnic, and 
cultural groups.

83%

(n = 2,334)

10.4%

(n = 290)

6.4%

(n = 179)
White

Black/African 
American

Other1

I feel I am sometimes 
treated differently because 
of my race, skin color, 
ethnicity, or culture.

23.8%

(n = 670)

72%

(n = 2,028)

3.8%

(n = 106)

Black/
African 

American

Hispanic/
Latino

Other1

White

1 Respondents who identified as Other were Bahamian, Belizean, Greek, (Ashkenazi) Jewish, and Moor

Support professionals who participated in the focus groups and interviews shared experiences of bias from 
other staff members. Staff focus group/interview participants from other job types discussed building services 
staff who are Hispanic/Latino facing mistreatment and experiencing a sense of isolation.  

Please note: In order to ensure confidentiality, the quotes do not indicate the race/ethnicity of the speaker.

“But, in my building, to be honest with you, so many Black teachers and supervisors, or, I mean, assistant 
principals, actually left the school because of not feeling accepted. And I’m talking about African Americans and 
Black people, a lot of them left. And every year they leave as well, every year . . . I was so nervous that I can’t even 
talk in meetings and so on, because I just didn’t feel like anything I had was important and I was always made to 
feel like nothing. I had nothing to contribute and I am like a nobody. And it took a while for me to feel a little bit 
relaxed.” (Staff) 

“In so many instances, people have gone around me to ask questions above my head or ask someone else, 
almost like they’re trying to check me or trying to check to see if the decisions I was making or the comments I 
were making or the suggestions I [had] given were actually valid... I had not experienced that in any of the other 
school systems that I was in and I didn’t work alongside as many White people in those school systems. I could 
only, and I still can only chalk it up to the fact that I’m [a woman of color].” (Staff) 

“I would say because of my accent and like, we were talking about the bias, I feel at my workplace, I am not being 
treated fairly with my management, with the teachers . . . who I work with.” (Staff) 

“What I observe is the stark difference between the way that I am treated and the way that my colleague [who is 
Hispanic/Latino], who came up from building services, is treated.” (Staff) 
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“I’m sure in all of the schools that we’ve worked, when there are Black or English dominant building service 
people, they tend to have a really good relationship with principal, leadership. You see that. And when you see 
the Latinx building service team, that there is that feeling of invisibility.” (Staff)

In response to the question “Do you ever feel that you have to minimize or change certain aspects of your 
ethnic culture or racial identity when engaging with other staff members?” one staff member put in the Zoom 
chat: “Yes I do. It is very toxic. In order to be recognized one has to minimize their ethnicity . . . The concerns raised 
are always ignored.” 

A participant offered the following suggestion to mitigate the feeling of isolation among staff members:

“There has to be a concerted effort to create spaces where Black and Brown people can come together as 
educators, as leaders, to kind of help with that burn-out, and to problem solve and strategize. And I think 
that’s what’s always been missing. And there’s groups like BOND, which is amazing, the brothers of BOND are 
wonderful. But I would really like to see a concerted effort by the district, as opposed to an outside organization 
having to come and do something, if that makes sense. And that’s where I am, because it is lonely . . . as an 
educator of color.” (Staff)

Bilingual staff who participated in the focus groups and interviews also highlighted the difficulty of being 
expected to serve as translators in addition to their job’s assigned responsibilities. This additional role adds 
considerably to their workloads and still often goes unacknowledged and unrecognized. 

“Many things, like the assumption that the language, that you know a second language and you’re available 
and then anybody can come and grab you, whatever they need you . . . they should no[t] use you like a free 
interpreter at the school and things like that. And people coming to you with such an attitude and such as 
demand, like, ‘Hey, you’re Latina, you’re here. You’re supposed to come and interpret for me whenever I feel like.’ 
It’s very sad and very... So, I see it so much throughout the county.” (Staff, Hispanic/Latino) 

“But I do know specifically in my job now, if there’s only one Spanish speaker in the building, that person is pulled 
left and right to do a long list of things that do not correspond in their job, and they’re not getting compensated 
for that. So I do know for one thing that MCPS posts positions and they will specifically say bilingual preferred, 
Spanish preferred, and that’s fine, but what happens to the people that don’t apply for those jobs that are 
pulled left and right to do things and translate for meetings and all of these things. That’s something that’s not 
recognized within MCPS.” (Staff, Hispanic/Latino)

“I cannot tell you how many times I’ve had to sit in a two to three hour IEP meeting that had been scheduled for 
months in advance, but because no one can speak Spanish and no interpreter was called, I have to give up time 
teaching and planning to actually sit in.” (Staff, Hispanic/Latino)

“I definitely have seen in schools where the assumption is made, ‘Oh, the paraeducator, she speaks Spanish so 
she’ll be able to interpret,’ or ‘She should work with this child.’ And I’ve definitely seen that for sure. And I agree 
that, that’s an assumption that is demeaning to the professionalism of our paraeducators. And I’m sure that 99% 
of people in our schools, hopefully, are willing to do whatever task needs to be done in a moment to support 
students. But when the assumption is made that you will give up your other professional duties in order to do 
this, then that is demeaning.” (Staff, White) 

Based on triangulated evidence presented in this observation, MAEC finds that MCPS cannot achieve a work 
environment that acknowledges and addresses the complexities of race, diversity, and inclusion until all staff 
of color, especially administrators, are comprehensively supported. While school administrators and teachers 
generally report high levels of satisfaction at work, administrators and teachers of color report experiencing 
less satisfactory work conditions. School administrators of color who participated in the focus groups and 
interviews—especially Black/African American school administrators—highlighted experiences of their 
authority being undermined, contributions questioned, and a work environment characterized by frequent 
microaggressions. School administrators of color shared feelings of exhaustion and isolation. 
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Observation 4.1: MCPS’s Pre-K-12 curriculum varies in its incorporation of race, diversity, and inclusion; some 
members of the community would like curriculum to be more diverse and represent racial/ethnic identities of 
students. 

___________________________________________________________________________________________________________________

Observation 4.2: Students and family members perceive that staff are not trained to teach different racial 
groups’ histories with nuance and cultural sensitivity. 

___________________________________________________________________________________________________________________

Observation 4.3: Families perceive schools rarely teach students about racial bias and how to address 
discrimination. 

___________________________________________________________________________________________________________________

Observation 4.4: The MCPS community is divided in the role of antiracism in the curriculum. Some share that 
there is a tradeoff between antiracist and academically rigorous content. 

Visit the glossary to clarify acronyms and technical terms.

DOMAIN 4: 
Pre-K–12 Curriculum
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Observation 4.1: MCPS’s Pre-K-12 curriculum varies in its incorporation of race, diversity, and inclusion; some 
members of the community would like curriculum to be more diverse and represent racial/ethnic identities of 
students. 

___________________________________________________________________________________________________________________

Observation 4.2: Students and family members perceive that staff are not trained to teach different racial 
groups’ histories with nuance and cultural sensitivity. 

___________________________________________________________________________________________________________________

Observation 4.3: Families perceive schools rarely teach students about racial bias and how to address 
discrimination. 

___________________________________________________________________________________________________________________

Observation 4.4: The MCPS community is divided in the role of antiracism in the curriculum. Some share that 
there is a tradeoff between antiracist and academically rigorous content. 

Visit the glossary to clarify acronyms and technical terms.

The following observations relate to the Pre-K–12 Curriculum audit domain. MAEC sought to examine how 
MCPS provides curriculum that promotes equitable and antiracist behavior. 

This section aims to answer the questions:

1) How does MCPS’s curriculum provide interconnected and interdisciplinary learning experiences for 
students, Pre-K–12, that strengthen students’ sense of racial, ethnic, and tribal identities?

2) Does MCPS help students understand and resist systems of oppression; and empower students to see 
themselves as change agents?

The evidence for these observations was triangulated from several data sources, including the document 
review, Equity Audit Tool, stakeholder surveys, community conversations, and focus groups. Findings are 
supported by statistics and quotations from the triangulated data.  

I still remember being taught in like elementary school, like, ‘Oh, 

segregation ended. Everything’s fine now.’ . . . I only just came into 

my seventh grade year of middle school realizing that things are 

still happening, we’re still dealing with racial issues, discrimination, 

prejudice . . . It’s sad that it took me that long to become aware of 

the issues of my own people, that I wasn’t taught that and that I had 

to figure it out by myself and with the help of my community instead 

of learning it in school where I should have, because it’s history and I 

should have learned that.

(Student, Black/African American)
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Observation 4.1: MCPS’s Pre-K–12 curriculum varies in its 
incorporation of race, diversity, and inclusion; some members of the 
community would like curriculum to be more diverse and represent 
racial/ethnic identities of students.

MAEC’s document review of the MCPS curriculum frameworks found that some subject areas and courses 
make little or no mention of race or ethnicity while others examined race and ethnicity in a more critical and 
intentional way. The curriculum in most content areas, including Career and Postsecondary Partnerships (CPP), 
Fine Arts, Health and Physical Education, International Baccalaureate (IB), Math and Science curricula make 
little or no mention of race and ethnicity. MAEC staff did not identify explicit discussions on the contributions 
people of color have made to reviewed subject areas. 

MAEC reviewers found that the World Language curriculum frameworks do not directly include race and 
ethnicity in its goals. They include a series of objectives related to increasing students’ understanding of 
cultures (e.g., using appropriate gestures and oral expressions for greeting, leave takings and common 
classroom or social interaction; listening to and/or read short poems, stories or plays from the target culture, 
identifying the author and country of origin) (MCPS, n.d.-c). These objectives related to culture have the 
potential to be developed into lessons or discussions focused on race and ethnicity, but this is not explicitly 
stated.

When evaluating the curriculum frameworks for English Language Arts (ELA), MAEC found the number of 
books written by racially diverse authors or about racially diverse protagonists varies among grade levels 
in secondary (middle and high school) ELA11 .The secondary ELA curriculum does not specifically mention 
teaching students about racial and ethnic identities. However, students could be exposed to many racially and 
ethnically diverse experiences and perspectives based on the listed book choices for each grade. In contrast, 
the elementary school ELA curriculum framework does not provide enough information to determine whether 

11 Curricula materials were shared by MCPS directly with MAEC. 

In its review of the MCPS curriculum frameworks, MAEC found that the majority of subject areas and 
courses lack references to race and the contributions of people of color. Only the English Language Arts 
and Social Studies curricula critically and intentionally examine race and ethnicity. Information collected 
from stakeholder surveys and focus groups revealed that, while many MCPS community members feel 
represented in the curriculum, some students feel excluded by what is and is not taught in the classroom. 
On the stakeholder survey, 50.7% (n = 9,890) of elementary school students and 59.9% (n = 33,382) of 
middle and high school students agreed that “What I am learning at school reflects the experiences and 
contributions of people from my racial, ethnic, and/or cultural background.” Similarly, among staff, 49.8% 
(n = 236) of school administrators and 57.1% (n = 4,366) of teachers agreed that the curriculum reflects the 
experiences and contributions of people from historically underrepresented racial, ethnic, and/or cultural 
backgrounds. On the Equity Audit Tool, 74.5% (n = 152) of ILTs rated their schools “Latent” or “Emergent” 
on the item “Teachers are equipped with the knowledge and skills to incorporate racially and ethnically 
diverse perspectives, experiences, and contributions into their classroom pedagogy.” When responding to 
the item, “Recommended textbooks and other instructional materials – across all subjects – reflect racially 
and ethnically diverse experiences and perspectives” 88.7% (n = 178) of ILTs rated their schools “Latent or 
“Emergent.” These observations suggest that racial diversity and inclusion is not thoroughly integrated in 
the content of the MCPS curriculum.

SUMMARY OF OBSERVATION 4.1

https://docs.google.com/document/d/1-6iVdJiPJe8lSfO9wsZ24bB8cpmmM5bvECU5UzgkFhU/edit
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or not race and ethnicity are part of the curriculum. The elementary school ELA documents only include unit 
planning structure and methodology. Decisions on how the content is taught and what materials are used are 
left up to individual schools and teachers. 

MAEC reviewers of the Social Studies curriculum found that, for most classes, it is unclear if and how the 
curriculum teaches students about systems of oppression, and/or empowers them to see themselves as 
change agents. Some social studies courses (e.g., Modern US History 9) do appear to address these topics. 
Modern US History 9 contains content that explicitly references the topics of race, racism, xenophobia, systems 
of oppression, and/or resistance in multiple places throughout the curriculum unit summaries.

In addition, MAEC reviewers found the MCPS curriculum does not explicitly provide interconnected and 
interdisciplinary learning experiences for Pre-K–12 students that strengthen students’ sense of racial, ethnic, 
and tribal identities, help students to understand and resist systems of oppression, and empower students 
to see themselves as change agents. Information collected from stakeholder survey responses of family 
members and students and in the focus groups and interviews revealed that, while a considerable number 
of MCPS community members feel represented in the curriculum, some students feel alienated by what they 
are learning, or not, in the classroom. 

As demonstrated in Table Y, family members and students reported differing levels of agreement when 
responding to the survey item: “Coursework reflects the experiences and contributions of people from my 
child’s/my racial, ethnic, and/or cultural background.” A slight majority of family members (58.5%, n = 23,483), 
elementary school students (50.7%, n = 9,890), and middle and high school students (59.9%, n = 33,382) agreed 
or strongly agreed with this statement. The difference between the reported rates was statistically significant 
for respondents who are Multiracial, American Indian/Alaska Native, Asian, Black/African American, Middle 
Eastern/North African, and self-identified as Other. A considerable number of family members (20%, n = 7,972) 
and elementary school students (34.2%, n = 6,673) responded “I don’t know” to this item. Most family members 
(89.3%, n = 20,803) and middle and high school students (64.7%, n = 36,234) agreed or strongly agreed with 
the follow-up statement: “The content of my child’s/my coursework shows people from their racial, ethnic, 
and/or cultural background positively. For example, as leaders or heroes.” However, family members who 
are American Indian/Alaska Native and Black/African American and middle and high school students who are 
Multiracial, Asian, Middle Eastern/North African, and Other agreed at a statistically significantly lower rate.
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Table Y. Responses of family members and students to items concerning representation in the MCPS 
curriculum

Demographic 
& Survey 
Section

Survey Item Agreement Disagreement
I don’t 
 know

Higher 
Agreement

Lower 
Agreement

Family 
Members: 
Pre-K—12 
Curriculum 

The content 
of my child’s 
coursework 
reflects the 
experiences 
and 
contributions 
of people 
from my 
child’s racial, 
ethnic, and/
or cultural 
background. 

58.5% 

(n = 
23,483) 

19.9% 

(n = 7,983) 

20% 

(n = 7,972) 

Hispanic/
Latino

White

Hispanic/
Latino

Multiracial

AI/AN1

Asian

Black/
African 

American

ME/NA2

Other3

The content 
of my child’s 
coursework 
shows 
people from 
their racial, 
ethnic, and/
or cultural 
background 
positively. 
For example, 
as leaders or 
heroes. 

89.3% 

(n = 
20,803)

3.2% 

(n = 753)

7.5% 

(n = 1,741)
White

AI/AN1

Black/
African 

American

Elementary 
School 
Students: 
Learning 
about Race

What I am 
learning 
at school 
reflects the 
experiences 
and 
contributions 
of people 
from my 
racial, 
ethnic, and/
or cultural 
background.

50.7% 

(n = 9,890)

14.3% 

(n = 2,784)

34.2% 

(n = 6,673)

White

Hispanic/
Latino

Multiracial

Asian

ME/NA2
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Middle and 
High School 
Students: 
Learning 
about Race 

What I am 
learning 
at school 
reflects the 
experiences 
and 
contributions 
of people 
from my 
racial, 
ethnic, and/
or cultural 
background.

59.9% 

(n = 
33,382)

22.5% 

(n = 12,524)

17.5% 

(n = 9,730)

White

Hispanic/
Latino

Multiracial

Asian

Black/
African 

American

ME/NA2

Other3

What I am 
learning at 
school shows 
people from 
my racial, 
ethnic, and/
or cultural 
background 
positively. 
For example, 
as leaders or 
heroes. 

64.7% 

(n = 
36,054)

19.1% 

(n = 10,661) 

16% 

(n = 8,940) 

White

Hispanic/
Latino

Multiracial 

Asian 

ME/NA

Other3

 
1American Indian/Alaska Native 
2Middle Eastern/North African 
3Respondents who identified as Other were Atlantic Creole, Austronesian, Baloch, Bashkir, Basque, Caribbean, Guyanese, Haitian, (Ashkenazi) Jewish, Kurdish, 
Macedonian, Moabite, Moor, and West Indian. 
† Only those who answered “Agree” or “Strongly Agree” to the previous item responded to this item.

Proportions of disagreement were higher among respondents in the staff survey as demonstrated in Table 
Z. Among school administrators, 43.8% (n = 207) agreed or strongly agreed with the following statement: 
“The content of the MCPS curriculum reflects the experiences and contributions of people of historically 
underrepresented, racial, ethnic, and cultural backgrounds,” while 43.1% (n = 204) disagreed or strongly 
disagreed. Likewise, among teachers, 50.4% (n = 3,850) agreed or strongly agreed with the same statement 
while 37.1% (n = 2,387) disagreed or strongly disagreed. In the follow-up statement, “The MCPS curriculum 
shows people of historically underrepresented racial, ethnic, and cultural backgrounds positively. For example, 
as leaders or heroes,” 49.8% (n = 236) of school administrators and 57.1% (n = 4,366) of teachers agreed or 
strongly agreed, while 37.2% (n = 176) of school administrators and 30.9% (n = 2,361) of teachers disagreed or 
strongly disagreed. In both statements, school administrators and teachers who are Black/African American 
had statistically significant lower proportions of agreement.
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Table Z. Responses of school administrators and teachers to items concerning representation in the MCPS 
curriculum

Demographic 
& Survey 
Section

Survey Item Agreement Disagreement
I don’t 
 know

Higher 
Agreement

Lower 
Agreement

School 
Admin-
istrators: 
Pre-K—12 
Curriculum 

The content of the 
MCPS curriculum 
reflects the 
experiences and 
contributions 
of people of 
historically under-
represented, racial, 
ethnic, and cultural 
backgrounds. under-
represented, racial, 
ethnic, and cultural 
backgrounds.

43.8% 

(n = 207) 

43.1% 

(n = 204) 

12.9% 

(n = 61)
—

Black/
African 

American

The MCPS 
curriculum shows 
people of historically 
under-represented 
racial, ethnic, and 
cultural backgrounds 
positively. For 
example, as leaders 
or heroes.

49.8% 

(n = 236)

37.2% 

(n = 176)

12.7% 

(n = 60)
White

Black/
African 

American

Teachers: 
Pre-K—12 
Curriculum

The content of the 
MCPS curriculum 
reflects the 
experiences and 
contributions 
of people of 
historically under-
represented, racial, 
ethnic, and cultural 
backgrounds.

50.4% 

(n = 3,850)

37.1% 

(n = 2,387)

12.4% 

(n = 
946)

— —

The MCPS 
curriculum shows 
people of historically 
under-represented 
racial, ethnic, and 
cultural backgrounds 
positively. For 
example, as leaders 
or heroes.

57.1% 

(n = 4,366)

30.9% 

(n = 2,361)

11.8% 

(n = 
900)

White
Black/
African 

American
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In the Equity Audit Tool, on the item “Recommended textbooks and other instructional materials – across all 
subjects – reflect racially and ethnically diverse experiences and perspectives,” 23 ILTs rated their schools as 
“Latent” and 155 as “Emergent.” Additionally, on the item “Teachers are equipped with the knowledge and skills 
to incorporate racially and ethnically diverse perspectives, experiences, and contributions into their classroom 
pedagogy,” 11 ILTs rated their schools as “Latent” and 141 as “Emergent” (see Figure 16). The fact that a 
considerable majority of ILTs rated their schools as “Latent” or “Emergent” in these two practices suggests that 
racial diversity is not thoroughly integrated in the content of MCPS curriculum due to a lack of evidence of 
inclusive instructional materials and teacher training.

Figure 16. Distribution of items related to curriculum on the Equity Audit Tool

In the focus groups, participants shared a wide range of positive perspectives on the curriculum while others 
critiqued the lack of diverse histories. In 21 of 36 focus groups/interviews, respondents discussed accurate or 
adequate coverage of diverse histories in MCPS curriculum. One Native American family member expressed 
that the curriculum is representative of MCPS’s diverse student body based on her daughter’s experiences as 
an African American and Native American person at her school:

“I think they’ve done a really good job and I will say in English class, I’ve been very pleased with the 
variety of books that she’s exposed to in literature prompts. And her teacher’s also African American, her 
two English teachers that she’s had have been African American during middle school. So I don’t know 
if that contributes to it, but I believe at [her school], I’ve seen the reading lists are all very diverse. And 
so she’s had an opportunity to see diverse African American leads and books that are not selling drugs 
or doing things that are negative, that are just typical folks, or that have a historical connection. And it 
just presents a much more diverse set of folks that just represent America and represent the American 
experience. And so I think that I will commend our school system, again, feeling like it’s the right choice 
because that’s the case. So I actually feel like the curriculum has done a pretty good job in trying to make 
sure that they’re reflecting the student population that’s here.” (Family member, Native American)

Furthermore, a family member in a Black/African American focus group conveyed appreciation for the 
incorporation of multiple cultures in their school’s curriculum:

“I’ll say I feel like the schools that my kids have attended have been great at incorporating different 
cultures into the curriculum . . . the area is just culturally diverse. And you can see that in the curriculum 
where the teachers are incorporating Asian culture, Indian culture, African-American culture, Hispanic 
culture into the curriculum, just because that’s the base of the student body. I have to say that our 
schools in particular have done a very good job. I think it goes hand in hand with the representation 
of the PTA and the PTA making it known that hey, this is the makeup of the student body. We’d like to 
see the curriculum tailor to the student body . . . So I will say that our school does a very good job of 
incorporating different cultures into the curriculum.” (Family member, Black/African American)
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However, respondents in 31 of 36 focus groups/interviews discussed inaccurate or inadequate 
coverage of diverse histories in Pre-K–12 curriculum. Participants shared that MCPS’s curriculum 
approaches diversity in a superficial way that is observed only at certain times of the year, if at all:

“I generally think that the objective is to check the box. So I do feel like at a high level, their minds are 
saying, ‘Oh, we need to make sure we cover Black things during February.’ So you get a very surface 
level, Dr. Martin Luther King Jr. sort of flavor of African American culture and while I can understand 
that the teacher may not be well-versed in that and I’ve spoken to one of my daughter’s teachers and 
she talked about the efforts that she has to make to sort of prepare lessons and she talked about a lot 
of the administrative requirements. And so, I get this tone that the teachers are under a lot of pressure 
to complete a lot of other requirements and exercises, but that doesn’t remove the requirement to think 
creatively and innovatively and perhaps engage parents and call on other resources, tap into what 
other resources may be available to really expand what the children are being exposed to. So from my 
experience over the past two years, it’s definitely sort of a perfunctory exercise. Let’s make sure we check 
the box so nobody can say that it wasn’t addressed . . . it doesn’t demonstrate a level of thought or 
intention and it definitely didn’t seem very engaging.” (Family member, Black/African American) 

“Hispanics are shunned. Their month is long, but people seem to forget that their month is even 
happening. Asian heritage month too should also get their respect and their due diligence too, as well. 
Lots of these cultures and ethnicities always . . . we have these months for a reason, but I feel like society 
has given these months just to satisfy us, not to do anything for us. So I just feel like Montgomery County 
can learn to actually really take that month and actually really do something for that group, but not just 
in that month, just all year round.” (Student, Black/African American)

In focus groups with Hispanic/Latino participants, one participant mentioned the absence of Central 
American experiences. Another participant said that it was rare to see themselves reflected in the 
curriculum besides in language classes: 

“I did not see anything in [my kids’] curriculum regarding their own ethnic experience outside of the 
conquest of Central America by Spain. As a Central American, I didn’t see anything that talked about 
racial issues or issues of Hispanic immigration in this country, I didn’t see it.” (Family member, Hispanic/
Latino) 

“When it comes to Latino or Hispanic culture, zero. Absolutely nothing. Mostly of course you have that 
African American history culture, which I learned through US History, yeah, US History, English. But 
through Hispanic culture or Latino culture . . . only Spanish class.” (Student, Hispanic/Latino)

Similarly, one parent explained that a lack of any exposure to the Afro-Latino culture leads to her 
child’s identity being questioned. She expressed that students are generally exposed to the same 
Black/African American historical figures, such as Dr. Martin Luther King, Jr. And Rosa Parks, and not to 
the full diversity of Black/African American culture.

“There are so many other people that contributed to history, especially for us being Afro-Latino there’s 
a lot of contribution here. I think it may be easier because I understand what [my son] is going through 
when people question his identity because I’ve gone through it as well. It’s not uncommon at all. I 
understand, but that is because the exposure is not there. I always said to people, ‘Have you watched 
baseball? Because a lot of baseball players look like [my son],’ and I tell him to tell his friends that I don’t 
understand how they’re so surprised [he is both Black and Latino] if they watch baseball because a lot of 
baseball players look like him.” (Family member, Hispanic/Latino) 

In one focus group with family members who identified as Middle Eastern/North African, a participant 
communicated about the need for a more inclusive curriculum in light of her daughter’s experiences. 
Another participant highlighted that a diverse school may still lack a culturally responsive pedagogy:  

“One of the things in my daughter’s curriculum that she pointed out in high school when they did history 
class was that, when they studied 9/11, the single Muslim voice that they read in class was Osama Bin 
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Laden, as representative of the Muslims. And when she tried to point out this glaring gap, she was totally 
shut down. So I think that’s one of the things that probably can easily be addressed, so that they could be 
more inclusive and more representative of Muslims and Middle Eastern[er]s.” (Family member, Middle 
Eastern/North African) 

“My son is [Middle Eastern/North African and Muslim] and he presents as White . . . As far as his own 
culture talking about anything about Islam or anything, there’s nothing. I mean, and I just thought, we 
just finished Ramadan. There was really nothing in his school about that, although I’m sure that there’s a 
pretty decent percentage of Muslim children.” (Family member, White) 

In a focus group with family members who identified as Asian, a participant expressed that it is 
important for culture to be taught in a way that goes beyond superficial examples, such as food: 

“It just needs to be taught more, like Asian American issues and Asian American history and Asian 
American experience. And not just food, fun, culture, fashion, that’s fine but that’s all surface and that’s 
not enough.” (Family member, Asian)

Based on triangulated evidence presented in this observation, MAEC finds that some MCPS curricula 
examine race and ethnicity critically and intentionally to provide learning experiences that strengthen 
students’ sense of racial, ethnic, and tribal identities. However, many respondents expressed their 
desire for more representation and inclusivity in the curricula. They noted that current curricula 
are inadequate in their coverage of historical and current events, as well as the experiences and 
contributions of people from diverse racial, ethnic, and cultural backgrounds. 
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Observation 4.2: Students and family members perceive that staff 
are not trained to teach different racial groups’ histories with 
nuance and cultural sensitivity. 

The majority of teachers (63.2%, n = 4,834) identified that they have the ability to teach in culturally 
sensitive ways and are provided with professional development opportunities related to culturally sensitive 
instructional practices (76.9%, n = 5,876). However, in focus groups and community conversations, 
participants shared experiences indicating that some teachers at MCPS lack the capacity to teach the 
histories of racial and ethnic groups with nuance and sensitivity. This misalignment indicates that some 
teachers may be unaware of their biases and that their teaching is not culturally sensitive and does not 
meet the needs of diverse learners. Based on the Equity Audit Tool, it appears that MCPS schools need 
to invest more effort in implementing culturally responsive teaching practices. On the item: “Culturally-
sensitive topics/issues are addressed in ways that do not stereotype or stigmatize particular groups (e.g., 
lessons about slavery, racial slurs, etc.),” 9.8% (n = 20) of ILTs rated their schools as “Latent” and 57.4% (n = 
117) ILTs rated their schools as “Emergent.” A recurring theme shared by participants in focus groups is that 
Black/African American people are portrayed negatively in the curriculum, primarily within the context of 
poverty and/or slavery. In focus groups and community conversations, participants praised some teachers 
who go beyond the MCPS curriculum to create their own lessons and choose materials relevant to their 
students. However, many participants perceived an overall lack of sensitivity to the lived experiences and 
histories of all students.   

SUMMARY OF OBSERVATION 4.2

The majority of teachers identified that they have the ability to teach in culturally-sensitive ways and are 
provided with professional development opportunities by the district, but some students and family members 
disagree. Over 63.2% (n = 4,834) of teachers agreed or strongly agreed with the following statement from the 
stakeholder survey: “The curriculum I teach addresses culturally sensitive topics/issues in ways that do not 
stereotype or stigmatize particular groups” (see Table AA). For the same statement, there was a statistically 
significant lower proportion of agreement among Multiracial, Black/African American, and Hispanic/Latino 
respondents. Moreover, 76.9% (n = 5,876) of teachers concurred that “the district plans and/or provides 
professional learning around culturally responsive instructional methods and activities to support learners 
from diverse racial, ethnic, and cultural backgrounds,” which also had statistically significant lower proportions 
of agreement from teachers who are Multiracial and Black/African American. In self-evaluating their 
teaching style, 94% (n = 7,183) of teachers agreed or strongly agreed that they “employ culturally responsive 
instructional methods and activities to support learners from diverse racial, ethnic, and cultural backgrounds.” 
The high percentage of agreement on these statements shows that teachers rate themselves to be competent 
in the use of culturally-sensitive and responsive instructional practices.
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Table AA. Responses of teachers to items concerning culturally responsive teaching

Demographic 
& Survey 
Section

Survey Item Agreement Disagreement
I don’t 
 know

Higher 
Agreement

Lower 
Agreement

Teachers: 
Pre-K—12 
Curriculum

The 
curriculum 
I teach 
addresses 
culturally 
sensitive 
topics/issues 
in ways 
that do not 
stereotype 
or stigmatize 
particular 
groups. 

63.2% 

(n = 4,834) 

27.7% 

(n = 2,113) 

8.8% 

(n = 672) 
White

Multiracial 

Black/
African 

American 

Hispanic/
Latino 

The district 
plans and/
or provides 
professional 
learning 
around 
culturally 
responsive 
instructional 
methods 
and activities 
to support 
learners 
from diverse 
racial, ethnic, 
and cultural 
backgrounds. 

76.9% 

(n = 5,876) 

17.1% 

(n = 1,314) 

5.7% 

(n = 435) 
White

Multiracial 

Black/
African 

American 

I employ 
culturally 
responsive 
instructional 
methods 
and activities 
to support 
learners 
from diverse 
racial, ethnic, 
and cultural 
backgrounds. 

94% 

(n = 7,183) 

2.7% 

(n = 208) 

3.1% 

(n = 239) 
White

Asian 

Black/
African 

American
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In focus groups/interviews and community conversations, participants shared experiences which 
indicate their belief that some teachers at MCPS lack the capacity to teach the histories of racial and 
ethnic groups using culturally-sensitive pedagogy. Community members from the Chinese American 
Parents Association of Montgomery County (CAPA-MC) identified a lack of inclusivity of Asian American 
students and their histories. They attributed it to a systemic lack of training and internal biases: 

“Some teachers not only have preconceived stereotypes about students of a specific ethnic group but 
also lack a good understanding of Asian culture. Therefore, it is necessary to provide them with relevant 
training in this regard, not to mention opening such courses on Asian cultural history.” (CAPA-MC 
Community Conversations Participant) 

“I think there’s not much teaching about the Asian American history in our school. So I think there’s a lot 
of misunderstanding about the Asian community. So actually I want to ask people, what book can you 
refer to me about talking about Asian American? So this very hard history for Asian Americans that did 
not get taught. So I cannot get emotional, but I see a lack of education on that. And it depends on which 
school you go to.” (CAPA-MC Community Conversations Participant)  

Survey results indicate the majority of teachers believe that the curriculum does not perpetuate 
stereotypes. However, a recurring theme shared by participants in focus groups was that Black/
African American people in particular are portrayed negatively in the curriculum, associating them 
with poverty and slavery. A family member who is Black/African American shared how the negative 
portrayal of Black/African American history in the classroom can be damaging to their children’s self-
perception: 

Based on the Equity Audit Tool, it appears that MCPS schools need to invest more effort in implementing 
culturally responsive teaching practices. On the item “Culturally-sensitive topics/issues are addressed in ways 
that do not stereotype or stigmatize particular groups (e.g., lessons about slavery, racial slurs, etc.),” 20 ILTs 
rated their schools as “Latent” and 117 as “Emergent.” Relatedly, on the item “Content training offered by 
the school provides all teaching and support staff with curricular information and knowledge that positively 
affirms and values racial and cultural differences to enhance educational equity,” 22 ILTs rated their schools 
as “Latent” and 124 as “Emergent.” Addressing the quality of materials used, on the item “Racial/ethnic 
stereotypes are not referenced in course curriculum, resources, and other materials,” 19 ILTs rated their 
schools as “Latent” and 130 as “Emergent” (see Figure 17). These results suggest that schools need to improve 
the instructional materials used in the classroom and teacher training on culturally responsive practices.  

Figure 17. Distribution of items related to culturally responsive teaching on the Equity Audit Tool
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“I’ve noticed that even with my sons, the emphasis is always on some unfortunate and negative depiction of 
Blacks. Blacks being poor. Blacks being in crime or violent-ridden neighborhoods. And so, this is the perception 
that, not only my sons, but others around him, their colleagues, that’s the first introduction that they get in 
terms of thinking about us, you know? And I don’t know if that’s necessarily the right thing to do, because again, 
I always focus on the teachers just because the teachers are the ones that have that input in terms of what the 
curriculum’s going to be. I never got a survey that said, ‘Hey, what classes, or books, or study materials would you 
like your children to be exposed to?’ So, I’m assuming that that conversation is had at the administration levels. 
When I look at the administration, it starts there in terms of what sensitivities do they have towards teaching 
about our history and our culture. Do they even express to Black students and all students in this classroom 
that we come from different backgrounds? You know, some of us come from royalty. Some of us come from very 
desolate areas. Is there any kind of discussion about that?” (Family member, Black/African American) 

To address the lack of sensitivity in the portrayal of racial and ethnic groups, an MCPS teacher 
mentioned that an improvement to the curriculum would be to highlight how people of color 
demonstrate agency rather than constantly casting them as victims of oppression: 

“A lot of the curriculum I’ve taught in the past has been more oriented to when people of color in the past 
have been discriminated against. But there’s no focus on the agents of change, and the way that people 
of color have addressed a lot of discrimination they have faced. I think that is something that I think 
students would relate to more and get more hope from . . . understanding that yes, you can be an agent 
of change, that it has worked in the past.” (Staff, Asian) 

Participants in the family and student focus groups/interviews shared that teachers at MCPS may not 
be fully conscious of the ways that their teaching lacks cultural responsiveness. Others discussed the 
ways in which teachers at MCPS take on extra work to go beyond what is required by the curriculum to 
represent and meet the needs of their diverse students. In the staff focus groups, teachers shared how 
they independently decided to integrate more culturally relevant material into the curriculum: 

“I feel like Benchmark, they’ve tried to change Benchmark a little bit to be more inclusive, but my 
teammate and I always, who’s also a Black woman, we, we tend to try to find other resources because 
the Black people or anyone of color tend to be stories where they are not prosperous or enslaved or 
somehow suffering. We have the perspective that students need to see that yes, being a person of color 
in America is challenging, but it is not a guarantee that everyone is going to be poor and struggling. My 
teammate says all the time, ‘I mean, can we have a story where the Black kid is on the basketball team? 
And he just does normal things that normal children do?’ Like, ‘Why do they always have to be living in 
destitute conditions and fathers dead?’ It just always feels that way. So we do have to do the work to find 
materials that address the same curricula, but broaden that scope, that story more. And then as [an 
Enriched Literacy Curriculum] ELC teacher, when we have to do genres like science fiction, there are very 
few, it’s very difficult to find science fiction books that are appropriate and don’t have a White lead, very 
difficult.” (Staff, Black/African American) 

“When we talk about Africa, we’re talking about it in a negative way. So at no point, unless I bring in 
information, are my students’ cultures being represented or celebrated at all. And then my English aid 
class, again, I have to bring in outside sources to celebrate my students, because at no point in the study 
sync curriculum in the units was there anyone who was Asian. And I have five students who identify as 
Asian in a 20-student class.” (Staff, White)

“I try to present contemporary people of a variety of racial identities, ethnic identities, linguistic 
backgrounds, gender identities, so that we can see that science in the present is being practiced by 
diverse people. But that is at my own level as an individual practitioner, it’s not provided to me within the 
curriculum. And so that is very much just falling on the plates of the individual teachers to write that into 
our curriculum, rather than it actually truly being in the curriculum where it belongs.” (Staff, White)
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Based on triangulated evidence presented in this observation, MAEC finds that some of the MCPS teachers 
require more capacity building to understand and implement culturally sensitive pedagogy. Many community 
members perceive an overall lack of sensitivity to the lived experiences and histories of all students. This 
demonstrates a need for more professional learning opportunities for staff on culturally responsive pedagogy 
and practices. The lack of these professional learning opportunities results in teachers having to create their 
own materials to strengthen students’ sense of racial, ethnic, and tribal identities.
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Observation 4.3: Families perceive schools rarely teach students 
about racial bias and how to address discrimination.  

Families expressed uncertainty regarding whether MCPS staff members were prepared to effectively 
teach about racism and how to confront it. In the family survey, over one-third (34.6%, n = 13,868) of 
respondents selected “I don’t know” when asked if their child is taught about the negative effects of racism 
in their classes. In the administration of the Equity Audit Tool, no school rated themselves “Advanced” on 
items related to increasing students’ awareness about the effects of racial bias and discrimination and how 
to confront them. Members of the community expressed concern about the adequacy of staff preparation 
to lead difficult conversations about race. There is also evidence of students’ desire to learn more about 
racism and antiracism at school. Over 70% (n = 39,351) of middle and high school students agreed or 
strongly agreed that they “would like to learn more about race, ethnicity, and/or antiracism at school.”  

SUMMARY OF OBSERVATION 4.3

Community members responded with great uncertainty when asked whether MCPS staff members were 
effectively teaching about racism and antiracist strategies. In the family stakeholder survey, 34.6% (n = 
13,868) of respondents selected “I don’t know” to the following statement: “My child is taught about the 
negative effects of racism in their classes.” As expressed by this respondent on the family survey, there is a 
desire among some family members for students to learn about racism to a greater extent: 

“I feel very strongly that the history of our country, including a long history of racism that is still present 
today and was deeply embedded into law, housing, lending, and other institutions MUST be taught. I 
want my student to understand this history deeply. I want my student to examine and think critically 
about the implications for today’s world. I want my student to feel able to become an agent of change, 
to help evolve our society from this past into a more just present. I believe firmly that understanding the 
history of racism in our country well beyond the Civil War and Civil Rights Movements, and being able 
to examine and analyze its presence today is key. And, I think students need experience practicing the 
agency that they do have to create change. It would be a travesty to succumb to the polarizing forces that 
seek to eliminate all discussion of race and racism in our schools.” (Family member, White) 

During the administration of the Equity Audit Tool, 92 ILTs rated their schools as “Established” and 13 ILTs 
rated their schools as “Advanced” on the item: “Opportunities are provided for all staff to obtain ongoing 
training regarding racial/ethnic discrimination and racial/ethnic equity.” However, no ILTs rated their schools 
as “Advanced” on the following items: (1) “All teachers use in-person and virtual classroom lessons to increase 
students’ awareness about the effects of racial bias and discrimination”; and (2) “All teachers use in-person 
and virtual classroom lessons to teach students how to counter the effects of racial bias and discrimination.” 
Only 20 ILTs rated their schools as “Established” on the former item and 12 ILTs rated their schools as 
“Established” on the latter, while the remaining ILTs rated their schools as “Latent” or “Emergent” (see Figure 
18). While approximately half of MCPS schools have staff that are being consistently trained on racial/ethnic 
discrimination, it does not seem common for teachers to address the topic in the classroom with students, 
suggesting a disparity between training and practice. 
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Figure 18. Distribution of items related to racial/ethnic bias and discrimination on the Equity Audit Tool

 

On the survey, less than half of teachers (47.4%, n = 3,619), agreed or strongly agreed that “the 
district provides opportunities for teacher input and participation in the development of curriculum 
related to race and racism.” This is in stark contrast to the greater majority of teachers (76.9%, n = 
5,876), who agreed that “the district plans and/or provides professional learning around culturally 
responsive instructional methods and activities to support learners from diverse racial, ethnic, and 
cultural backgrounds.” It appears that, compared to their ability to apply culturally responsive teaching, 
teachers are less confident about their professional training to teach about racism in the classroom 
(see Table BB). 
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Table BB. Responses of teachers to items concerning teacher’s perceived input in curriculum 
development around race and racism and their access to professional learning around culturally 
responsive instruction

Demographic & 
Survey Section

Survey Item Agreement Disagreement
I don’t 
 know

Higher 
Agreement

Lower 
Agreement

Teachers: 
Pre-K—12 
Curriculum

The district 
provides 
opportunities 
for teacher 
input and 
participation 
in the 
development 
of curriculum 
related to 
race and 
racism. 

47.4% 

(n = 3,619) 

35.2% 

(n = 2,691) 

17.3% 

(n = 1,321) 
— Multiracial 

The district 
plans and/
or provides 
professional 
learning 
around 
culturally 
responsive 
instructional 
methods 
and activities 
to support 
learners 
from diverse 
racial, ethnic, 
and cultural 
backgrounds. 

76.9% 

(n = 5,876) 

17.1% 

(n = 1,314) 

5.7% 

(n = 435) 
White

Multiracial 

Black/
African 

American 

It is unclear the extent to which students feel like they are currently learning about racism. Their responses to 
the student survey indicate that there is a considerable desire to learn more about race and racism. Over 70% 
(n = 39,351) of middle and high school students agreed or strongly agreed that they “would like to learn more 
about race, ethnicity, and/or antiracism at school.” For example, two students of color shared in focus groups 
that there is currently a scarcity of substantive learning about racial issues affecting racial and ethnic groups:

“We don’t get taught quite enough about race and how racial issues are still currently happening and 
how it’s really sad that it hasn’t changed enough. Because even me, I still remember being taught in like 
elementary school, like, ‘Oh, segregation ended. Everything’s fine now.’ And that wasn’t that long ago. 
It’s sad that I realized it only hasn’t changed and I only just came into my seventh grade year of middle 
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school realizing that things are still happening, we’re still dealing with racial issues, discrimination, 
prejudice. And it’s not, it’s sad that it took me that long to become aware of the issues of my own people, 
that I wasn’t taught that and that I had to figure it out by myself and with the help of my community 
instead of learning it in school where I should have, because it’s history and I should have learned that.” 
(Student, Black/African American) 

“In my classes, we learn a lot about race, but I don’t think I’ve been exposed to Asian- or Asian American-
oriented stigma that we face in the community or as a school because I faced a ton of racism. And, as 
a biracial person with some Asian heritage in there, I think it’s even harder because when you’re only 
taught about . . . And, believe me, it’s like thinking, talking about African American racism and all of that 
is totally . . . It’s amazing because we’re changing, and we’re learning, and we’re being more aware, but I 
think that we should also consider other communities.” (Student, Asian) 

Based on triangulated evidence presented in this observation, MAEC finds that MCPS provides some 
interconnected and interdisciplinary learning experiences for students about race and antiracism, 
but does not do so consistently. In the Equity Audit Tool many ILTs rated their school low on items 
related to teachers increasing students’ awareness about the effects of racial bias and discrimination. 
This evidence indicates that teachers may need greater training on these topics. Families expressed 
uncertainty about MCPS staff preparation to effectively teach how to confront racism. 
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Observation 4.4: The MCPS community is divided in the role of 
antiracism in the curriculum. Some share that there is a tradeoff 
between antiracist and academically rigorous content. 

Overall, stakeholders expressed wide agreement on the necessity for learning about antiracism at school. 
However, reviewing the open-ended responses in the stakeholder survey provides nuanced variation on the 
opinions of those who support antiracism as well as those who oppose it. 

On the family survey, 88% (n = 35,314) of respondents agreed or strongly agreed with the following statement: 
“I believe my child should be taught to recognize, understand, and interrupt racism.” There were several 
comments on the survey from respondents expressing support and appreciation for current efforts at their 
schools to promote antiracism:

“During virtual school of last year, I was able to hear how my child’s teacher talked about the Civil Rights 
Movement and I as a Black parent with Black boys was proud to be a part of MCPS. Racial discrimination was 
taught to be bad and wrong. Discussions about how to treat people with kindness and respect were taught.” 
(Family member, Black/African American) 

“I have been impressed with [school]’s progressive approach to issues concerning race, ethnicity, gender, LGBTQ, 
sex ed, etc. PLEASE keep teaching our kids the unvarnished and difficult history of this country, leaning into 
Banned Book week, teaching books like Stamped during Social-Emotional community circles, teaching Restorative 
Justice techniques, and generally teaching our kids to appreciate and empathize with multiple points of view, 
even if they don’t agree with them. Thanks MCPS, keep up the good work.” (Family member, White)

While most stakeholders agreed that students should learn to understand and disrupt racism, there was 
considerable variation on how antiracism should be taught in the classroom. In a survey comment, one family 
member expressed that the coverage of antiracist content at school caused students to internalize negative 
generalizations about White people:

“I am the mother of 3 White sons. We discuss anti-racism continuously. However, they report to me honestly 
that it is taught in multiple classes every day and they want additional topics represented. My junior son said 
that every reading the entire year in English class was about racism and how White men are awful - that was his 
perception. I was surprised when 2 of his BIPOC [Black, Indigenous, and People of Color] and very liberal friends 
felt similarly. Overall, it would be helpful to also focus on the good White people in history who were antiracist 

SUMMARY OF OBSERVATION 4.4

On the family survey, 88% (n = 35,314) of respondents agreed with the item: “I believe my child should 
be taught to recognize, understand, and interrupt racism.” Open-ended responses to the survey 
demonstrated nuanced variation on the opinions of those who supported the inclusion of antiracism in 
the curriculum and those who opposed doing so. There was considerable variation in how antiracism 
should be taught in the classroom. In the open-ended survey comments, middle and high school students 
discussed an interest in learning more about antiracism in school. As in the family survey, there were 
differing views on the value of learning about antiracism. Some students expressed that antiracism was 
irrelevant to their education, it was an uncomfortable topic to discuss, or that focusing on race only serves 
to cause more conflict. While there is widespread agreement among students and family members that 
antiracism should be included in the curriculum, there is also substantial opposition. Among those who do 
want antiracism to be discussed in the classroom, there are diverging opinions on how the topic should 
be approached. There are also families and students who oppose teaching antiracism altogether. Many of 
those opposed cite a tradeoff between antiracism and academic rigor.  
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so we have role models for what should have been done. 2 of the 3 [of my sons] reported that they feel all White 
people are bad is the understanding among their friends and peers.” (Family member, White) 

Other family members shared that, while it is crucial that students learn about history through an antiracist 
lens, such curriculum should be age-appropriate and carefully delivered:  

“I think that while this is an important topic for educating children about, it needs to be taught in a graduated 
manner that is appropriate for each age group. During Black History Month, I feel that too many topics were 
broached with too little time for understanding and explanation. My child came home with no real understanding 
of any of the topics, but using strong words that the child clearly didn’t understand. These are sensitive topics 
that should be treated with care in young children, not splashed up on a board to check a box. This was a source 
of frustration.” (Family member, White)

There were also a considerable number of family members who shared that antiracist content would cause 
the curriculum at MCPS to be less academically enriching and should not be taught at all: 

“While I agree that racism should be discussed at school, I believe that schools should be 99% focused on 
teaching academic skills and avoid producing controversy that, I believe, just fuels the division that is too 
common in our society today.” (Family member, White) 

“It really does not matter that the content of my child’s coursework does not reflect the experiences and 
contributions of people from my child’s racial or ethnic background. My child needs to learn about math, science, 
history, etc. from competent teachers. The teachers have a tough enough job to do without foisting yet another 
expectation that doesn’t matter to academic success.” (Family member, Asian)

There were also some family members who believed that, while teaching about racism was necessary, 
excessive coverage of race was counterproductive and that students should instead be taught general 
principles of good behavior: 

“I don’t think the topic of racism nor ‘antiracist’ curriculum should be taught in school. The lens of race is 
unhelpful as race itself is a social construction. The school is already extremely diverse and there is no need to 
focus on this topic. However, I do think the reality of racism historically in this country should be taught in school. 
Instead of focusing so much on race, we should be focused on trying to encourage and model good behavior, 
kindness and politeness generally speaking. Poor behavior and rude/meanness should be discouraged and 
punished generally speaking as well.” (Family member, Multiracial)

Views that antiracism should not be taught were also expressed in one focus group: 

“I will be respectfully honest and share with everyone that I find the fetishization of identities and pronouns quite 
concerning. With the best will in the world I want to listen to what’s going on because I do have some concerns 
how antiracism within the school system is driving our kids apart.” (Family member, White) 

“I 100% agree that as someone who went through the school in the seventies and the eighties, a lot of things 
were left out. And I do think we need to learn all of history to better understand everyone’s past. But I also feel 
that my kids get marginalized sometimes as White kids and they’re made to feel bad because they were born 
White and that they have done something wrong when these was things that happened before they were ever 
born. So I do think that they need to learn about all these things that happened in the past and it’ll give them 
some understanding, but I think in the same way, maybe we’ve gone too much in the other direction.” (Family 
member, White) 

As discussed in Observation 4.3, over 70% (n = 39,351) of middle and high school students indicated interest 
in learning more about antiracism at school, which was further confirmed by open-ended responses on the 
student survey:

“We are currently doing a huge unit in English about racism in mass incarceration, unfair juries, and wrongful 
convictions. I find it very interesting and have learnt a lot that has shocked me and made me a more open-
minded person.” (Student, Middle Eastern/North African) 
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“I would like to learn more about race and anti-racism from QUALIFIED teachers. I learned this year from a White 
teacher who tried her best but didn’t have the experience or understanding to teach from and it was incredibly 
frustrating. I also don’t see people from my background portrayed negatively, I just generally don’t see them 
portrayed.” (Student, Middle Eastern/North African)

As in the family survey, there were differing opinions among students on the value of learning about 
antiracism. The open-ended comments on the middle and high school student survey demonstrated that 
some students felt antiracism was irrelevant to their education, an uncomfortable topic to discuss, or that 
focusing on race only serves to cause more conflict: 

“I don’t want to learn more about [racism and antiracism], but it’s probably important. I want to learn stuff that 
makes me employable.” (Student, Multiracial) 

“It is an awkward thing to talk about.” (Student, Multiracial) 

“I do not go out of my way to promote antiracism as I think the cause tends to stoke more hate than it helps 
through promoting an ‘us or them’ mentality.” (Student, White) 

Based on triangulated evidence presented in this observation, MAEC finds that the majority of community 
members believe that MCPS’s curriculum should provide interconnected and interdisciplinary learning 
experiences that strengthen students’ sense of racial, ethnic, and tribal identities. However, there is also 
substantial opposition to teaching about antiracism in the classroom. 
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Observation 5.1: MCPS has established policies that promote family and community engagement. Most staff 
rate their schools and workplaces high on items related to family and community engagement.

__________________________________________________________________________________________________________________

Observation 5.2: Some staff perceive that the current system for communication and family engagement 
produces barriers for families of color, and report not knowing how to implement family involvement 
strategies in the ABC-Parent and Family Involvement district policy.

___________________________________________________________________________________________________________________

Observation 5.3: While most families agree that communication from their school is easy to understand and 
helps to support their child, some families experience communication barriers. These barriers include unclear 
and disjointed messages, too much information, and challenges navigating virtual platforms.

___________________________________________________________________________________________________________________

Observation 5.4: There are differences in how families and community members experience MCPS based on 
race/ethnicity. Families of color perceive challenges when engaging with the district.

___________________________________________________________________________________________________________________

Observation 5.5: Some families report a mistrust of MCPS due to a lack of transparency. They perceive that 
the district intentionally miscommunicates with families of color about scheduled events, enrichment and 
college and career programs, updates on academics, conflicts involving students, and expectations of parents

___________________________________________________________________________________________________________________

Observation 5.6: Many families perceive a lack of a clear districtwide strategy for how to include diverse 
communities in school improvement and to meet student needs. Community members also perceive a lack of 
inclusivity in Parent Teacher Associations (PTAs).

Visit the glossary to clarify acronyms and technical terms.

DOMAIN 5: 
Community Relations  
and Engagement
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Observation 5.1: MCPS has established policies that promote family and community engagement. Most staff 
rate their schools and workplaces high on items related to family and community engagement.

__________________________________________________________________________________________________________________

Observation 5.2: Some staff perceive that the current system for communication and family engagement 
produces barriers for families of color, and report not knowing how to implement family involvement 
strategies in the ABC-Parent and Family Involvement district policy.

___________________________________________________________________________________________________________________

Observation 5.3: While most families agree that communication from their school is easy to understand and 
helps to support their child, some families experience communication barriers. These barriers include unclear 
and disjointed messages, too much information, and challenges navigating virtual platforms.

___________________________________________________________________________________________________________________

Observation 5.4: There are differences in how families and community members experience MCPS based on 
race/ethnicity. Families of color perceive challenges when engaging with the district.

___________________________________________________________________________________________________________________

Observation 5.5: Some families report a mistrust of MCPS due to a lack of transparency. They perceive that 
the district intentionally miscommunicates with families of color about scheduled events, enrichment and 
college and career programs, updates on academics, conflicts involving students, and expectations of parents

___________________________________________________________________________________________________________________

Observation 5.6: Many families perceive a lack of a clear districtwide strategy for how to include diverse 
communities in school improvement and to meet student needs. Community members also perceive a lack of 
inclusivity in Parent Teacher Associations (PTAs).

Visit the glossary to clarify acronyms and technical terms.

The following observations relate to the Community Relations and Engagement audit domain. MAEC evaluated 
how MCPS engages with its communities and the extent to which the current methods of engagement are 
effective. 

To evaluate MCPS’s community relations and engagement, MAEC asked:

1) Is MCPS effectively engaging all communities to hear their needs and perspectives? 

2) Is MCPS effectively working with communities collaboratively to meet the needs of the students it 
serves?

The evidence for these observations was triangulated from the document review, Equity Audit Tool, 
stakeholder surveys, Community Conversations, and focus groups. Findings are supported by statistics and 
quotations from the triangulated data.

I think there are definitely some areas where MCPS has not been in a 

more proactive position to connect and communicate among different 

ethnic societies. So I’m surprised that MCPS took this step today, and I 

also welcome this kind of action.

(CAPA-MC Community Conversation Participant)
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Observation 5.1: MCPS has established policies that promote 
family and community engagement. Most staff rate their schools 
and workplaces high on items related to family and community 
engagement.

In the document review, MAEC found that MCPS clearly states the importance of engaging with 
communities to effectively understand their needs and gather their feedback and perspectives. On 
the Equity Audit Tool, ILTs affirmed that there are established policies and a shared commitment to 
engaging families and the community. Almost 54% (n = 110) of ILTs rated their schools as “Established” or 
“Advanced” on the item: “The school plans for family engagement to provide opportunities that involve 
all school staff and all families.” The majority of surveyed staff, including teachers, school administrators, 
district administrators, and support staff, agreed that their schools or workplaces engaged with families 
in culturally responsive ways. Responses to these survey questions did not vary greatly based on 
respondents’ race, with two notable exceptions: while the majority of staff agreed that their schools 
engage in culturally responsive ways with families, a statistically significant lower portion of Black/African 
American teachers and Asian administrators agreed.

SUMMARY OF OBSERVATION 5.1

According to the document review, MCPS clearly states the importance of engaging with communities to 
gather their feedback, needs, and perspectives. The MCPS 2022–2025 Strategic Plan articulates the following 
goal: “implement culturally-responsive family engagement that promotes two-way communication” (MCPS, 
2018b). MCPS created the ABC-Parent and Family Policy to promote meaningful family-school partnerships as 
an essential component to student academic success. This policy encourages parent and family involvement 
within the MCPS school community to support the education, development, and well-being of children. While 
the policy provides strategies and goals for family engagement, it does not make explicit reference to the 
importance of ensuring that family engagement efforts reflect the racial/ethnic diversity of MCPS. Nor does 
it discuss the importance of ensuring culturally responsive family engagement practices (Board of Education 
of Montgomery County, 2010). However, the policy is currently under review to “ensure more inclusive and 
diverse participation in district decision-making processes” (MCPS, 2022). The ACA Policy: Nondiscrimination 
Equity and Cultural Proficiency states that staff are expected to work together with students, parents/
guardians, and community members to ensure that each school and work site is free from discrimination, 
and that the district will seek broad participation on activities, such as task workforces and committees which 
represent diverse communities, cultures, and perspectives (Board of Education of Montgomery County, 
2021). In addition, the Administrative and Supervisory Professional Growth System states that the principal “is 
an educational leader who cultivates an inclusive, caring and supportive school community that promotes 
the academic well-being of each student,” while at the same time tasking the principal to “infuse the school’s 
learning environment with the cultures and languages of the school’s community” and to “partner with 
stakeholders (e.g., parents, community members to provide resources that support the academic success 
and well-being of each student)” (MCPS, n.d.-a, p.16). Throughout the reviewed documents, MCPS establishes 
community-building and family-school partnerships as necessary for student success. 
 
MCPS ILTs affirmed that there are established policies and a shared commitment to engaging families and the 
community. On the Equity Audit Tool, 47.8% (n = 97) of ILTs rated their schools as “Established” and 6.4% (n = 
13) of ILTs rated their schools as “Advanced” on the item: “The school plans for family engagement to provide 
opportunities that involve all school staff and all families” (see Figure 19).

http:// MCPS 2022-2025 Strategic Pla
https://www.montgomeryschoolsmd.org/campaigns/Strategic-Planning-FY19-22/
https://www.montgomeryschoolsmd.org/campaigns/Strategic-Planning-FY19-22/
http://ABC-Parent and Family Policy
https://ww2.montgomeryschoolsmd.org/departments/policy/pdf/abc.pdf
https://ww2.montgomeryschoolsmd.org/departments/policy/pdf/abc.pdf
https://www.montgomeryschoolsmd.org/uploadedFiles/homepageContent/MCPS-StrategicPlan-2022(1).pdf
https://ww2.montgomeryschoolsmd.org/uploadedFiles/departments/policy/Attachment-A-policy-aca.pdf
https://ww2.montgomeryschoolsmd.org/uploadedFiles/departments/policy/Attachment-A-policy-aca.pdf
https://ww2.montgomeryschoolsmd.org/departments/policy/pdf/policy%20aca,%20nondiscrimination,%20equity,%20and%20cultural%20proficiency%20updated.pdf
https://ww2.montgomeryschoolsmd.org/departments/policy/pdf/policy%20aca,%20nondiscrimination,%20equity,%20and%20cultural%20proficiency%20updated.pdf
https://drive.google.com/file/d/1ylBVNmXQFX4udGkgJrhcGW1lEnrneL0x/view?usp=sharing
https://drive.google.com/file/d/1ylBVNmXQFX4udGkgJrhcGW1lEnrneL0x/view?usp=sharing
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Figure 19. Distribution of item related to school planning around family engagement opportunities on the 
Equity Audit Tool

The majority of teachers, school administrators, district administrators, and support staff, agreed or strongly 
agreed in the stakeholder survey that their schools or workplaces engage with families in culturally 
responsive ways (see Table CC).  
 

Table CC. Number and percentage of teachers and school administrators agreeing to whether MCPS engaged 
families in culturally responsive manners

Demographic 
and Survey 

Section
Survey Items % of Agreement

School 
Administrators: 
Family and 
Community 
Engagement

My school engages in culturally responsive ways 
with families from all racial, ethnic, cultural, 
and language groups represented in the MCPS 
community.

85.3%

(n = 5734)

My school engages with families in two-way 
communication through their preferred methods 
and uses accessible language (i.e., plain language 
that is free from jargon).

85%

(n = 5718)

My school engages members of the local 
community from diverse racial, ethnic, cultural, 
and language groups.

80.7%

(n = 5426)
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Teachers: Family 
and Community 
Engagement

My school engages in culturally responsive ways 
with families from all racial, ethnic, cultural, 
and language groups represented in the MCPS 
community.

89.7%

(n = 410)

My school engages with families in two-way 
communication through their preferred methods 
and uses accessible language (i.e., plain language 
that is free from jargon).

92.6%

(n = 423)

My school engages members of the local 
community from diverse racial, ethnic, cultural, 
and language groups.

87.3%

(n = 392)

District 
Administrators: 
Family and 
Community 
Engagement

My workplace engages in culturally responsive 
ways with families from all racial, ethnic, cultural, 
and language groups represented in the MCPS 
community.

80.6%

(n = 187)

My workplace engages with families in two-way 
communication through their preferred methods 
and uses accessible language (i.e., plain language 
that is free from jargon).

75%

(n = 174)

My workplace engages members of the local 
community from diverse racial, ethnic, cultural, and 
language groups.

79.7%

(n = 185)

Support Staff: 
Family and 
Community 
Engagement

My workplace engages in culturally responsive 
ways with families from all racial, ethnic, cultural, 
and language groups represented in the MCPS 
community.

86.3%

(n = 1453)

My workplace engages with families in two-way 
communication through their preferred methods 
and uses accessible language (i.e., plain language 
that is free from jargon).

84%

(n = 1419)

My workplace engages members of the local 
community from diverse racial, ethnic, cultural, and 
language groups.

81.7%

(n = 1376)

Survey responses did not vary greatly based on respondents’ race, with two notable exceptions. First, while 
91% of school administrators who were not Asian agreed with the item “My school engages in culturally 
responsive ways with families from all racial, ethnic, cultural, and language groups represented in the MCPS 
community,” only 63% of school administrators who were Asian indicated agreement and this difference was 
statistically significant. Second, while 91% of all teachers who were not Black/African American agreed with 
the item: “My school engages in culturally responsive ways with families from all racial, ethnic, cultural, and 
language groups represented in the MCPS community,” only 85% of teachers who are Black/African American 
agreed, and this difference was statistically significant. 

Based on triangulated evidence presented in this observation, MCPS has established culturally responsive 
family engagement policies. The majority of school-based staff report that MCPS engages families in culturally 
responsive ways. The staff reports examined in this observation do not address whether MCPS engagement is 
effective, or whether families and students feel heard by the district. 
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Observation 5.2: Some staff perceive that the current system for 
communication and family engagement produces barriers for 
families of color, and report not knowing how to implement family 
involvement strategies in the ABC-Parent and Family Involvement 
district policy.

While individual staff rated themselves highly on knowing how to implement family engagement strategies 
at the school level (see Observation 5.1), staff observations from the Equity Audit Tool indicate a lack of 
awareness around districtwide policies and strategies related to family engagement. In the Equity Audit 
Tool, most ILTs rated their schools low on the item: “Staff know about the implementation strategies related 
to Family Engagement as outlined in the ABC-Parent and Family Involvement district policy.” A total of 165 
ILTs evaluated their schools as “Latent” or “Emergent,” and 39 ILTs rated their schools as “Established” or 
“Advanced” (see Figure 20). ILTs also rated their schools low on an item considering whether their school 
has a culturally responsive plan for family engagement, with 11 ILTs rating their schools as “Latent,” 114 as 
“Emergent,” 74 as “Established,” and only 5 as “Advanced.” 

Figure 20. Distribution of items related to districtwide mechanisms and policies related to family 
engagement on the Equity Audit Tool

SUMMARY OF OBSERVATION 5.2

On the Equity Audit Tool, 80.9% (n = 165) of ILTs rated their schools as “Latent” or “Emergent” on the 
item: “Staff know about the implementation strategies related to Family Engagement as outlined in the 
ABC-Parent and Family Involvement district policy.” ILTs also rated their schools low on a question asking 
whether their school has a culturally responsive plan for family engagement. This observation was further 
corroborated by staff who participated in focus groups. Some shared negative experiences regarding 
how MCPS engages families and the community. Some focus group participants also perceived that 
communication between MCPS and all families is not effective and exclusionary of families who do not 
speak English and families of less economic means. Both staff and families reported that the MCPS system 
is difficult to navigate.
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This observation was further corroborated by staff who participated in focus groups: in 11 out of 12 staff 
transcripts from focus groups/interviews, staff shared negative opinions of how the district engages families 
and communities. Staff members shared that MCPS gives preference to certain families, mainly parents from 
high socioeconomic backgrounds. They also observed that engagement was made difficult for some families, 
particularly families who do not speak English and families of less economic means:

“Privileged parents that can sit there and have the time to email and compose . . . and have meetings 
and have time to call and do all that. And I think that, that to me, is unfair. It’s really unfair to some other 
students, because they don’t get their way all of the time, because parents are too busy, they don’t speak 
the language.” (Staff, Black/African American)

“I’ve heard staff specifically state when I’m going into the meeting . . . ‘Well, no, I didn’t contact the 
parents because they’re not going to answer and they’re not going to come anyway.’ To me, it’s 
discrimination because they’re doing it because they know that this parent doesn’t speak English, and so 
it just becomes a bigger issue.” (Staff, Hispanic/Latino)

“Sometimes for students, parents not calling home when they’re absent out of class or not attending 
class or not doing well because of, we have a language line, but people don’t want to call because it’s not 
convenient or they don’t know how. And it’s like, ‘Well, I sent this email.’ And it’s like, ‘Did they respond 
back to you?’ And they’re like, ‘Well, no.’ And so I just feel that it’s for some educators, acceptable to let 
Spanish speaking kids fall through the cracks because they don’t want to call home to the parents and 
involve them in things. And so unfortunately, they don’t always pass the class or the teachers want to 
give them the E3 or where you don’t attend and you don’t get credit.” (Staff, Hispanic/Latino)

Staff also described personal difficulty navigating MCPS’s systems of communications and expressed concern 
for families that have not “been a part of the system” being able to access information:

“In terms of that, communications with home parents, whether it’s from the school itself or from the 
county as a whole, I think are very inconsistent with families in a way that families need it. Maybe they’re 
sent by email, through Connect Ed. Maybe it’s a phone call, I have no idea. I don’t know how MCPS 
communicates with families. All I know is that it’s most of the time completely ineffective.” (Staff, Asian) 

“I have to comb through MCPS website to find things. I feel like I’m even out of the loop as an 
administrator that works in the system to get information. So how is a person that doesn’t know 
the system, that hasn’t been a part of the system, going to even be able to find it? I mean, it’s just 
unconscionable, actually, some of the things we expect everybody to do, and then we say we’re listening 
because it doesn’t make sense.” (Staff, White)

The stakeholder survey confirmed that families might have trouble understanding how to navigate the 
MCPS system. When asked “I know where to go on the MCPS website to find their policies on discrimination 
or harassment related to race, skin color, ethnicity, or culture,” a slight majority (52.9%, n = 21,231) of families 
responded “Yes,” but 16.3% (n = 6,524) responded “No,” and 30.1% (n = 12,067) responded “I don’t know.”

Based on triangulated evidence presented in this observation, MAEC finds that while MCPS successfully 
engages some families and communities to meet the needs of students, current efforts do not effectively 
engage all non-English speaking families and families of less economic means. MCPS has policies in place 
that outline implementation strategies related to family engagement, but not all schools report that they are 
familiar with or are implementing these district-wide policies. Staff and families perceive that the current 
approach to system-wide communication between MCPS and families is at times not effective and difficult to 
navigate. 
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Observation 5.3: While most families agree that communication 
from their school is easy to understand and helps to support their 
child, some families experience communication barriers. These 
barriers include unclear and disjointed messages, too much 
information, and challenges navigating virtual platforms.

 

On the Equity Audit Tool, 122 ILTs rated their schools as “Established” and 41 ILTs rated their schools as 
“Advanced” on the item: “The school engages in two-way communication (both virtual and in-person) using 
multiple methods (e.g., phone calls, home visits, etc.) in languages families can understand.” Additionally, 
on the item “The school reaches out to families of students to address potential barriers that students 
may experience in accessing their educational learning (whether in-person, hybrid, or distance learning),”  
123 ILTs rated their schools as “Established” and 64 ILTs rated their schools as “Advanced.” Similarly, on the 
item “Teachers collaborate with families regarding the expectations of virtual learning and student academic 
progress and achievement,” 139 ILTs rated their schools as “Established” and 36 as “Advanced” (see Figure 21). 
Having a considerable majority of schools rate themselves highly on these items suggests that many families 
are receiving important communications in an accessible language about their child’s academic progress and 
achievement.

Overall, there is evidence that MCPS has established mechanisms for communication with family members. 
On the Equity Audit Tool, 79.9% (n = 163) of ILTs rated their schools as “Established” or “Advanced” on the 
item: “The school engages in two-way communication (both virtual and in-person) using multiple methods 
(e.g., phone calls, home visits, etc.) in languages families can understand.” The majority of family survey 
respondents reported satisfaction with MCPS’s current family and community engagement practices. In 
response to the survey item, “Communication from my child’s school is easy to understand and helps 
me know how to support my child,” 86.9% (n = 34,884) of family members agreed. However, 27.7% (n = 
15,760) of families either didn’t know or disagreed that their child’s school engaged them in ways that 
respect and honor culture. Similarly, on the item “There is at least one person at my child’s school that I feel 
comfortable talking with when I have a question or concern,” 19% (n = 7,595) of families disagreed or chose 
the option “I don’t know.” Feedback in open-ended comments of the survey focused on the following central 
themes: barriers to communication, such as getting too much information; unclear and uncoordinated 
communication; communication characterized as being one-sided or biased towards White families; and 
frustration with online platforms, such as ParentVue. In focus groups, participants expressed concern that 
the MCPS system is difficult to navigate. They shared that there is minimal support and communication to 
assist parents, especially newcomer parents, in navigating the complex system. While survey results suggest 
that the majority of stakeholders are satisfied with MCPS’s current engagement practices, there is also 
evidence that the current practices do not reach all family and community members equitably.

SUMMARY OF OBSERVATION 5.3
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Figure 21. Distribution of items related to family communication and engagement on the Equity Audit Tool

However, results from the family stakeholder survey were mixed as to whether MCPS is effectively engaging 
and collaborating with all communities. The majority of families seemed to concur with schools and staff that 
they engage with families in two-way communication (see Table DD). In the stakeholder survey, over 86% 
(n = 34,884) of family members agreed with the item: “Communication from their child’s school is easy to 
understand and helps me know how to support my child.” Family members who shared positive comments 
in the open-ended response section of the survey noted that “communication from my child’s teacher is clear 
and helpful,” “the teachers do well with emails directly parents concerning their children,” and “teachers do a 
good job.” 

Table DD. Family member rates of agreement in response to items concerning community and family 
engagement

Survey Items Strongly 
Disagree Disagree Agree Strongly 

Agree I don’t know

Community groups brought 
in by my child’s school for 
events such as career fairs, 
science fairs, assemblies, 
afterschool clubs, and 
college and career nights 
reflect the racial, ethnic, 
and cultural diversity of the 
school. 

2.5%

(n = 985)

6.5%

(n = 2,599)

36%

(n = 14,429)

13.8%

(n = 5,554)

40.3%

(n = 16,153)

Communication from my 
child’s school is easy to 
understand and helps me 
know how to support my 
child.

2.8%

(n = 1,121)

6.3%

(n = 2,512)

55.3%

(n = 22,195)

31.6%

(n = 12,689)

3.1%

(n = 1,238)
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My child’s school engages my 
family in ways that respect 
and honor our culture.

2.6%

(n = 1,060)

9.4%

(n = 3,761)

50.5%

(n = 20,259)

20.9%

(n = 8,390)

15.7%

(n = 6,310)

There is at least one person 
at my child’s school that I 
feel comfortable talking with 
when I have a question or 
concern.

3.4%

(n = 1,353)

7.4%

(n = 2,950)

47.2%

(n = 18,921)

32.9%

(n = 13,210)

8.2%

(n = 3,293)

On the other hand, a considerable number of families responded “I don’t know” or expressed disagreement 
with items relating to family engagement. For example, over 25% (n = 11,131) of families either did not know or 
disagreed that their child’s school engaged them in ways that respect and honor their culture; and nearly 20% 
(n = 7,596) of families disagreed or didn’t know if there was at least one person at their child’s school that they 
felt comfortable talking with when they had a question or concern. Finally, 40.3% (n = 16,153) of respondents 
indicated that they did not know if “community groups brought in by my child’s school for events such as 
career fairs, science fairs, assemblies, afterschool clubs, and college and career nights reflect the racial, ethnic, 
and cultural diversity of the school.” 

In the open-ended section, some families commented that they couldn’t answer these questions because 
of COVID-19. Families described feeling “very disconnected from what’s happening in the class,” noting 
that “parents are not allowed in the building,” and “we have not experienced any assemblies, field trips, or 
speakers.”

Of the 2,456 family members who responded to the open-ended section, the majority included negative or 
constructive feedback for MCPS about communication. The central theme of the comments was that there are 
barriers to effective communication, such as receiving too much information from MCPS: 

“I get too many emails and notifications, I can’t possibly read them all. I’ve given up on trying to 
understand what’s going on at the school. My child can barely figure out what’s going on in her classes, 
some of her assignments are online, some are on hand outs and some are in workbooks.” (Family 
member, No race/ethnicity identified)

“The emails often become overwhelming. I am OLD SCHOOL and would also appreciate the important 
information mailed to the home or given to my child to take home. I cannot keep up with all the emails. I 
missed out on signing her up to programs that could have been helpful for to her developing identity but 
missed the email.” (Family member, Black/African American)

“Way too many emails both from the school and MCPS generally. The emails are extremely repetitive 
and way too long. Frequency and length need to be seriously reined in while the drafter/sender needs 
to focus more on getting to the point clearly and concisely. There is also no way to selectively opt out of 
irrelevant content or to filter for time sensitive vs. non-urgent content. In other words, the email comms 
are a disaster and much in need of an overhaul.” (Family member, Multiracial)

“I feel like there is too much information that gets sent, such that important information gets buried 
and lost in the info-dump. If I want to know more about restorative Justice, or what the school is doing 
concerning CRT or it’s obvious tenants, than I have to first sort through dozens of messages, calendars, 
links, and COVID stuff in an effort to put the puzzle pieces together.” (Family member, Other)

Families also identified a problem when communication from the teacher, school, or district was unclear and 
uncoordinated:

“Communication is sometimes delayed or unclear. For example, there have been times when the weekly 
newsletter includes dates that have already passed or contradicts information from other emails 
relating to times/dates of school wide testing, etc. I don’t think this is a race/cultural issue but a general 
communication issue.” (Family member, Asian)
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“The emails are not clear, for example there was a fire recently and the email about the fire did not 
address what caused the fire or what was being done about it. Also, there are weekly emails that are 
links to another website and it would be better if the email contained the info. Also those emails are often 
outdated and not useful.” (Family member, No Race/Ethnicity Identified)

“Communication is uncoordinated. My child is struggling with academics and behavior across multiple 
classes and I get several emails or texts per week telling me how he has been disruptive or how he 
is not turning in his work. I would prefer if the teachers could work together to come up with a plan 
for improving his behavior and academics in a coordinated way.” (Family member, Black/African 
American)

Family members also expressed communication being one-sided or biased towards White families:

“Communication is a “one way street” Administration and Counselors TELL YOU IN ENDLESS E-MAILS 
or messages hidden in Parent Vue what they do. But they either do not respond to parents or students 
problems or belittle FARM HISPANIC parents who ask for help. No White parent would be treated this 
way.” (Family member, Hispanic/Latino)

“The input requested favors White, middle and upper class people like myself. Messages are sent to 
people who have already signed up for things, they are in English, they are very screen based. They may 
not be reaching people for whom English is not their first language, people who may be more hesitant to 
fill out a form when they are not sure of what the consequences of completing it are.” (Family member, 
White)

“The general approach to communication and family engagement is very biased towards White, English-
speaking, professional families. As for MCPS, I graduated... in the 90s. Since that time, I’ve seen very little 
change in the achievement gap and support for Black and Hispanic students. So, the question to me is 
not about how well MCPS seeks input and participation on policies, but how well they hear what families 
of color are experiencing and making the necessary resource changes to support populations that need 
the most support.” (Family member, Asian)
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Many families also expressed frustrations about online platforms, especially ParentVue, an online platform 
intended to facilitate communication between MCPS and families:

“ParentVue is difficult to navigate; grading system is difficult to understand (i.e. 4/5 means student is 
missing one assignment rather than student’s score is 80%) Not explained to me.” (Family member, 
Black/African American)

“Often, communication from school staff fails to provide examples which makes it hard to coach 
my child. There are many communication vehicles (ClassDojo stories, ClassDojo texts, email, phone) 
and there is no consistency regarding their use. This means parents don’t know where to look to find 
messages about homework or other things going on at school. Assignments are no longer uploaded 
into MCPS Classroom so parents can’t assist with homework or see where the child is with their work 
unless the student brings books and materials home, which doesn’t always happen. My child has been 
upset and described bullying or harassing situations after he leaves school but we (his parents) weren’t 
notified. When we ask the school about it, the incidents are confirmed and we are told the staff have 
been too busy to contact us as they wanted to.” (Family member, Black/African American)

In focus groups and interviews, participants expressed concern that the MCPS system is difficult to navigate. 
They felt that there is minimal support to assist families, especially newcomer families, who might not be 
familiar with the education system in the United States and in navigating the complex system:

“Information is limited and MCPS being the huge district that it is, does not make it easy to find 
information that you need. My own experience started when I was registering what I was supposed to 
register my fourth-grade child right now who’s in fourth grade right now, but for kindergarten, I had no 
idea. I had to navigate the whole system, find out which school to go to and contact the school that I’m 
doing this. So by the time I got to the school, it was late and they were kind of annoyed at me for not 
doing it ahead of time. After going through that experience, I started calling my friends who are a lot less 
comfortable in the American system. I’m like, ‘You need to find your school, you need to go to them and 
you need to’ And they’re like, ‘What? I have to do this all on my own?’” (Family member, Asian)

“MCPS has changed so much. Like navigating the alerts, the emails, there’s five different systems that I 
have to log into at any given time. I feel like I’m going back to school with my kids and it can be really 
overwhelming. And you don’t know what information is actually accurate and useful to respond to. So I’ll 
jump on my son about his grades and be like, ‘Oh, the teacher hasn’t updated the grade book.’ So now 
I’m getting bad data. So now I don’t know which information to listen to and it’s a mess. I think MCPS 
does not help. If it’s hard for me and I’m an MCPS student, I mean a product of the MCPS system, I can’t 
imagine for immigrants who might not have as much education as I have, who might not understand 
as much about what you need to do to get ready for college or all of this stuff. I think they don’t really 
keep in mind cultural competency. They think, oh, we just need to translate. It’s like, no, even people 
who speak English, but come from different countries, don’t understand this system.” (Family member, 
Black/African American)

Based on triangulated evidence presented in this observation, MAEC finds that current MCPS communication 
practices create barriers for some communities to engage with the district. While the majority of families 
are satisfied with MCPS’ current family and community engagement practices, some families cite barriers 
to effective communication. Some community members perceive a need for increased support for families, 
especially newcomer families. 
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Observation 5.4: There are differences in how families and 
community members experience MCPS based on race/ethnicity. 
Families of color report challenges when engaging with the district.

SUMMARY OF OBSERVATION 5.4

MCPS community members perceived that race affects how MCPS engages with families. On the 
Equity Audit Tool, 71.6% (n = 146) of ILTs rated their schools as “Latent” or "Emergent" on the item: 
“Racially/ethnically diverse students and families are part of the school improvement planning process.” 
Furthermore, there was a statistically significant difference in the way families of color responded to 
survey items relating to school engagement and comfort level interacting with school staff. In response to 
the survey item, “My child’s school engages my family in ways that respect and honor our culture,” family 
members who are White, followed by family members who are Hispanic/Latino, agreed with the statement 
at a higher rate compared to family members who are Black/African American, Multiracial, American Indian 
and Alaska Native, Middle Eastern and North African, and Native Hawaiian/Pacific Islander. In open-ended 
survey comments, family members from several racial groups reported feeling marginalized. Many families 
commented about the lack of services in languages other than English. In community conversations, 
participants expressed that newcomer families often lack an understanding of the U.S. education system, 
and cited language barriers as a particularly important issue for the Hispanic/Latino community. There 
appears to be variability in types and levels of communication families receive across the system. Certain 
families, especially families of color, feel excluded from information.

Though most family members responded positively to items about school engagement and comfort level 
interacting with school staff, ILTs did not rate their schools as highly on items regarding engagement with 
diverse families. On the Equity Audit Tool, 54 ILTs rated their schools as “Latent” and 92 ILTs rated their 
schools as “Emergent” on the item: “Racially/ethnically diverse students and families are part of the school 
improvement planning process” (see Figure 22). 

Figure 22. Distribution of item related to racially/ethnically diverse students and families being part of the 
school improvement planning process on the Equity Audit Tool
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Families from different racial and ethnic backgrounds responded in statistically significantly different ways to 
survey items about their experience with school engagement (see Table EE). In response to the stakeholder 
survey item “My child’s school engages my family in ways that respect and honor our culture,” family members 
who are White, followed by family members who are Hispanic/Latino, agreed with the statement at a higher 
rate than family members who are Black/African American, Multiracial, American Indian and Alaska Native, 
Middle Eastern and North African, and Native Hawaiian/Pacific Islander. 

In response to the survey item “There is at least one person at my child’s school that I feel comfortable talking 
with when I have a question or concern,” 80.1% (n = 32,131) of respondents agreed or strongly agreed, with 
White family members expressing higher rates of agreement to this item. Respondents who are Hispanic/
Latino, Black/African American, and Multiracial had a statistically significant lower proportion of agreement to 
the item.

Table EE. Rates of agreement and disagreement from family members to items about experiences with 
family engagement

Survey Item

Family Members: Family and 
Community Engagement

Disaggregated Statistical 
Significance by Race

Agreement Disagreement I don’t 
know

Higher 
Agreement Lower Agreement

My child’s school 
engages my family in 
ways that respect and 
honor our culture.

71.4%

(n = 28,649)

12%

(n = 4,821)

15.7%

(n = 6,310)

White

Hispanic/
Latino

Multiracial

AI/AN1

Black/African American

ME/NA2

Other3

There is at least one 
person at my child’s 
school that I feel 
comfortable talking 
with when I have a 
question or concern.

80.1%

(n = 32,131)

10.8%

(n = 4,303)

8.2%

(n = 3,293)
White

Multiracial

Black/African American

Hispanic/Latino

1American Indian/Alaska Native 
2Middle Eastern/North African 
3Respondents who identified as Other were Atlantic Creole, Austronesian, Baloch, Bashkir, Basque, Caribbean, Guyanese, Haitian, (Ashkenazi) Jewish, Kurdish, 
Macedonian, Moabite, Moor, and West Indian.

An analysis of ethnic differences within each racial group found no statistical differences for the Asian 
and Hispanic/Latino groups, but there were differences in experience with family engagement along lines 
of ethnicity for the African-American/Black group and the White group. In comparison to all Black family 
members, family members who identified as African American (as opposed to identifying with a different 
ethnic identity, like Nigerian or Jamaican) perceived school environments as less welcoming and inclusive (see 
Table FF).
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Table FF. Comparison in agreement between African family members and African American family members

Survey Item
% Agreement of Black Family 

Members who did not identify as 
African-American

% Agreement of African 
American Family Members

My child’s school engages my 
family in ways that respect 
and honor our culture.

 86%  79%***

My child’s school has 
asked me for feedback 
and suggestions on how 
to improve my child’s 
education.

66% 60%***

My child’s school has 
asked me for feedback 
and suggestions on how to 
improve the school.

61% 46%***

I feel that MCPS seeks input 
and participation from 
families of my racial, ethnic, 
and cultural background in 
the development of district-
wide policies related to race 
and racism.

80% 67%***

***p < 0.001

Family members who were Jewish also rated items related to school environment lower than family members 
who were White and non-Jewish.12 

On four items, White family members who self-identified as Jewish had statistically significant lower rates of 
agreement than all other White family members who did not identify as Jewish (see Table GG).

12 Note: Participants who identified themselves as Jewish did so as an ethnic designation rather than a religious one.
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Table GG. Comparison in agreement between White, non-Jewish family members and Jewish family members

Survey Item % Agreement of White,  
non-Jewish Family Members

% Agreement of  Jewish  
Family Members

My child’s school engages my 
family in ways that respect 
and honor our culture.

86% 73%***

My child’s school has 
asked me for feedback 
and suggestions on how 
to improve my child’s 
education.

66% 50%***

My child’s school has 
asked me for feedback 
and suggestions on how to 
improve the school.

61% 45%***

I feel that MCPS seeks input 
and participation from 
families of my racial, ethnic, 
and cultural background in 
the development of district-
wide policies related to race 
and racism.

80% 67%***

***p< 0.001

In open-ended survey comments, family members from several racial groups reported feeling marginalized: 

“Asians are basically used as a convenient minority group that never get any benefit but used in stats to 
demonstrate whatever is needed. I have not got constructive feedback from schools in the past 14 years 
my kids went through MCPS. Nobody ever offered additional resources for my kids to keep them engaged 
in school. Yes they were both overachievers that gets straight As and follow all rules. But that doesn’t 
mean their education needs were met. Both found school boring at some point. Just because they didn’t 
act up in classes when bored, teachers decided they don’t need additional support. The magnet program 
helped a bit, but only with magnet classes, non-magnet classes were again boring. Then in local school, 
it’s either stress yourself out in the most competitive classes or bore yourself to death in “on grade level” 
classes. There’s nothing in between.” (Family member, Asian)

“I cannot recall any efforts to seek my family’s input or participation regarding anti-Arab or anti-Muslim 
racism.” (Family member, Middle Eastern/North African)

“Sometimes it feels like MCPS has different expectations for Latino boys then other students. I’ve had 
several incidents through my time at MCPS that assumptions were made about my kid because we are 
Latino- especially relating to my family income, or the language we should be communicated with. It 
feels like MCPS thinks that once they provide documents in Spanish they have addressed the needs of the 
Latino community. We are not a monolith. It feels like there is a bias from many staff when dealing with 
Latino parents.” (Family member, Hispanic/Latino)
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Many also commented about the lack of services in languages other than English:

“The language is always either in Spanish or English we have a diverse population in Montgomery County 
so only having Spanish and English as the two primary languages I think is unfair especially when I am 
getting bilingual messages via voicemail or email and they’re either in Spanish or English let’s be inclusive 
in terms of the population that we serve or maybe not having the bilingual messages sent out to families 
that are not bilingual.” (Family member, Black/African American)

“Pues cuando se dio la reunión de maestro y padres de familia yo me comuniqué con la maestra y pedí 
intérprete porque mi English es poco. Ella me dijo buscaría y me hablaría. Yo mande mensaje y hasta 
el día de hoy no he tenido respuesta de cuando se dará la reunión y eso fue en noviembre de 2021.” 
[When a meeting was scheduled with the teacher and parents, I communicated with the teacher 
and asked for an interpreter, because I speak a little English. She told me she would look for an 
interpreter and send me a message, and till today I have yet to get an answer, and this happened 
in November 2021.] (Family member, Hispanic/Latino)

“Communication through email is not enough for people with limited language skill set. School should 
implement a zoom call with sign language personal and translations transcripts of the call from the 
meeting using different language.” (Family member, Asian)

In community conversations, members of both CAPA-MC and LSAAG expressed that newcomer families 
often lack an understanding of the U.S. education system and do not receive adequate support or engagement 
from MCPS: 

“We don’t understand how much stress the kids get from school because we grow up in a different 
system, so we didn’t see their system have our problem. So we assume that their system don’t have 
problem, but then at the same time, actually it does. And what problem is it? Nobody educate us, 
the school don’t teach parents. The school system need to prepare the parents more and do more. 
But in general, I would say that our community put more faith on the public school system . . . we all 
generally appreciate what the school system do, but there’s always room for improvement.” (CAPA-MC 
Community Conversations Participant)

“There needs to be much more information provided to parents, and not only to provide the information 
but to have someone that’s willing to explain it to them. I know that if our Latino...- [When talking about 
advanced, competitive programs like magnet programs] some of the parents if they don’t have someone 
that can really advocate for [their students] and explain it to them very well, they’re not going to send 
them there. The child may say to them, ‘I really don’t want to do that because my friends are at such 
and such school, and I don’t want to--’, but if you can explain the benefits of attending these programs.” 
(LSAAG Community Conversations Participant)

MCPS is diligent about translating information from English to Spanish, Mandarin, French, Vietnamese, 
Korean, and Amharic on their website, the landing page of each school’s individual website (MCPS, 2022d), 
and in major communications. However, community conversations participants reported that the translation 
of communications and materials for families at the school level, if present, is usually limited to Spanish. 
Community members cited language barriers as a particularly a prominent challenge for the Hispanic/Latino 
community, which prevents community members from obtaining and understanding relevant school- or child-
related information and dissuades them from attending school events:

“I think we started off in my child’s school with meetings with the community parent meetings with an 
interpreter. And so a person would translate the meeting and it takes longer to do that, right? Because 
the person speaks and then the interpreter speaks in Spanish, which was very well received. And we had 
all lot of parents there and it was very good for the community because they could understand what was 
happening. And then when they had questions, they could ask it in Spanish and it was being translated. 
It was great. But then as the year progressed, I don’t know if something happened to the interpreter or 

https://www.montgomeryschoolsmd.org/schools/
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I’m not sure what happened with that piece, but that went away. And so when that went away, then the 
numbers for the meetings went down.” (NAACP Community Conversations Participant)

“Otra cosa que he observado de que en las reuniones del PTA no están los padres latinos. Para mí es 
alarmante que está casi todo el personal de la escuela, hablo de la elementaria a donde va mi hija, 
[redacto, nombre de una escuela]. Está casi todo el personal de la escuela, pero de latina solo soy yo la 
que estoy ahí. No hablo perfectamente el idioma, pero yo quiero involucrarme, a pesar de que yo, por 
la mayoría de maestros blancos siento la gran barrera.” [Another thing I have noticed is that the PTA 
meetings are not attended by Latino parents. For me it is alarming that almost all the school staff 
is there, I am talking about the elementary school where my daughter goes, [redacted, name of 
school]. Almost all the school staff is there, but I’m the only Latina there. I don’t speak the language 
perfectly, but I want to get involved, even though I, because of the majority of White teachers, feel 
the big barrier.] (LSAAG Community Conversations Participant)

In focus groups/interviews, participants also spoke of their perception of MCPS’s inability to serve 
families who speak a language other than English. They also shared that sometimes interpretation 
does not engage participants. 

“Translation of material from MCPS is almost never in Asian languages. It’s always in Spanish, which is great. 
Sometimes it’s in French, rarely. Then Asian languages, most of the time probably in Mandarin Chinese . . . the 
population that needs it the most, is probably not Mandarin Chinese, probably more Vietnamese maybe. In terms 
of families who don’t speak English at home. So there’s a certain lack of awareness of what an Asian language 
translation requires for the families who need it.” (Staff, Asian) 

“A few of us on this call that sometimes they have an event, like a back-to-school night event or math night or 
something like that. And then they offer it, an interpreter to stand to the side and interpret. And then maybe 
some families come out and maybe no families come out. And then if no families come out the next year, 
their conclusion is that something’s wrong with the families, as opposed to the more obvious thing, which is 
that something’s wrong with that model and that why wouldn’t people come back? If nobody’s coming to a 
McDonald’s the idea isn’t that there’s something wrong with the customers, right? It’s that, there’s something 
wrong with that restaurant. And again, many of us in this call, you’ve been in the room with an interpreter and 
the interpreter is not interpreting the spirit of the message because they don’t really know what we’re talking 
about. They’re not familiar with the content. And so the people who hear it from the mouth of the presenter 
in English are getting a much more thorough experience than the person who’s hearing it at times from the 
interpreter. Not every time, I love my interpreters. I’m just saying sometimes that having an interpreted session is 
not effective.” (Staff, Hispanic/Latino)

Participants also shared that there is a common assumption that all families who are Hispanic/Latino speak 
Spanish, which is not always the case: 

“Just recently, [there was] an event for Latino families. Of course, we all know that there are people 
who speak Portuguese in this group, but we only had Spanish interpreters available that night.” (Staff, 
Hispanic/Latino)

“One of the things I will say in international office that we’re advocating doing is not listing 
them[students] as a Latinos and making sure that we list the Indigenous language that they speak and 
making sure that we let the school know that they don’t need a Spanish interpreter. They need a Mam 
interpreter or K’iche interpreter. And those interpreters are very, very difficult to obtain over the language 
line.” (Staff, Hispanic/Latino)

Based on triangulated evidence presented in this observation MAEC finds some communities are not served 
by MCPS’s current family and community engagement practices. Some families of color report feeling 
marginalized by the school system. Language barriers emerge as a prominent challenge for multilingual 
families, especially Spanish-speaking members of the Hispanic/Latino community. Families identify a need for 
variability in types and levels of communication, and a need to hire more translators and interpreters. 
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Observation 5.5: Some families report a mistrust of MCPS due to a 
lack of transparency. They perceive that the district intentionally 
miscommunicates with families of color about scheduled 
events, enrichment and college and career programs, updates on 
academics, conflicts involving students, and expectations of parents. 

During the focus groups and interviews, many parents shared their perceptions of an intentional lack 
of transparency within MCPS. Families of students of color perceived a lack of access, transparency, and 
communication about advanced courses and magnet programs that resulted in students of color being 
excluded from opportunities. Community conversations’ participants shared a similar perception when 
discussing the lack of available information regarding academic programs and important updates. Across 
focus groups, community conversations, and open-ended survey comments, family members shared how 
the lack of transparency in communication can lead to mistrust of the entire school system. 

SUMMARY OF OBSERVATION 5.5

During the focus groups/interviews, many family members shared that there is a lack of transparency at 
MCPS that sometimes feels intentional. Families of children of color expressed a lack of access, transparency, 
and communication about advanced courses and magnet programs. They also perceived that students of color 
were excluded from advanced opportunities:

“Our kids always don’t have that access. The resources are there, but we may not know it. And I know the 
school sends out stuff or they send an email here and an email there, but you’re missing scores of people 
who don’t get to look at that stuff or who don’t have access to be able to look at that stuff. And I don’t 
know what to do about that. But it is a huge barrier in this county because that plays a part in why you 
see so certain kids going do X, Y, and Z and other kids not being able to do it.” (Family member, Black/
African American)

“I’ve spoken to other parents of children of color and they tell me, ‘Yeah, the child’s scoring very high, but the 
teacher hasn’t really talked to me about it.’ And then I speak to children of Caucasian background and they’re 
scoring high as well, and they’ve already been sort of given an overview of these special programs for talented 
kiddos. So I just wonder again, is that something that’s happening across the board here, or am I feeling like this 
because of people of color? I don’t know. And so I would say that, as well as for my other kiddos, that’s a little bit 
behind, I feel like I’m asking for help consistently.” (Family member, Hispanic/Latino)

“There is a lack of communication when it comes to . . . the path that kids go on, especially with the Black and 
Brown community. I remember attending a couple years ago, I forget what the event was, but there was a 
statistic brought up how there are the number of Black and Brown students that get into algebra in seventh 
grade when they qualify, when they have the test scores in order to take algebra in seventh grade, they’re actually 
not able to take it. It was a low percentage of Black and Brown kids combined that were eligible to take algebra 
in seventh grade. I think that’s my issue is there’s this segregation of here’s this enrichment learning curriculum or 
these magnet programs where I don’t see a lot of Black and Brown kids represented in there . . . I feel like more 
work could be done in that area to be more inclusive, being overly communicative about the options available.” 
(Family member, Black/African American)
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“I wanted my son to take AP Psych as a sophomore. I was told, ‘Oh, we don’t do that here at [inaudible]. That’s 
only for upper classmates.’ I’m like, ‘Why not?’ ‘Oh, that’s just because.’ Didn’t even give me a fake reason. Like, 
‘We’ll put him on the waiting list. It’s okay. If there’s room, he’ll be in it.’ And he never gets in it. I would’ve gone 
away. Didn’t even take the time to give me a fake excuse. Right?” (Staff, Asian)

A similar opinion was expressed in community conversations. Across the three community conversations 
groups (LSAAG, CAPA-MC, NAACP), nearly all mentioned the lack of available information on academic 
programs and updates. Families expressed not receiving information about opportunities within the system or 
about the accelerated and enriched academic programming in a timely manner or at all:

“When I wanted to have my children in the immersion program, as an educator that actually runs dual 
language programs in a different district, I had to dig to find out and not to miss critical deadlines. 
I had to dig to find out where the programs were, how do I apply as a parent?” (LSAAG Community 
Conversations Participant)

Lack of clear communication regarding discipline was particularly prevalent across discussions with NAACP 
members:

“I feel like people that are of color or Black people, are not privy to a lot of resources that are available 
to them and end up finding out after either a change or everything’s all said and done . . . [This parent 
then discussed the current situation of his son facing suspension] . . . We’ve had several meetings 
with the principals, and the vice principals and the counselor, none of that was ever brought up to us 
about the NAACP representative. I just found that out Monday. And then I found out about the PPW that 
should be available to us as well on the same day. Now, none of that was ever mentioned to us, but now 
they’re trying to rescind his application and getting him kicked out of the school without any support or 
any resolution. And these are questions that his mom and I raised in each meeting and nothing was ever 
said. But now when I sent an email out, I think to [an MCPS staff member who] was speaking earlier [at 
the beginning of the community conversation], and got responses with these people being included. 
But why did it have to be now, where my son is about to get kicked out of the school, that I’m hearing all 
about this stuff now?” (NAACP Community Conversations Participant)

“I feel that Black parents are often finding out information that is important and crucial to their students 
much later. There doesn’t seem to be enough emphasis on making sure that all parents are receiving 
the information in a timely manner. And some of that is the school, and some of it is part of the social 
network. Are you networking with the right people at the school? . . . For example, at my son’s elementary 
school, there was a meeting for parents who were interested, and whose children were either ‘gifted or 
talented’, or who wanted more challenging work. There was not a Black or Brown parent invited to that 
particular meeting hosted by the principal. I found out because another parent assumed I was going. I 
hadn’t heard anything about it. Once I contacted the principal, I was invited, but I had not been invited 
previously. And that made me wonder how many other things occurred like that in the school system 
that I was not, or parents who were Black and Brown, were not made aware of.” (NAACP Community 
Conversations Participant)

“We have been with MCPS for many years because my kid is 13 years old now. I think there are definitely 
some areas where MCPS has not been in a more proactive position to connect and communicate among 
different ethnic societies. So I’m surprised that MCPS took this step today, and I also welcome this kind of 
action.” (CAPA-MC Community Conversations Participant)

Participants in community conversations also spoke about mistrusting MCPS. Participants in 12 of the 14 
community conversations drew a connection between having trust with MCPS and the extent to which the 
district engages families and communities:

“I don’t have mistrust, mainly because I feel like I’m going to pick up the phone and call 10 people until 
I find the right person. I’m going to email 20 people until somebody responds to me. I am going to 
work to get my needs addressed ASAP, because I deserve that like everybody else. But I do know that 
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there’s a narrative that they [MCPS] can’t be trusted, and there’s also a lack of understanding and 
miscommunication and misunderstanding about what can happen, what can’t happen. And I think 
miscommunication causes some of the distrust, versus what’s factual or reality.” (NAACP Community 
Conversations Participant)

“My understanding is generally speaking, my friends, we trust the public school very much for a long 
time. But after the reform [participant is referring to changes in recruitment to magnet programs at 
MCPS] and the situation changed.” (CAPA-MC Community Conversations Participant)

 “Si una escuela es conocida como que ayudan a todos, a todo el mundo le gusta la escuela, si una 
escuela es conocida como que no ayuda, esas personas en la oficina son bien enojadas, son bien 
malas, eso afecta a la comunidad y afecta la confianza.” [If a school is known for helping everybody, 
everybody likes the school, if a school is known for not helping, those people in the office are 
very angry, they’re very mean, it affects the community and it affects trust.] (LSAAG Community 
Conversations Participant)
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Family members in the stakeholder survey comments also spoke about the lack of transparency in 
communication which leads to mistrust:

“Communications are typically opaque and invite more questions than trust or clarity. I do not feel like a 
trusted partner in my child’s education and I do not feel like there is a school community - rather, there 
are staff, students, and parents/caregivers and we are all individual constituencies that rarely come 
together.” (Family member, White)

“The administrators and PTA leadership are not transparent in providing information about teaching 
materials used in the classroom, ongoing school wide events, or visitors to the school.” (Family member, 
No Race/Ethnicity Identified) 

“We receive very little information about the actual education our child is receiving, and it is hard to 
get both teachers and administrators to respond to specific educational concerns. Neither the principal 
nor teachers fully explain things and parents are left with lots of questions about what is really going 
on behind the scenes. As a new parent it also feels very daunting to know how to communicate 
effectively with school administrators, especially because they do not try to meet new parents, are not 
present outside the school in the mornings/afternoons or at PTA-led events . . . it’s a very disconnected 
community for a lot of parents.” (Family member, White)

“MCPS schools and Board never ask (or hear) parents’ or students’ suggestions about schools, curriculum, 
or other matters.” (Family member, Multiracial)

“MCPS talks a good game about inclusivity, but we have a variety of backgrounds in our family and in 
our community and friends. We feel like MCPS asks and talks (has town halls, surveys, etc.) but rarely 
does listen. A session for central office in conflict resolution and reflective listening would go a long way 
to helping. I think we need to have more action on what stakeholders want and more transparency on 
what we are asking for. MCPS listens and then just does what central office wants and typically ignores 
teachers, kids and parents.” (Family member, White)

Based on triangulated evidence presented in this observation, MAEC finds that MCPS’ approach to engaging 
families is sometimes perceived as lacking transparency. This perception leads families of color to mistrust 
the district. They report a lack of access, transparency, and communication particularly with regards to 
engagement opportunities and advanced courses for their children. 
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Observation 5.6: Many families perceive a lack of a clear districtwide 
strategy for how to include diverse communities in school 
improvement and to meet student needs. Community members also 
perceive a lack of inclusivity in Parent Teacher Associations (PTAs).

SUMMARY OF OBSERVATION 5.6

While MCPS clearly indicates the importance of engaging communities, it is unclear from the document 
review how MCPS works with communities to meet the needs of diverse students. Just below 60% (n = 
23,681) of family members who participated in the survey agreed with the statement: “My child’s school 
has asked me for feedback and suggestions on how to improve my child’s education.” However, 46.8% 
(n = 18,753) of family members disagreed or responded “I don’t know” to the item: “My child’s school has 
asked me for feedback and suggestions on how to improve the school.” In focus groups and interviews, 
discussions about how MCPS schools involve family members often revolved around Parent Teacher 
Associations (PTAs). Several participants shared positive experiences with the PTA in their schools. 
However, the majority of families in focus groups expressed a lack of diversity and representation 
from different racial and ethnic backgrounds within PTAs. Accessibility served as a critical concern for 
participants who lack materials in languages other than English.

While MCPS clearly indicates the importance of engaging communities, it is unclear from the document 
review how MCPS works with communities to meet the needs of diverse students. The MCPS 2022-2025 
Strategic Plan includes evidence that the district reaches out to various communities (e.g., information to 
schedule Parent-Family engagement workshops is available in different languages) (MCPS, 2022a). There is 
no evidence that communities are being engaged by these efforts. MAEC reviewers could not tell if or how 
families are utilizing the resources provided by MCPS and whether families and students feel there is authentic 
collaboration. Assuming the term “community” is inclusive of racially defined groups operating within or on 
behalf of the school system, their engagement is relevant—particularly to the goal of a Safe and Healthy 
Learning Environment, where racially oriented community groups play critical roles—but it is unclear whether 
and how well MCPS collaborates with them and uses their support.

When reviewing data from the 2018-2019 Parent Engagement and Staff Climate Survey, one in 10 families 
indicated that there is no clear process for addressing their needs. More information from this data could 
not be gleaned because there is no ability to disaggregate the responses by race. Similarly, the Human Capital 
Management document did not indicate the efficacy of MCPS’s collaboration with communities, though it does 
indicate that MCPS occasionally works with communities in their efforts to meet the needs of the students they 
serve. 

The lack of clear guidance for how families and communities are to be engaged in both their students’ well-
being and in school improvement were affirmed by responses to the Equity Audit Tool. The item where most 
ILTs rated their schools low was: “All relevant stakeholder groups (staff, families, students, and community 
members) participate in the development of the school’s mission statement and equity plan.” In total, 35% (n = 
71) of ILTs rated their school as “Latent,” 55.2% (n = 112) as “Emergent,” and 9.9% (n = 20) as “Established.” No 
ILTs rated their schools as “Advanced.” Only 9% of ILTs at elementary schools, 13% of ILTs at middle schools, 
and 12% of ILTs at high schools evaluated their schools as “Established.” This item also had no ILT evaluate 
their school as “Advanced” (see Figure 23).

https://www.montgomeryschoolsmd.org/campaigns/Strategic-Planning-FY22-25/
https://www.montgomeryschoolsmd.org/campaigns/Strategic-Planning-FY22-25/
https://www.montgomeryschoolsmd.org/campaigns/Strategic-Planning-FY22-25/
https://sharedaccountability.mcpsmd.org/SurveyResults/content.php
https://go.boarddocs.com/mabe/mcpsmd/Board.nsf/files/BRJJUW4BF170/$file/Human Capital Mgmt 200714 PPT.pdf
https://go.boarddocs.com/mabe/mcpsmd/Board.nsf/files/BRJJUW4BF170/$file/Human Capital Mgmt 200714 PPT.pdf
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Figure 23. Distribution of item related to stakeholder involvement in the development of schools’ mission 
statement and equity plan on the Equity Audit Tool

The Family and Community Engagement section of the family stakeholder survey revealed that while 59% 
(n = 23,681) of respondents agreed or strongly agreed with the statement “My child’s school has asked me 
for feedback and suggestions on how to improve my child’s education,” 30.2% (n = 12,135) of respondents 
disagreed or strongly disagreed with this item. Likewise, 51.4% (n = 20,629) of family member respondents 
agreed or strongly agreed with the item “My child’s school has asked me for feedback and suggestions on how 
to improve the school,” while 33.8% (n = 13,543) of respondents disagreed/strongly disagreed with the item. 
These two items had the lowest rates of agreement of any item in the family stakeholder survey (see Table 
HH).  

Table HH. Rates of agreement and disagreement from family members to survey items about opportunities 
for giving feedback in the school their child attends

Survey Item
Family Members:  

Family and Community Engagement

Agreement Disagreement I don’t know
My child’s school has asked me for 
feedback and suggestions on how to 
improve my child’s education.

59%

(n = 23,681)

30.2%

(n = 12,135)

9.6%

(n = 3,847)

My child’s school has asked me for 
feedback and suggestions on how to 
improve the school

51.4%

(n = 20,629)

33.8%

(n = 13,543)

13%

(n = 5,210)

In focus groups, discussions of how the schools engaged family members often revolved around the PTA. 
Several participants expressed having a positive, welcoming experience with the PTA in their schools: 

“So having a son in high school and a daughter at elementary school, I have two very differing 
experiences of the PTA. At [the elementary school] where my daughter is in third grade, the PTA seems 
so well run, so active, so organized and I feel absolutely welcomed.” (Family member, Black/African 
American)

“The PTA welcoming, I would say yes. I am now in my . . . fourth or third year with the PTA. My school 
is very diverse. We have Black and Brown kids, Asian, Indian kids, White kids. So we have a good 
representation of our student body on the PTA board. It’s been like that from its start.” (Family member, 
Black/African American)
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“I do feel welcome . . . At our middle school, not that many people attend the meetings.” (Family 
member, Asian)

However, many participants expressed a lack of diversity and representation from different racial and ethnic 
backgrounds within PTAs. Many respondents across all racial/ethnic groups observed PTAs to be mostly 
composed of families who are White:

“I sometimes feel less welcome from a gender perspective because I sometimes have encountered people 
being surprised that I, as a Black father, am interested in being involved in my kids’ education. So that’s a 
different experience. This is not about gender. This is about race, but that’s where I have felt unwelcome 
is people assuming as a Black father that I’m not interested or engaged.” (Family member, Black/
African American) 

“Having been somewhat active in PTAs in three different schools now in a part of the county that’s 
quite diverse, this is another area similar to our enrichment and magnet programs where there’s an 
unfortunate lack of diversity. So in all of these schools that are majority-minority, the PTA is 90% White. I 
think my child’s elementary school is a bit more diverse, but the PTA is always predominantly White. And 
even though it’s an area where I think the parents are incredibly well-intentioned but have not figured 
out what they need to do to truly make that space inclusive, for all of the Black and Brown families in 
those schools.” (Family member, White) 

“I’ve been really active in our PTA heading up an equity committee for the last two years. And this year 
was really quite frustrating in a lot of ways and I think the hardest part about the situation was it was 
kind of a classic model minority situation, applying the model minority myth to a situation that really 
just perpetuated White supremacy. And it is because even though I’m in a majority minority school, it 
is a White dominated school. Our entire administrative team is White, our entire PTA is largely... sorry, 
not an entire but largely White and it’s White dominated. And so I was treated incredibly disrespectfully 
by some of the people on the board in how they were expressing their frustration. It was a way that I’ve 
never seen a White person treat another White person and I work in a White dominated field.” (Family 
member, Asian)

Participants from newcomer communities shared a lack of communication regarding the role, function, and 
significance of the PTA:

“The importance and the role that PTAs play in American education, I think is probably not effectively 
communicated to get the kind of engagement that I think would make them more effective in schools 
where you have majority Brown and Black populations.” (Family member, Hispanic/Latino) 

 “The PTA is very White where the school is not that White, and this PTA is very wealthy. The school is 
not that wealthy. But I think part of it has to be we need to understand that. I mean, ideally it wouldn’t 
be like that, but at the same time, you can’t make people commit to something that they’re not used to 
committing or they won’t understand the reasoning for committing.” (Family member, Asian)

“How do you get people involved in PTA? I think the problem is first for a lot of people from different 
countries, PTA, it’s not something on their radar. It’s not like they’re against it. I mean, actually for me 
back in Korea, PTAs were banned because it only benefited the families with privilege.” (Family member, 
Asian)

Accessibility of information within the PTA served as a prominent point of concern for participants who 
highlighted the lack of translated materials in languages other than English:

“It’s just more that if there is also the language barrier, most the communication is not sent out. It’s just 
sent out in English. So if English is not your predominant language, you will have no idea what they’re 
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asking you to do, or what they’re offering, or what decisions they’re making.” (Family member, 
Asian)

“Just getting the associations to put out materials in different languages beyond English was very 
difficult at times . . . Actually, contacting someone else to write it in a readable fashion. I definitely 
spoke with parents that they definitely would have been involved more if we would’ve had our 
meetings in additional languages where they could’ve heard in their own language.” (Family 
member, Hispanic/Latino) 

“The PTA, in communicating to the entire school, we often try to get things translated into Spanish 
and French and Amharic, and some other languages that I’m not rolling off the top of my head, but 
I think that we always struggle with finding folks to do the translation, and ultimately we end up 
asking those groups who speak the language for their labor on this. And I would love it if there was 
a central MCPS resource, where we could send things like emails and event announcements and 
other things, so that families who are not native English speakers could have the same access to 
information that the English-speaking families have.” (Family member, White)

Based on triangulated evidence presented in this observation, MAEC finds that although MCPS states 
a clear intent to engage all communities in school improvement efforts, many families and community 
members report feeling excluded from these district communication and engagement efforts. Some 
family members report positive, welcoming experiences with PTAs, but the majority of families who 
participated in focus groups expressed a lack of diverse PTA representation.   
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Observation 6.1: MCPS aims to create equitable access to resources, facilities, and classes regardless of 
students’ race, ethnicity, or culture. Schools vary in equity of access to resources. 

___________________________________________________________________________________________________________________

Observation 6.2: MCPS values the importance of using data to promote equitable learning outcomes. Some 
community members perceive that data is often collected and not fully utilized. 

___________________________________________________________________________________________________________________

Observation 6.3: Community members perceive that a lack of cultural competency among staff results in 
discrimination against students of color and prevents them from receiving the resources they require to meet 
their diverse learning needs. 

___________________________________________________________________________________________________________________

Observation 6.4: Many members of the MCPS community perceive students of color are not provided 
equitable opportunities to enroll in rigorous courses that prepare them to be college and/or career ready. 

Visit the glossary to clarify acronyms and technical terms.

DOMAIN 6: 
Equity of Access
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Observation 6.1: MCPS aims to create equitable access to resources, facilities, and classes regardless of 
students’ race, ethnicity, or culture. Schools vary in equity of access to resources. 

___________________________________________________________________________________________________________________

Observation 6.2: MCPS values the importance of using data to promote equitable learning outcomes. Some 
community members perceive that data is often collected and not fully utilized. 

___________________________________________________________________________________________________________________

Observation 6.3: Community members perceive that a lack of cultural competency among staff results in 
discrimination against students of color and prevents them from receiving the resources they require to meet 
their diverse learning needs. 

___________________________________________________________________________________________________________________

Observation 6.4: Many members of the MCPS community perceive students of color are not provided 
equitable opportunities to enroll in rigorous courses that prepare them to be college and/or career ready. 

Visit the glossary to clarify acronyms and technical terms.

The following observations relate to the Equity of Access audit domain. Originally termed “equity and 
accountability framework,” this domain of the audit was renamed “equity of access” by the MCPS team during 
the audit process. MAEC sought to examine MCPS’s commitment to addressing disparities in student outcomes 
by closing gaps in opportunity and achievement for all students, in all classrooms, in all schools.  

This section aims to answer the questions: 

       1)    Are all MCPS students provided equitable opportunities to learn and thrive academically and          
              emotionally?

       2)    Are there any systemic barriers to student success?  

The evidence for these observations was triangulated from the document review, Equity Audit Tool, 
stakeholder surveys, community conversations, and focus groups. Observations are supported by statistics 
and quotations from the triangulated data. 

Even when free programs that are open to everyone, that are equitably 

distributed, that are at your local school are available, sometimes 

students are not able to take advantage of them just because of financial 

constraints that are adjacent to that.

(Family member, Native American)
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Observation 6.1: MCPS aims to create equitable access to resources, 
facilities, and classes regardless of students’ race, ethnicity, or 
culture. Schools vary in equity of access to resources.

In the document review, MAEC found that MCPS aims to direct funding to improve equitable access to 
resources for all students. On the stakeholder survey, 72.2% (n = 28,975) of family members answered 
positively to the item “Students at my child’s school are given equitable access to resources, facilities, and 
advanced academic classes regardless of their race, ethnicity, or culture.” Rates of agreement varied for 
staff members depending on their role: 86.5% (n = 409) of school administrators, and 87.0% (n = 6,645) 
of teachers indicated agreement. Only 42.4% (n = 164) of district administrators and 63.6% (n = 1,791) of 
support staff indicated agreement. Lower rates of agreement across multiple professional roles suggest 
inconsistency in access to resources for students from racially and ethnically diverse backgrounds. 
Students, family members, and staff who participated in focus groups further reported that resources 
are not always accessible or equitably distributed. Among the factors that interrupt both the provision 
and availability of resources, facilities, and programs, staff and families cited a lack of equitable funding 
and fundraising and program design. It is clear that there are excellent programs and resources within 
MCPS schools. Ensuring access to resources, facilities, and advanced academic programs requires 
further equitable and deliberate work. On the survey, when asked “Do students have equitable access to 
resources, facilities, and advanced academic classes regardless of race, ethnicity, or culture?” members 
of the MCPS community who mostly interact with MCPS at the school level overall responded “yes,” while 
those who interact with MCPS at the district level reported mixed perceptions.

SUMMARY OF OBSERVATION 6.1
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On the stakeholder survey, when asked, “Do students have equitable access to resources, facilities, and 
advanced academic classes regardless of race, ethnicity, or culture?” members of the MCPS community who 
mostly interact with MCPS at the school level (e.g., family members, school-based staff, and administrators) 
overall responded “yes,” while those who interact with MCPS at the district level (i.e., district administrators) 
reported mixed perceptions (see Table II). 

When family members and staff responded to the survey item “Students at my/my child’s school are given 
equitable access to resources, facilities, and advanced academic classes regardless of their race, ethnicity, or 
culture,” 72.2% (n = 28,975) of family members, 86.5% (n = 409) of school administrators, and 87.0% (n = 6,645) 
of teachers indicated agreement or strong agreement. At the district level, those numbers decreased: just 
42.4% (n = 164) of district administrators and 63.6% (n = 1,791) of support staff agreed or strongly agreed with 
this item.  

Table II. Rates of agreement among family members and staff at MCPS to survey items about equitable 
allocations of resources to students regardless of their race, ethnicity, or culture 

Demographic and Survey 
Section Survey Item % Agreement

Family Members: Equity of 
Access 

Students at my child’s school 
are given equitable access to 
resources, facilities, and advanced 
academic classes regardless of 
their race, ethnicity, or culture. 

72.2%  

 (n = 28,975) 

School Administrators: Equity of 
Access 

Students at my school are given 
equitable access to resources, 
facilities, and advanced academic 
classes regardless of their race, 
ethnicity, or culture. 

86.5% 

(n = 409) 

Teachers: Equity of Access Students at my school are given 
equitable access to resources, 
facilities, and advanced academic 
classes regardless of their race, 
ethnicity, or culture. 

87% 

(n = 6,645) 

District Administrators: Equity 
of Access

Students in the district are given 
equitable access to resources, 
facilities, and advanced academic 
classes regardless of their race, 
ethnicity, or culture.

42.4% 

(n = 164) 

Support Staff: Equity of Access Students in the district are given 
equitable access to resources, 
facilities, and advanced academic 
classes regardless of their race, 
ethnicity, or culture.

63.6% 

(n = 1,791)

On the staff survey, only 50.5% (n = 239) of school administrators, 44.5% (n = 3,407) of teachers, 37.5% (n 
= 164) of district administrators, and 44.7% (n = 1,257) of support staff agreed with the item: “The district 
allocates funding and resources equitably based on student needs across all schools in the district” (see Table 
JJ). 

http://administrators
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Table JJ. Comparison of rates of agreement across different professional roles in MCPS to the statement: “The 
district allocates funding and resources equitably based on student needs across all schools in the district.”

Survey Item School 
Administrators Teachers District 

Administrators  Support Staff

The district allocates funding 
and resources equitably 
based on student needs 
across all schools in the 
district.

50.5%

(n = 239)

44.5%

(n = 3,407)

37.5%

(n = 164)

44.7%

(n = 1,257)

Respondents’ impressions of the district may reflect a lack of knowledge about the accessibility of resources 
in individual schools. In open-ended survey comments, students expressed the following: “I don’t even know 
how to get into or enroll for an honors class”; “No one ever talks about advanced classes. I always need to find 
what they are and how to get in”; and “Teachers should give more information about honors classes.” This 
corroborates the lack of knowledge about resources and opportunities expressed by community members. 
However, low rates of agreement across multiple staff roles may suggest inconsistency in access to resources 
for students from racially and ethnically diverse backgrounds. 

Survey findings concur with evidence from the document review. MAEC found that MCPS directs money 
with the intent to improve equitable access, but there are still areas for improvement. According to the ERS 
Study which used data from 2017, higher-need schools across all levels spend more than non-focus schools 
due to incremental investments in students who are English Learners and students who are eligible for 
FARMS Services. However, without incremental spending towards these two groups, the base allocation 
of dollars per pupil is slightly less in higher-need elementary and middle schools compared to lower-need 
schools. Additionally, higher-need schools have lower average teacher compensation, due to higher-need 
schools having a greater percentage of novice teachers compared to lower-need schools (Education Resource 
Strategies, 2019). 

Students, family members, and staff who participated in focus groups further reported that resources are not 
always accessible or equitably distributed. Among the factors that interrupt both the provision and availability 
of resources, facilities, and programs, staff and families cited a lack of equitable funding and fundraising, and 
program design:

"I know that I’ve had a conversation where over at [redacted, school name] they were talking about how they 
have to raise money to get a new gym because all the high schools get the exact same amount of money. 
Well, when you have the W schools able to fundraise from the community and the parents very quickly, where 
[redacted, school name] is not going to be able to fundraise that much because the elementary schools in the 
area are now title one. The majority of the students here are FARMS. We cannot raise that kind of money. So 
it’s not equitable. And then now you have programs, the sports programs of the other schools that are able to 
fundraise, their programs are better. And then you have these other schools that are not getting the funding. And 
now you have students who are not accessing . . . really it’s not equitable in what they’re able to access.” (Staff, 
White) 

“I’m a [volunteer for an after-school program]. And this is all elementary school, but I don’t know if other schools 
have buses. We don’t have a PTA, so we don’t get to do a lot of extra stuff, because we don’t have money to do it. 
But I think, definitely, those after school activities, they just can’t do it, because they don’t have anybody to pick 
them up. I mean, usually, there’s financial aid and we can get over that hurdle. And then it’s they can’t get home, 
so can’t do it.” (Staff, Hispanic/Latino)

https://www.montgomeryschoolsmd.org/evidence-of-learning-framework/equitable-access-to-resources.aspx
https://www.montgomeryschoolsmd.org/evidence-of-learning-framework/equitable-access-to-resources.aspx
https://www.montgomeryschoolsmd.org/evidence-of-learning-framework/equitable-access-to-resources.aspx
https://www.montgomeryschoolsmd.org/evidence-of-learning-framework/equitable-access-to-resources.aspx
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“Even when free programs that are open to everyone, that are equitably distributed, that are at your local school 
are available, sometimes students are not able to take advantage of them just because of financial constraints 
that are adjacent to that. Right? So it’s not the program itself cost. It’s that you might work during the summer, 
or you might take on extra responsibilities so your parent can work additionally in the summer, and that poses 
a challenge with doing a free program. And I will say, there are programs that exist.” (Family member, Native 
American)

On the individual level, access is mediated by knowledge that resources—such as college and career readiness 
counseling, information, and co-curricular and academic programs—exist and capacity to find and/or advocate 
for them. Students observed that career and college readiness are available and valuable in their school but 
must be intentionally sought out. 

“Well, I think that we have to kind of look for the resources. Because sometimes the resources aren’t given to you. 
You have to search for them. If you have a counselor for, I forgot how it’s called . . . Career and college counselor. 
They help you a lot. So you really have to search it. Because if you don’t search for it’s not going to come to you.” 
(Student, Hispanic/Latino)

“On the enrollment sheet they don’t mention all the classes, and the counselors are constantly unavailable 
or don’t want to deal with you. I feel strongly on this because I moved here and I’m an only child (my siblings 
couldn’t tell me what classes to take) and there are so many classes I wish I could have taken, but I couldn’t 
because I didn’t know about them (almost hidden) . . . Another thing is I feel it’s so confusing to understand what 
AP classes you can take. I’ve tried trolling online and there’s no like age limits. I would like to take an English 
AP class, but I don’t know if I can and I don’t know who to ask? I hope this problem gets fixed soon.” (Student, 
Hispanic/Latino)

Based on triangulated evidence presented in this observation, MAEC finds that not all MCPS students 
are provided equitable opportunities to learn and thrive academically and emotionally. Families identify 
inconsistency in access to resources for students from racially and ethnically diverse backgrounds as a 
systemic barrier to student success. 
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Observation 6.2: MCPS values the importance of using data to 
promote equitable learning outcomes. Some community members 
perceive that data is often collected and not fully utilized.

Responses from the stakeholder surveys revealed that a majority of staff agree that disaggregation of 
student data by race, ethnicity, and language groups is practiced system-wide. Similarly, the majority 
of ILTs rated their schools as “Established” or “Advanced” on the Equity Audit Tool in response to a 
series of items about data from the Performance Matters tool being regularly disaggregated, analyzed, 
and discussed by different racial, ethnic, and language groups. District staff, school staff, and family 
members disagreed on the degree to which MCPS uses the disaggregated data to make informed, 
equitable decisions. Focus group participants, including staff and family members, perceived that there 
is a disconnect between MCPS’s data collection and its use. These participants shared that MCPS knows 
disaggregated data demonstrates disproportionality, achievement gaps, and inequitable work conditions 
based on race, ethnicity, and language group; but they perceive that the district is not doing enough 
to resolve these issues. While some staff members report efforts to use disaggregated data to develop 
solutions that advance equity, other staff members and families perceive little progress towards equitable 
outcomes. Staff and families perceive that MCPS is reluctant to engage in difficult conversations to make 
lasting change based on the data.

SUMMARY OF OBSERVATION 6.2

MCPS disaggregates student data with the intent to improve outcomes for students. The majority of ILTs 
rated their schools as “Established” or “Advanced” on the Equity Audit Tool in response to the item: “Data from 
the Performance Matters tool is regularly disaggregated, analyzed, and discussed in the following areas by 
different racial, ethnic and language groups” (see Figure 24). 

Figure 24. Ratings on the Equity Audit tool in response to the item “Data from the Performance Matters tool 
is regularly disaggregated, analyzed and discussed in the following areas by different racial, ethnic, and 
language groups”
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When asked about equity of access in the staff stakeholder survey, school administrators, teachers, and 
district administrators positively rated items about data collection, disaggregation, and use to improve 
outcomes of racially, ethnically, and linguistically diverse students at their schools. However, staff and district 
administrators disagreed on how MCPS uses data. A majority of staff agreed or strongly agreed that the 
practice of using data disaggregated by race, ethnicity, and language groups to make informed, equitable 
decisions is widespread across MCPS. On the other hand, nearly half of district administrators either disagreed 
or responded “I don’t know” to the statement: “The district uses data to inform instructional practices that 
eliminate predictability in student achievement by race and ethnicity” (see Table KK).   

Table KK. Survey responses from staff at the school level to items about data disaggregation

Demographic and 
Survey Section Survey Item % Agreement

School Administrators: 
Equity of Access 

At my school, academic progress data are regularly 
disaggregated, analyzed, and discussed by different 
racial ethnic and language groups.

76.8% 

(n = 363)

School administrators at my school use 
disaggregated data to ensure all students are 
making academic progress.1

98.1% 

(n = 363)

I use data to inform instructional practices that 
eliminate predictability in student achievement by 
race and ethnicity. 

80.3% 

(n = 380) 

Teachers: Equity of 
Access 

At my school, academic progress data are regularly 
disaggregated, analyzed, and discussed by different 
racial ethnic and language groups.

76.0%  

(n = 5,811)

I use data to inform instructional practices that 
eliminate predictability in student achievement by 
race and ethnicity.

82.4%  

(n = 6,302)

District Administrators: 
Equity of Access

Within MCPS, academic progress data are regularly 
disaggregated, analyzed, and discussed by different 
racial, ethnic, and language groups.

61.3%  

(n = 237)

The district uses disaggregated data to ensure all 
students are making academic progress.2 

81%  

(n = 192)
The district uses data to inform instructional 
practices that eliminate predictability in student 
achievement by race and ethnicity.  

50.7%  

(n = 196) 

1Only respondents who selected “Strongly Agree” or “Agree” to the previous statement were able to answer this statement. 

 

Focus group/interview participants, including staff and family members, perceived that there is a disconnect 
between MCPS’s disaggregated data collection and its use. These participants felt that while MCPS is aware of 
disaggregated data that demonstrates disproportionality, achievement gaps, and inequitable work conditions 
based on race, ethnicity, and language group, the district is not doing enough to resolve those issues. As one 
family member who identified as White said, “We talk about it, but the data comes out and it gets stuck under 
the rug with the academic disparities.” Staff members shared:

“[MCPS is] afraid to have these uncomfortable conversations. When I sit at the table, I’m talking about at the 
central office level. And when I’m working with schools, whether it’s special ed or general ed, and the writing is on 
the wall, we have disproportionality. You know how long we’ve had disproportionality? I know for over 10 years, 
and the state still sends out that report card, just like we received recently and you will see disproportionality. 
And you know who falls in that category? Black and Brown. I’m just going to say it. And then we look at the audit, 
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we look at the report card, and this is when I begin to think about accountability and I think about band-aids. 
Not the ones you put on your skin, but I think about, we do these band-aid trainings. We do these band-aid 
reports and it’s almost like, let’s . . . make this look nice so we can say we’re doing something, but where is the 
accountability in that? None. Or we will say, we’re going to do this training. We do the training, but where is the 
follow up? The follow through. The revisit, the continuation.” (Staff, Black/African American) 

“They’ve asked staff, they’ve asked in different formats, we’ve had these waves of we’re going to do something 
different and do something better. And you start to feel like you are kind of stupid or crazy because you keep 
coming out to these things and you keep sharing your thoughts, knowing nothing’s going to change.” (Staff, 
Black/African American)

Other focus group/interview respondents shared a positive perception of MCPS’s collection and work with 
disaggregated student data: 

“I do note many parents do that, there is an achievement gap. Obviously data for in particular, Indigenous 
students is a very low . . . It’s hard to achieve just because the numbers are low and then you end up having to 
compress things which always is a challenge, but I know that there are achievement gaps in non-White students 
at MCPS and non-Asian students at MCPS, and other students of color. And I do feel that MCPS actually has done 
quite a good job in trying to address those issues, noting that it’s a persistent gap and it’s a gap that doesn’t just 
exist here, but obviously in many, many school systems and across the entire country. So it’s something that lots 
and lots of educators and administrators are certainly working on.” (Family member, Native American) 

Based on triangulated evidence presented in this observation, MAEC finds that MCPS is using disaggregated 
student data to create an equitable culture where all students are provided opportunities to learn and thrive. 
However, some families and staff members across the district perceive little progress and a reluctance from 
MCPS to engage in difficult conversations to make lasting change. Staff and family members identified a 
disconnect between MCPS’s data collection and use. They perceive that MCPS is aware that disaggregated data 
shows concerning inequities, but does not do enough to resolve them. 
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Observation 6.3: Community members perceive that a lack of cultural 
competency among staff results in discrimination against students 
of color and prevents them from receiving the resources they require 
to meet their diverse learning needs. 

Across focus groups, interviews, and community conversations, MCPS family members, students, and staff 
identified the prevalence of discriminatory behavior, biases, and stereotyping among staff toward students 
who are Black/African American, Hispanic/Latino, and Asian. Focus group participants reported that these 
interactions often create classroom and school environments that limit access to resources for students of 
color and leave them feeling excluded.

SUMMARY OF OBSERVATION 6.3

Across focus groups and community conversations, MCPS family members, students, and staff identified 
the prevalence of discriminatory behavior, biases, and stereotyping among staff toward students who are 
Black/African American, Hispanic/Latino, and Asian. Focus group/interview participants reported that these 
interactions often create classroom and school environments that limit access to resources for students of 
color and leave them feeling excluded. 

In the Asian family member focus group, participants observed biased treatment of Asian students by MCPS 
staff. This treatment is perceived to be related to teachers’ unconscious, biased belief in the form of the model 
minority myth: 

“I do think sometimes there is that model minority where you are just like, ‘Oh, they’re going to do well academics 
no matter what.’ So I think sometimes my daughter sometimes gets passed over in the sense that the teacher 
thinks, ‘Oh, she’s going to be fine. I can move on to someone else because she’ll be fine.’ Or if she is doing well it’s 
kind of, ‘Well she’s okay, we’re going to move on to someone else that really needs that help.’ And worse yet, it’s 
kind of sometimes makes her feel a little . . . her hard work doesn’t count for anything as if it’s just all the work 
that she put into a project is just oh you did well because you’re Asian.” (Family member, Asian) 

“Because [my third grade son] doesn’t fit this model minority myth, it was email after email, after email of like, 
‘Why is your kid not sitting down? Why is he playing with his pencil box?’ And I’m ‘Okay, hold on. I’m a teacher too. 
Where’s your classroom management? What are your strategies?’ . . . Just because my kid doesn’t fit your model 
minority myth, doesn’t mean my kid’s bad or doesn’t mean that you need to email me every single instance, every 
single day of him not meeting whatever bias you have in your head. So he’s been impacted by that and it’s really 
bugging him.” (Family member, Asian) 

Stakeholder survey open-ended comments also corroborated that Asian family members perceive their 
children to be treated differently than other students. Community members expressed that grouping White 
and Asian students together when presenting data, as MCPS used to do in the accountability model, helps 
reinforce these stereotypes. Though this practice has changed, community members have not experienced a 
difference yet: 

“Asians are basically used as a convenient minority group that never get any benefit but used in stats to 
demonstrate whatever needed. I have not got constructive feedback from schools in the past 14 years my kids 
went through MCPS. Nobody ever offered additional resources for my kids to keep them engaged in school. Yes 
they were both overachievers that gets strait [sic] As and follow all rules. But that doesn’t mean their education 
needs were met. Both found school boring at some point. Just because they didn’t act up in classes when bored, 
teachers decided they don’t need additional support.” (Family member, Asian) 
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“One of the biggest issues with MCPS policy in terms of race and ethnicity is that it puts Asian American in the 
same categories as White. No, we are not White. This is an awful message to send to our students. It denies them 
their ethnicity and cultural heritage! It silences their voice. It strips them and does not acknowledge the cultural 
and linguistic barriers. It also bothers me that when Asian students succeed in school, instead of acknowledging 
their efforts, the system deemphasizes their success. It does not celebrate our student strengths. What it does is to 
pick our students against other minority students.” (Family member, Asian) 

Multiple focus group/interview participants described staff who have limited expectations for English Learners. 
Furthermore, many emphasized the prevalence of the assumption that all students who are Hispanic/Latino 
are English Learners: 

“I would get teachers come to me when they looked at a student’s name and saying, is this student ESOL? Is this 
student receiving services? Well, no, the student’s not receiving services. It’s automatic assumption because of 
the student’s name that the student is receiving services or that there’s just a deficit without even automatically 
meeting the student.” (Staff, Hispanic/Latino) 

“The principal says, ‘I just don’t think my ESOL students can think at that level.’ And people sometimes make 
this general assumption that if they don’t speak English, that they can’t think, and it’s a language barrier, not 
an ability to think barrier. And so sometimes they get put in on-level classes because well, they don’t know the 
language and they just make this assumption that because they can’t speak English yet, that they also must not 
have the academic ability to think at that level.” (Staff, Hispanic/Latino) 

“I really have a point of personal trigger when they 
talk about ESOL and Latino being synonymous. 
If you say, ‘What are you doing at your school for 
your Latino population?’ And then they say, ‘Well, 
our ESOL teachers or our ESOL...’ And I really 
significantly have a problem with that. First of all, 
the data shows that most of our Latino students 
are not and never were in the ESOL program. That’s 
the first thing. That data is significantly incorrect. 
But the other is that is a personal affront to me. It 
shouldn’t be synonymous and it isn’t synonymous. 
I work in the ELT ESOL team now. I don’t think that 
ESOL is derogatory, but I think some people use it 
in a derogatory way. I’ve heard teachers say, ‘Oh, 
that kid is very ESOL.’ And they mean something 
negative when they say that.” (Staff, Hispanic/
Latino) 

“There’s a certain standard that Hispanics aren’t 
looked to because sometimes, especially Hispanic 
males, they don’t think about college, but they think 
more about having to work and then having to 
support for their families post, instead of going to 
more schooling. And even having to begin working 
during their high school education. And just, there’s 
a lot of counselors who just give up on Hispanic 
students and give up on trying to encourage them to 
go to post-secondary school because of the systemic 
racism that we carry.” (Student, Hispanic/Latino) 
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In several instances, focus group/interview and community conversations participants spoke to a lower level of 
assistance and engagement for Black/African American students: 

“Most times my teachers won’t help me as much as they do the White students or only call on me when they know 
I don’t know the answer.” (Student, Black/African American) 

“Just being a parent and actually watching off to the side [of the classroom], [I] see a teacher completely push my 
niece to the side and tell her to go read the directions, but then give all the directions to her White counterpart 
was really difficult.” (NAACP Community Conversations Participant) 

“If teachers have the stereotype that Asian students will always do well in school. So therefore when they don’t 
do well, they may be more surprised and will sort of go out of their way to speak to an Asian student. Versus if 
they’re a Black or Hispanic student, or I should say Latino student, who may not be performing as well but they 
sort of let it go because maybe there’s an implicit bias that students of Black and Latino backgrounds just don’t 
do as well.” (Staff, Asian) 

“When I would go into classrooms in the building and I would intentionally pull specific students that I know 
needed additional support, I actually had a White teacher tell me one time, that’s not what I was there for. 
That my time needed to be spent primarily focused on these two kids that were literally in first grade, but were 
performing at a fifth grade level. But when I took four or five students that look like me, or just students that 
needed some additional support, I was told that that’s not what I was there for. It didn’t stop me.” (Staff, Black/
African American) 

Multiple staff members described the presence of a deficit mindset when staff interact with students and 
families who are Black/African American and Hispanic/Latino: 

“There is a pervasive deficit mindset around emergent multilingual learners, and I would say specifically Latinx, 
emergent multilingual learners. There is this perception about families. And I believe that it’s the case with Black 
families as well, that they’re not involved, they don’t care about their kids. So there’s like little to no outreach from 
many teachers . . . And similarly, now that I’ve said that, I would even say within our teaching community . . . [the 
perception] that emergent multilingual learners can’t do hard things [is] so harmful, it’s so wrong.” (Staff, White) 

“I think about the current school that I’m in when some people mention there is a deficit thinking around 
children of color and their abilities. And then there are a small group of White educators who want to do good, 
but because they don’t intentionally confront the race and racism, they end up becoming sort of benevolent 
oppressors and sort of reinforcing some of that work that we’re trying to unpack and disrupt.” (Staff, Black/
African American) 

Family members emphasised the need for culturally competent teaching practices for students who are Black/
African American and male: 

“What are we going to do different for our Black male students in math instruction. You can’t just say, ‘Okay, 
Black males aren’t doing great in math. We’re going to keep them for another 30 minutes and keep doing the 
same things that we’ve been doing.’ And so, that would be my question as how much teachers, or that school 
improvement plan is saying, ‘This group is not doing well.’ What are we doing different, whether it’s a different 
cultural approach or a different pedagogical approach, for this group, because we can’t keep doing the same 
thing been doing for another 30 minutes.” (NAACP Community Conversations Participant) 

Based on triangulated evidence presented in this observation, MAEC finds that among communities of color, 
some representatives expressed the perspective that the current system holds high expectations for students 
who are at Asian, and low expectations for students who are Black/African American, Hispanic/Latino, or 
English Learners. Stereotyping and bias create spaces that limit access to resources for students of color and 
generate systemic barriers for student success.   
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Observation 6.4: Many members of the MCPS community perceive 
students of color are not provided equitable opportunities to enroll 
in rigorous courses that prepare them to be college and/or career 
ready.

In the document review, MAEC found underrepresentation of racially and ethnically diverse learners in 
rigorous and advanced courses. Students and family members shared that advanced courses are less 
accessible to students of color. Participants in focus groups, interviews, and community conversations 
emphasized a number of factors that prevented access to rigorous and advanced courses for racially and 
ethnically diverse learners. On the systemic level, family members and staff mentioned the prevalence 
of tracking from an early age, and the lack of proportionate placement of students who are Black/African 
American and Hispanic/Latino on advanced tracks. Participants shared that teacher bias and discrimination 
could be determining factors for course recommendations. While MCPS has a stated commitment in their 
“All Means All” approach for student success, observations from all data collections indicate that students 
of color lack access, opportunities, and resources needed to reach their full potential. 

SUMMARY OF OBSERVATION 6.4

Racially and ethnically diverse learners are underrepresented in rigorous and advanced courses, according 
to the document review. “Starting in elementary school and through middle school, Focus Group students 
[the designation in the MCPS Equity Accountability Model for all students who are Black/African American or 
Hispanic/Latino, and for all other student groups who receive FARMS services] are less likely to be enrolled in 
the most advanced math offerings, compared to Monitoring group students [Non-FARMS White/Asian All Other 
Student Group]” (Education Resource Strategies, 2019, p. 103). Students identified as Focus Group students 
are more likely to be enrolled in the lowest-level math courses. In the 2017-2018 school year, 39% of 7th grade 
students who are White or Asian and who are not eligible for FARMS were enrolled in the most rigorous math 
path, compared to only 8% of 7th grade students who are Black/African American and who are eligible for 
FARMS Services, and only 5% of 7th grade students who are Hispanic/Latino and who are eligible for FARMS 
Services (Education Resource Strategies, 2019, p. 103). 

Further evidence from the document review suggests these trends continue in upper grade levels, based 
on Individual Student Measures. In both 2019 and 2020, students who are White represented the largest 
percentage of AP/IB course enrollment (36.3% in 2019 and 35.8% in 2020) and students who are Black/African 
American represent the smallest percentage of enrollment (17.9% in 2019 and 2020) (MCPS, n.d.-b).  

The survey and focus groups clarified this evidence to demonstrate that advanced courses are less 
accessible to students of color. On the student stakeholder survey, middle and high school students who 
are American Indian/Alaska Native, Black/African American, and Hispanic/Latino had statistically significant 
higher proportions of agreement to the statement: “I have experienced difficulty enrolling into the honors 
and advanced classes I want.” Additionally, at the high school level, students who are American Indian/
Alaska Native, Black/African American, and Hispanic/Latino had statistically significant higher proportions of 
agreement to the following item: “I have had difficulty enrolling into the AP/IB courses I want” (see Table LL). 

https://www.montgomeryschoolsmd.org/uploadedFiles/learning-journey/Board%20Report%20-%20All%20sections%20v28%209%2030.pdf#page=3
https://www.montgomeryschoolsmd.org/uploadedFiles/learning-journey/Board%20Report%20-%20All%20sections%20v28%209%2030.pdf#page=3
https://www.montgomeryschoolsmd.org/data/individual-measures.html
https://www.montgomeryschoolsmd.org/data/individual-measures.html
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Table LL. Rates of agreement among high school students to survey items about enrollment in advanced 
classes

Survey Item

Middle and High School Students: 
Access to Enrichment Courses, College and 

Career Readiness Programs, and College 

Disaggregated Statistical 
Significance by Race

Agreement Disagreement I don’t 
know

Higher 
Agreement

Lower 
Agreement

I have experienced 
difficulty enrolling 
into the honors and 
advanced classes I want. 

24.1%

(n = 13,468)

57.2%

(n = 31,863)

16.8%

(n = 9,362)

AI/AN1

Black/African 
American

Hispanic/
Latino

White

I have had difficulty 
enrolling into the AP/IB 
courses I want. †

19.5%

(n = 4,724)

68.8%

(n = 16,671)

10.5%

(n = 2,548)

AI/AN1

Black/African 
American

Hispanic/
Latino

White

1American Indian/Alaska Native 
†Only high school students responded to this item

On the family survey, family members who are Black/African American and Multiracial were less likely to 
agree with the statement: “Students at my child’s school are given equitable access to resources, facilities, and 
advanced academic classes regardless of their race, ethnicity, or culture.” Family members who are Black/
African American and Multiracial also reported statistically significant lower proportions of agreement with the 
item: “School staff give my child access to enrichment courses and programs (such as the Centers for Enriched 
Studies [CES], honors and advanced classes, Advanced Placement [AP] and International Baccalaureate [IB] 
courses)” (see Table MM). 
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Table MM. Rates of agreement family members to survey items about enrollment in advanced classes 

Survey Item

Family Members Equity of Access Disaggregated Statistical 
Significance by Race

Agreement Disagreement I don’t 
know

Higher 
Agreement

Lower 
Agreement

Students at my child’s 
school are given 
equitable access to 
resources, facilities, and 
advanced academic 
classes regardless of 
their race, ethnicity, or 
culture.

72.2%

(n = 28,975)

6%

(n = 2,391)

18.1%

(n = 7,262)

White

Asian

Hispanic/
Latino

Multiracial

Black/African 
American

I understand the 
opportunities MCPS and 
my child’s school has 
for enrichment courses 
and programs (such as 
the Centers for Enriched 
Studies [CES], honors 
and advanced classes, 
Advanced Placement 
[AP] and International 
Baccalaureate [IB] 
courses).

68.6%

(n = 27,514)

11.4%

(n = 4,583)

16.4%

(n = 6,567)

Asian

Hispanic/
Latino

White

Multiracial

Black/African 
American

Other1

1Respondents who identified as Other were Atlantic Creole, Austronesian, Baloch, Bashkir, Basque, Caribbean, Guyanese, Haitian, (Ashkenazi) Jewish, Kurdish, 
Macedonian, Moabite, Moor, and West Indian

Focus group/interview and community conversations participants emphasized a number of factors 
that prevented access to rigorous and advanced courses for racially and ethnically diverse learners. On the 
systemic level, family members and staff mentioned the prevalence of tracking from an early age, and the lack 
of proportionate placement of students who are Black/African American and Hispanic/Latino on advanced 
tracks: 

“When I teach fifth grade when the fifth graders come and you’re looking at who got accelerated into EOC and 
compact and math and you know, once they pass third grade, they’re not allowed to be placed in all of those 
things. And I’m always saying, well, what are they looking for in kindergarten? And in first grade, and when you 
hear well, they came from a household that doesn’t speak English. Well, they came from a household where they 
didn’t go to Pre-K and they didn’t do this and they didn’t do that. And I’m like, okay, they didn’t. But if we don’t 
look for the intelligences in them, when they’re that small, then it’s not going to manifest itself.” (Staff, Black/
African American)

“I looked up how many Latinx kids, not even in ESOL, straight up with the marker for being Hispanic are in classes 
like four, five, and in accelerated reading for fourth grade and fifth grade. I’m elementary, so I looked at the 
elementary and it is like abysmal.” (Staff, Hispanic/Latino)
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“There are studies showing that, by the time students get to middle school and high school, students of color are 
significantly underrepresented in advanced classes, even when they have the same grades. So, its student having 
the same grades in fifth grade, a Black and a White student . . . The Black and Brown Coalition did a study and 
found that, by the time they get to sixth grade, they’re no longer both in the advanced classes, significantly fewer 
students of color.” (Family member, White)

Family members and staff also mentioned their perception that course recommendations are arbitrary and 
that teacher bias hinders students of color from accessing advanced courses:  

“We have had kids who teachers will bring up for academic concerns, and I’ll look at the data and their score 
might be somewhere on grade level or close to. And then I’ll look at another student who’s White, because a lot of 
times we’re bringing up our Black students and our Hispanic students around academic concerns and they’ll have 
similar scores and their name is never brought up, it’s not even an issue. I mean I’ve had teachers say, ‘Well, that 
child’s just kind of eccentric, but this one really shouldn’t be in this class. This one needs to be in the grade level 
class, not the enrich class.’ But that other child, the White child, they’ll get it. They really understand, they were 
just having a off day on the day they took this assessment.” (Staff, Black/African American)

“I’ve had teachers who teach AP email me lists of kids with Hispanic last names asking that the kids be removed 
because they must be EMLs [emerging multilingual learners].” (Staff, White)

“That’s the double last name. Anytime you see a student with that double last name, there’s always this other 
conversation, those kids conversations, that is, oh, it’s one of those kids with the two last names. And then 
there’s that socially accepted implicit bias, socially accepted deficit mindset about some of our students.” (Staff, 
Hispanic/Latino)

Parents shared examples of their children facing arbitrary teacher recommendations and perceived racial bias:  

“Some of the classes we offer at the elementary level, specifically math 4/5, 5/6, and . . . that starts tracking 
students and their opportunities for when they get to middle and high school . . . When my daughter was going 
into fourth grade, that’s when you start math 4/5. At that point, the teachers would make a recommendation. 
Parents could still advocate, and parents of color tend to go with what the teacher says, right? If the teacher 
knows what the capabilities are. Well, I work for the system, so I’m not trusting what I see on that paper. And 
what I saw on that paper was she was recommended for advanced, Enriched reading . . . but . . . not the 
accelerated math course . . . I’m like, ‘Why can’t my little Black girl do accelerated math?’ So I went to her teacher 
to ask why she wasn’t recommended. And she said, ‘Well, it’s not that she can’t do it, it’s just, I wonder if her self-
esteem would be impacted because it takes her a little longer. Not that much longer, just a little longer, but I just 
wonder if her self-esteem would be impacted?’ Oh, so you keepin’ my whole Black child out of a class because of 
your wonderings? What data do you have to support these wonderings? No data. So I got all the information I 
needed to know within five minutes. And I marched myself downstairs and told the principal, ‘I’m asking for her 
to be put in this class.’ And they do a whole trial thing. Needless to say, she’s in [middle school] and in algebra 
now. She ain’t never failed. Her self-esteem is great.” (Staff, Black/African American)

“Voy a contarles lo que pasó como mi hijo cuando él estaba en quinto grado. Recuerdo que había unos 
compañeros de él. Había dos blancos y una niña Chinita, que a ellos los pasaban a una clase avanzada. Mi hijo 
iba siempre con buenas calificaciones. Él es nacido acá, pero por el hecho de ser latino él no podía estar en esa 
clase. Eso pasó hace pocos años porque él ahora está en séptimo grado. Yo como madre me sentí bien frustrada, 
mi inglés no es muy bueno, pero me dolió mi corazón saber que mi hijo estaba a la altura de esos niños y a él 
no me lo pusieron en ese programa.” [I’m going to tell you what happened as my son when he was in fifth 
grade. I remember that there were some of his classmates. There were two White boys and a little Chinese 
girl, and they were moved to an advanced class. My son always got good grades. He was born here, but 
because he was Latino he could not be in that class. That happened a few years ago because he is now in 
seventh grade. As a mother I felt very frustrated, my English is not very good, but it hurt my heart to know 
that my son was on par with those kids and he was not put in that program.] (Family member, Hispanic/
Latino)
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In focus groups, interviews, and open-ended survey comments, students who are Black/African American and 
Hispanic/Latino who were in advanced courses often expressed feelings of isolation and not being welcomed. 
Some students described experiencing discrimination from their classmates:

“When I had a situation that negatively impacted me, I would say since my program is very competitive . . . It’s 
a very White-filled program . . . I’d have to push through whatever that situation is and pretend that it doesn’t 
bother me because then I feel like there are some people that would question if I’m in the right place or not.” 
(Student, Black/African American)

“I did a paper on microaggressions experienced by African American females in the IB program at my school 
and it was really interesting in terms of them talking about like, they go into a class and the teacher would ask, 
‘Are you sure you’re in the right class?’ Or the White and Asian kids saying things to them. And that’s part of the 
conversation that I’m starting to initiate also. I think real interesting was when we had the Asian Hate incidents 
that it opened the door to have some conversations about some of their comments that they make to others. But 
I mean they said some of them said they experienced stereotype. All of them said they experienced stereotype 
threat. In other words, they all felt like they didn’t want to be perceived as being ghetto.” (Staff, Black/African 
American)

Community members complimented the all-in honors approach in two high schools. They noted the program 
is an effective way to interrupt discriminatory tracking and prevent segregation in advanced courses:  

“I think that the all-in honors approach implemented by [two high schools] (placing all students in honors 
classes as freshman) is an effective initiative. I think it’s a step in the right direction to reverse discriminatory 
policies such as tracking and segregation caused by ‘gifted’ programs. It’s important that honors and AP classes 
are actually representative of the student body. All students, regardless of race or background, should be 
encouraged to pursue advanced course opportunities and should feel like their teachers believe in their ability to 
rise to the challenge.” (Family member, White)  

Notably, for the Asian community, all three breakout groups during the CAPA-MC community conversations 
and the family focus group discussed changes to the entrance policy for the Magnet programs which 
participants perceived as discriminatory against Asian students: 

“But as Asian, I see the change in MCPS. Actually I feel some kind of systemic racism against Asian actually. 
Throughout this years, I can see the change in the policies towards... Asian families they put so much emphasis 
on the kids education. So they really want their kids to be able to study in some good programs, like the Magnet 
or of the gifted programs, things like that. You can see a lot of Asian kids in there. I think that’s in our blood, 
that we really, really emphasize the education for our kids. So I don’t think there’s anything wrong with that, 
but somehow the Asian community feels that the MCPS is trying to do something to change that because of 
course, if our kids want to attend some good programs, they will try. And of course, you’ll see more Asian kids 
in there because they tried. So somehow MCPS is trying to change that. So I think that’s in some sense, that’s 
racism against Asian. But individual wise, I don’t think there’s such a racism. But to the Asian community, I think 
something is wrong with the MCPS policy.” (CAPA-MC Community Conversation Participant)

“We feel being targeted because they specifically in the report said in those programs, Asians and Whites are 
disproportionate high. However, Asians is even more so because Asian . . . student population is low. So if you 
talk about over [re]presented, Asians are over [re]presented in the magnet program. However, magnet program 
student population, it’s very small over the whole MCPS. They only look at the MCPS, the magnet programs, 
Asian population. They don’t look at the overall how many students . . . So we get the lottery program that way 
we a problem because they believe that process discriminate against Black and Brown [students]. But on the 
other side of the coin, the Asian families feel we are targeted because they don’t target the 95% of the student 
populations say the Asians are over achieved, they only target that magnet program. And we are single out 
because we are over [re]presented.” (CAPA-MC Community Conversation Participant)
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Additionally, in the Asian family focus group one family member shared:

“But I think for a lot of the immigrant parents who come here and they’re really excited about a good school 
district and getting their kids on that Ivy league track, it’s actually... I understand that, I get that but it’s causing 
so much mental unhealth and unwellness within their kids. But then it’s also causing strife against parts of the 
community, the different populations of the community because now they’re fighting for these seats that are 
sacred and limited. And so the school system, what the school system should really do is yes, they should have a 
system that elevates these underserved students who have not been seen before, the Black and Brown students. 
But they should also just realize if there’s that many gifted students in this population, then the curriculum 
should meet the needs of the students and not pin parents against each other in communities against each 
other.” (Family member, Asian) 

Based on triangulated evidence presented in this observation, MAEC finds that many MCPS students of 
color lack the access, opportunities, and resources needed to meet their full potential. Family members and 
staff report this lack of access is facilitated by the prevalence of tracking from an early age, and the lack of 
proportionate placement of students who are Black/African American and Hispanic/Latino on advanced tracks. 
They perceive that teacher bias may be hindering diverse learners from enrolling in rigorous courses. 
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For MCPS and the broader community’s consideration, MAEC presents these recommendations derived from 
the observations in the MCPS Antiracist System Audit. The following recommendations include two tiers: (1) 
broader recommendations that apply across the six domains established by the district for the MCPS Antiracist 
System Audit and (2) domain-specific recommendations. The cross-domain recommendations provide a 
framework to guide MCPS’s racial equity work and are designed to be implemented in phases, as they build 
on one another. The domain-specific recommendations provide strategies to target specific needs identified 
within each of the domains of the MCPS Antiracist System Audit. Both tiers of recommendations are grounded 
in MAEC’s 30+ years of education equity work in school districts across the country and foundational research 
in the fields of educational equity, with a specific focus on antiracist schooling. 

Cross-Domain Recommendations

The successful planning and implementation of a districtwide racial equity vision requires five elements: 
Coherence, Accountability, Equity-Centered Capacity Building, Continuous Data Collection, and Relational 
Trust. MAEC recommends that Montgomery County Public Schools practice: 

I. Coherence: To make further progress in promoting racial equity across MCPS, the district must 
develop a systemic, coherent plan to address issues identified in this report. This plan can be 
incorporated as an amendment to the current Strategic Plan. A systemic, coherent approach to racial 
equity work requires that the district’s “organizational elements-its culture, systems, structures, 
resources, and stakeholders are being utilized to enact a theory of change that is grounded in 
racial equity and a strategy that is aligned to a robust vision of excellent teaching that is culturally 
responsive” (Cheatham et al., 2020). The strategy must be “co-constructed with the community” that 
the district serves (Cheatham et al., 2020, p. 1). MCPS’s current Strategic Plan articulates a vision and 
strategy for district improvement that includes strategies which can promote racial equity across 
different organizational dimensions, including academic excellence, well-being and family support, and 
professional and operational excellence (MCPS, 2022a). Some of these strategies already incorporate 
recommendations suggested by MCPS staff, students, families, and community groups. To build on this 

Recommendations

https://www.montgomeryschoolsmd.org/campaigns/Strategic-Planning-FY22-25/
https://pelp.fas.harvard.edu/files/pelp/files/pel096p2.pdf
https://pelp.fas.harvard.edu/files/pelp/files/pel096p2.pdf
https://www.montgomeryschoolsmd.org/campaigns/Strategic-Planning-FY22-25/
https://www.montgomeryschoolsmd.org/uploadedFiles/homepageContent/MCPS-StrategicPlan-2022(1).pdf
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work, MCPS should develop a theory of change centered on racial equity that “represents what matters 
most” to the district community (Cheatham et al., 2020). MCPS must also ensure that implementation 
of the racial equity plan centered on this theory of change is consistently communicated to the district 
community. Consistent communication regarding implementation will align community perceptions of 
the district’s stated and enacted racial equity goals and strategies.

II. Accountability for Racial Equity Work: MCPS must create mechanisms and processes for consistent 
outward accountability of its racial equity work to ensure the consistent implementation of the district’s 
racial equity-centered vision across organizational levels. Families, students, and teachers need to 
know their feedback is leading to concrete changes in the ways MCPS addresses issues related to racial 
equity. Formalized community accountability measures and accountability metrics, integrated with 
those outlined in the MCPS Strategic Plan, will provide greater transparency around how the district is 
enacting its stated racial equity goals.

III. Equity-Centered Capacity Building: The successful planning and implementation of a district-wide 
racial equity vision and coherent strategy requires equity-centered capacity building. The MCPS Equity 
Initiatives Unit currently offers various capacity building opportunities, including Leadership Study 
Circles, Equity Modules, consultation, and coaching to address hate and bias incidences. MCPS needs 
to provide staff with more systematic and ongoing professional learning opportunities to address 
emerging racial equity issues in their respective roles. Examples include: communities of practice, 
individualized equity coaching, and affinity group facilitation. Equity-centered capacity building enables 
implementation of the Strategic Plan and School Improvement Plans based on mutual agreement with 
specific outcomes and measurable results. Families, students, and community members need to be 
included in these professional learning opportunities for authentic collaboration and partnership to 
co-create responsive solutions. This level of collaboration across the community and school district 
leverages community strengths and leads to sustainable solutions that promote equity. Developing 
partnerships among students, staff, family members, and members of the broader MCPS community 
will help MCPS achieve collective impact, defined as “a network of community members, organizations, 
and institutions that advance equity by working together, aligning, and integrating their actions to 
achieve population and systems-level change” (Kania et al., 2021, p. 38). 

IV. Continuous Data Collection: The successful planning and implementation of a district-wide strategy 
for racial equity requires ongoing data collection to evaluate effectiveness of strategies and determine 
areas for revision. The Strategic Plan includes several metrics for each of its objectives across the 
three priority areas. Many of these are summative data points, which are critical for determining the 
effectiveness of racial equity strategy implementation. There must also be interim or formative data 
points to ensure that MCPS’s racial equity-centered objectives are adaptive and responsive to student, 
staff, and family needs. MCPS must create mechanisms for continuous evaluation, data collection, 
analysis, and action-planning regarding racial equity based on that analysis. The shift to these iterative 
Plan-Do-Study-Act cycles centered on promoting racial equity can offer MCPS district and school 
leaders continuous learning opportunities and more frequent data points that can be shared with the 
larger district community (Bryk et al., 2015). Collecting and publicly sharing qualitative and experiential 
data (or “street data”) through a variety of means in combination with the quantitative methods MCPS 
currently employs will support the continuous improvement of the district’s racial equity work (Safir 
& Dugan, 2021). The continuous collection, analysis, and transparent communication of data will also 
help build trust because the MCPS community will be able to hold the district accountable for enacting 
its stated racial equity goals.

V. Relational Trust: The successful planning and implementation of a district-wide racial equity strategy 
requires MCPS to develop systems, procedures, and practices that increase relational trust between 
the district and the wider community. Relational trust refers to trust built between members of 
different groups within school or district communities (e.g., teachers and administrators; teachers and 
families) that is built across regular social exchanges (Bryk & Schneider, 2003). Relational trust allows 

https://pelp.fas.harvard.edu/files/pelp/files/pel096p2.pdf
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different groups within the school community to mutually depend on one another to accomplish 
shared goals. Relational trust must be grounded in respect; personal regard or the willingness to go 
beyond defined responsibilities to support others; competence within a designated role; and integrity 
or ensuring one’s words and actions are aligned (Bryk & Schneider, 2003). Building relational trust 
relies on a number of factors, including continuous communication, opportunities for feedback, 
deliberative conversation, transparency, and executing stated objectives (Winthrop et al., 2021). 
Ensuring that there is consistent follow-through regarding implementation of stated racial equity goals 
and soliciting communication around experiences related to racial equity from the MCPS community 
will support positive perceptions of the district’s respect and personal regard for the community, as 
well as competence and integrity. The intentional building of relational trust across the community can 
reduce resistance to or suspicion of equity or antiracist-related interventions and increase investment 
in the best interest of all students and their families.

Domain-Specific Recommendations

MAEC identified recommendations to align to the six domains established by the district to guide the 
MCPS Antiracist System Audit: School Culture, Workforce Diversity, Work Conditions, Pre-K–12 Curriculum, 
Community Relations and Engagement, and Equity of Access. 

School Culture
• Recommendation 1.1: Continue to offer opportunities for staff, students, families, and other 

district community members to share their race-based experiences with their schools and the 
district. To build on the positive observations related to school culture, MCPS should continue to 
offer opportunities for all members of the MCPS community to share their race-based experiences 
with their schools and the district (Safir & Dugan, 2021). There should also be ongoing opportunities 
for the MCPS community and district personnel to dialogue on the meaning of antiracism within the 
district and what antiracism looks like day-to-day. MCPS must also ensure that all departments share 
responsibility for communicating how the district is creating and supporting a welcoming, equitable, 
and inclusive district and school-level culture. To further engage in dialogue with the MCPS community, 
the district should offer cross-departmental communications that are accessible and understandable 
to staff, students, and families. These cross-departmental communications should detail how 
feedback addressing racial equity-related issues and other topics from the MCPS community is being 
operationalized. A continuous system for two-way dialogue can help increase transparency and trust, 
while also improving the district’s responsiveness to the community’s needs (Safir & Dugan, 2021) 
(Observations 1.1, 1.2, 1.3, 1.4, 2.4, 4.2, 5.2, 5.3, 5.4, 5.5).

• Recommendation 1.2: Provide all personnel at the district and school level with ongoing, 
systematic professional learning related to racial equity. MCPS should require that all personnel 
at the district and school level participate in ongoing development on cultural responsiveness, implicit 
bias, and other equity related topics through a variety of means, including professional learning 
sessions and individualized coaching (Observations 1.3, 1.4, 2.4, 3.2, 4.2, 5.2, 6.3, 6.4). To facilitate 
a systematic approach to professional learning, MCPS should create a professional learning arc or 
curriculum that takes into account needs highlighted by staff and other MCPS community members 
across the district. For example, members of the MCPS community have highlighted the need for 
ongoing professional development for all district and school personnel about specific racial equity 
practices, including proactive equity-centered trauma-informed practices (Venet, 2021) and Restorative 
Justice practices (MAEC, 2021). 

In designing systems, procedures, and practices for professional learning, MCPS should consider the 
following best practices: 

http://www.miteacher.org/uploads/1/0/3/4/10347810/trust_in_schools.pdf
https://www.brookings.edu/wp-content/uploads/2021/10/Family_School_Engagement_Playbook_FINAL.pdf
https://maec.org/restorative-practices/
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o Professional learning opportunities should allow participants to give feedback so there is 
continuous input and improvement of offerings related to racial equity.  

o Professional learning addressing racial equity should offer opportunities for individual 
reflection, insight into systemic racial equity issues, and strategies that can be aligned with 
specific roles and responsibilities (Pollock et al., 2010).  

o Personnel should have access to professional learning opportunities that provide information 
about multiple identities, perspectives, histories, and experiences of the different populations 
served by the district (Hammond, 2015).  

o Offer school and department level coaching opportunities focused on racial equity practices 
to support personnel with implementation of the knowledge and skills acquired through 
professional learning sessions (Aguilar, 2019).  

o Departments should collaborate on professional learning sessions and coaching. This effort 
should include the district Equity Initiatives Unit and other departments responsible for 
professional learning within the district (e.g., Office of Curriculum and Instructional Program, 
Office of Districtwide Professional Development, and Office of Human Resources and 
Development). Creating a cross-departmental professional learning network will foster and 
sustain more opportunities for understanding emerging equity issues.  

o Provide learning opportunities for the wider MCPS community regarding the racial equity 
professional learning that personnel receive so there is alignment addressing the racial equity 
strategies being employed in the district (e.g., restorative justice, equity-centered trauma-
informed practice) (MAEC, 2021). 

• Recommendation 1.3: Ensure district-level policies and procedures related to reporting 
and addressing race-based and other forms of bullying and harassment are consistently 
communicated to all members of the MCPS community. At the district-level, MCPS must 
ensure policies related to reporting and addressing race-based and other forms of bullying and 
harassment are accessible and consistently communicated during the school year. MCPS should also 
create opportunities for the community to provide feedback on policies and their implementation 
(Observation 1.1, 1.2, 3.3). Specific recommendations based on feedback from the MCPS community 
include:  

o MCPS should provide consistent district and school level professional learning on the 
implementation of policies that specifically address race-based discrimination, harassment, 
and bullying. 

o MCPS should provide students and families with accessible information about anti-bullying 
policies (e.g., through lessons, videos, online resources). 

o Anti-bullying and anti-harassment policies should include transparent communication with 
students and families. Personnel charged with handling policies need ongoing training to 
provide consistency about implementation. These professional learning opportunities can help 
create a culture of trust across MCPS schools.  

o Increase the accessibility of forms and/or platforms used to report race-based and other forms 
of bullying by making them available in multiple languages and simplifying the structure of 
each form/platform to reduce the amount of text. Make the links to forms and/or platforms for 
reporting bullying incidents widely available on the district website. 

https://doi.org/10.1177/0022487109354089
https://learningforward.org/wp-content/uploads/2019/11/you-can-coach-for-equity-anywhere-with-anyone.pdf
https://maec.org/restorative-practices/
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o Forms and/or platforms used to report incidents of bullying should explain the meaning of 
“hate bias,” “race-based bullying,” and other related terms. Forms and platforms should also 
provide examples to support users in accurately reporting incidents of race-based bullying. 

o Students, families, and other members of the MCPS community should receive support in 
completing forms reporting race-based and other forms of bullying and harassment. 

• Recommendation 1.4: Leverage data collection and analysis to uncover and address patterns 
of disproportionality in discipline along lines of race. MCPS should continue to collect and analyze 
school disciplinary data to uncover and address patterns of disproportionality along the lines of 
race and other identities. The use of school culture and disciplinary data builds on the Strategic Plan 
objective to “implement school-level practices to support effective behavioral health management 
systems” (MCPS, 2022). The Strategic Plan includes strategies to address disproportionality in 
disciplinary responses for students who are Black/African American and Hispanic/Latino, and 
students with Individualized Education Plans (IEP). MCPS currently has baseline data from 2020-
2021 and has set goals to decrease disproportionality yearly (Observation 1.1, 1.4, 6.2). The 
additional recommendations that follow build on this effort to leverage data to reduce patterns of 
disproportionality in discipline:  

o Collect interim disciplinary data throughout each year to highlight trends and make necessary 
revisions to implementation of disciplinary policies and practices ahead of the yearly, 
summative data collections. 

o Include school culture and climate metrics within the MCPS Data Dashboard platform, including 
referrals and suspensions, under the Equity Accountability Model. Disaggregated culture 
and disciplinary data help to identify root causes for disparate student outcomes along race/
ethnicity and other identity markers (Berkowitz et al., 2016). 

Workforce Diversity
• Recommendation 2.1: Implement both short-term and long-term strategies focused on 

increasing recruitment, hiring, and retention of racially diverse teaching and administrative 
staff. MCPS is currently implementing some short-and long-term strategies to recruit, hire, and 
retain quality, expertise, and diversity in teaching and administrative staff (Carver-Thomas, 2018) 
(Observations 2.1, 2.2, 2.4, 3.4). MCPS should expand its strategies in new ways. These strategies 
include: 

o Short-term strategies - In Progress: increase awareness of the Alternative Pathways to 
Certification program. 

o Short-term strategies - New: implement proactive hiring and induction timelines; develop a 
mechanism to ensure teachers and administrators of color are consistently a part of hiring 
committees; offer and widely communicate mock interview opportunities for prospective 
new hires; provide classroom observation time for new and veteran staff to support retention 
efforts; and provide ongoing preparation and support for teaching licensure and basic skills 
examinations, which are currently creating a barrier to certification for Black/African American 
and Hispanic/Latino teaching candidates in Maryland (MSDE, 2022b).  

o Long-term strategies - In Progress: continue developing a “Grow Your Own program,” leveraging 
the examples of existing programs like the Teaching Fellows for Maryland Scholarship, 
which includes funding and support for prospective teachers; and continue building existing 
relationships with local HBCUs and HACUs to support recruitment of racially diverse 
candidates.

https://www.montgomeryschoolsmd.org/campaigns/Strategic-Planning-FY22-25/
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o Long-term strategies - New: seek new partnerships with HBCUs, HACUs, Tribal Colleges, and 
other minority serving institutions that are not currently partnering with MCPS; and support 
development and certification of internal staff with teaching adjacent positions (e.g., teacher 
aides, teaching assistants, paraprofessionals), leveraging examples of existing pipeline 
programs like New York’s Teacher Diversity Pipeline Pilot. 

· Recommendation 2.2: Communicate new and existing strategies focused on increasing the 
racial diversity of the MCPS workforce widely across the MCPS community. New and existing 
strategies focused on increasing the racial diversity of the MCPS workforce should be clearly messaged 
to the MCPS community to improve transparency, as well as aid in the referral of potential new hires 
and the retention of current staff (Observations 2.1, 2.2, 2.4). 

· Recommendation 2.3: Collect, maintain, analyze, and report data on the applied strategies 
to increase the racial diversity of the district workforce to determine success and make 
improvements. MCPS should maintain, analyze, and report data on the applied strategies to increase 
the racial diversity of the district workforce to determine success. Data collected should be made 
publicly available to both the MCPS community and relevant external parties to support greater 
communication of racial equity efforts related to workforce diversity (MSDE, 2022b). This data should 
also be readily available on the MCPS Data Dashboard site under Human Capital (Observation 2.1, 
2.2, 3.4). The Strategic Plan includes baseline data for “Professional Workforce Diversity Rates” and the 
number of “Job Fairs Attended for Recruitment of High-quality and Diverse Candidates.” The following 
workforce data should also be collected, analyzed, and reported at the school and district level to 
support increasing racial diversity across MCPS staff (The Education Trust, n.d.):  

o Racial demographic data for applicants 

o Racial demographic data for new hires 

o Retention rates that can be disaggregated by race 

o Attrition rates that can be disaggregated by race

· Recommendation 2.4: Distribute staff members of different races and ethnicities equitably 
across job classifications. MCPS should distribute staff members of different races and ethnicities 
equitably across various job classifications. Diversifying staffing by school, job classification, and race 
will provide an opportunity to develop an equitable staffing plan. MCPS should factor in teachers' years 
of experience. This data analysis is especially important as it relates to schools receiving Title I funding 
(Observations 2.1, 2.3, 2.4). 

· Recommendation 2.5: Implement teacher racial affinity groups at both the district and school 
level and create a mechanism to collect feedback from these groups that is shared with 
the wider MCPS community. MCPS should implement and support affinity groups for teachers, 
administrators, and other staff at both the district and school level. Affinity groups can help support 
teachers and other staff from diverse racial backgrounds by facilitating connections along shared 
identities. Having strong relationships and connections is an important factor in maintaining a 
diverse teaching staff (Pour-Khorshid, 2019). These facilitated affinity groups allow for support, input, 
discussion, and problem solving on issues affecting different identity groups in the workplace. In 
addition, affinity groups can provide a data point to understand areas of success and challenges 
related to racial equity and other emerging equity issues across the district. Leverage the example of 
existing models like the BOND Project, which was highlighted by community members (Observation 
2.1, 2.2, 2.3, 3.1, 3.4). 

o Develop a mechanism for affinity groups to be able to raise concerns and feedback about 
existing policies and practices and any ongoing input about race-related matters to MCPS 
leadership.  

https://www.marylandpublicschools.org/stateboard/Documents/2022/0726/TabGBlueprintAndDataDeepDiveTeacherPipelineAndDiversity.pdf
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o Allot time and resources needed for the implementation and ongoing maintenance of these 
groups. 

Work Conditions
• Recommendation 3.1: Develop a cross-functional team to identify and address issues pertaining 

to antiracism and cultural proficiency affecting staff. MCPS should create a cross-functional team 
of staff members to identify and address issues pertaining to antiracism and cultural proficiency 
among staff, as outlined in the Strategic Plan (Observation 2.1, 2.2, 3.1, 3.2, 3.4). This cross-functional 
team should engage in the following practices: 

o The team should develop or identify a framework to support positive working conditions in 
schools. Systemizing the work of the cross-functional team will provide a foundation that can 
be communicated and will be consistent for the entire district.  

o The team should survey staff about their workplace experiences. These short and focused 
surveys should be publicly reported, including any challenges and how they will be addressed.

• Recommendation 3.2: Review and revise existing personnel policies, and create new policies 
as needed to address race-based and other forms of workplace bullying, harassment, and 
intimidation. MCPS should review and amend personnel policies addressing anti-bullying, anti-
harassment, and anti-intimidation. These policies should be reviewed and updated to conform with 
applicable laws (Observation 1.1, 2.1, 2.2, 3.1, 3.3, 3.4). MCPS should consider the following when 
reviewing and revising policies: 

o Consult with the Maryland Association of Boards of Education and their Solicitor when creating 
and/or revising policies.  

o Include the MCPS Ombudsman as part of the development and training process.  

o Allow staff and students to review policies annually. MCPS should also provide annual training 
for staff, students, and families to develop a shared understanding of the purpose of policies, 
key definitions, and the process for filing a complaint.

• Recommendation 3.3: Consistently communicate with the MCPS community about resources 
for reporting and addressing school or student safety concerns. MCPS should revise its internal 
process for reporting bullying and harassment to be accessible to all members of the MCPS 
community. MCPS Form 230-35G should be available in languages other than English and should be 
revised for brevity and usability. MCPS should consistently communicate with students, teachers, 
and families in the district about how to report hate bias, bullying, and harassment. This should 
include external resources such as Safe Schools Maryland, Maryland’s anonymous and free reporting 
system available to report any school or student safety concerns, including but not limited to mental 
health concerns, bullying, and harassment (Maryland Center for School Safety, 2022). MCPS should 
also provide guidance on the use of these resources so they are more accessible to the community. 
Consistent communication and community capacity building regarding resources helps to develop a 
sense of personal regard that is required to build relational trust (Observation 1.1, 2.1, 2.2, 3.3, 3.4).

Pre-K–12 Curriculum
• Recommendation 4.1: Employ a cross-departmental approach to review and revise existing 

MCPS curricula across subjects to ensure it is culturally responsive and affirming of student 
racial and other identities. MCPS curricula across subjects should consistently affirm students’ 
identities and experiences while also equipping them with critical skills needed in and out of the 
classroom. The benefits of representative and identity-affirming curricula include an increase in 
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student engagement and improvement in students’ understanding of academic concepts and skills 
(Aronson & Laughter, 2016). Representation in curricula enhances students’ race consciousness and 
their connections to each other and their community (Paris & Alim, 2017). Consistent incorporation 
of student identities and experiences into existing curricula will require a cross-departmental 
approach led by the MCPS Office of Strategic Initiatives and the Office of the Chief Academic Officer 
(Observation 4.1, 4.2, 4.3, 4.4). This cross-departmental approach should consist of the following 
scaffolded steps to effectively implement culturally responsive and representative curricula across all 
MCPS schools:

o Develop a culturally responsive and sustaining vision for curriculum, practices, and pedagogy. 
This vision should treat representation and cultural responsiveness as integral to rigorous 
academic learning. The vision setting process should include the voices of school leaders, 
teachers, students, and community members to build greater investment. 

o Evaluate current curricula and pedagogical practices. Assess alignment of instruction and 
student assessments.  

o Revise curricula and instructional approaches to better meet the vision for culturally responsive 
and sustaining curriculum and pedagogy. The revision process should be inclusive of different 
approaches to “multicultural education reform” which can range from curricula focused on 
highlighting the contributions of different identity groups, to curricula that orients students 
toward taking social action within their schools and communities (Banks, 2012). The aim is to 
have a balanced approach to curriculum and instruction that offers all students opportunities 
to learn more about themselves and their identities, while learning about the identities and 
experiences of people different from themselves (Ladson-Billings, 1995). 

o Provide instructional and academic support staff with ongoing and mandated professional 
learning on culturally responsive content and practices that maintain high levels of academic 
rigor, as outlined in the Strategic Plan. This development should build on existing efforts, 
including Study Circles and Retreats led by the MCPS Equity Initiatives Unit, while incorporating 
new capacity building strategies.  

o Create mechanisms for ongoing feedback on and revision of curricula to continually 
incorporate teacher perspectives on curriculum implementation. Offer students the 
opportunity to provide feedback on the implementation of curricular content and instructional 
approaches. Offer families the opportunity to review curriculum changes.

• Recommendation 4.2: Increase transparency and communication about academic programming 
and performance results across the MCPS community. MCPS should increase transparency and 
communication about academic programming and performance results at the district and school level. 
Providing information on what is being taught and the resulting student achievement can help families 
and community members see the alignment between improved student engagement, academic 
outcomes, social emotional growth, and other important holistic benefits for students. Proactive 
communication regarding academic programming and performance can help avoid conflicts arising out 
of the current politicization of culturally responsive instructional content and approaches (Gooden et 
al., 2022) (Observation 4.2, 4.3, 4.4).

• Recommendation 4.3: Provide learning opportunities for MCPS families and community 
members on the benefits of culturally responsive curricula for student academic outcomes. 
MCPS should provide learning opportunities for families and community members on the positive 
impact that culturally responsive curricula have on student achievement and college and career 
readiness. “Academic Success” is a key component of the Culturally Responsive Education framework 
(Ladson-Billings, 1995). Effective culturally responsive instruction and curricula must provide students 
with “academic skills and competence” needed to be “successful in and out of the classroom, with 
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the aim of preparing students to be active participants in a democracy” (Ladson-Billings, 1995) 
(Observation  4.1, 4.2, 4.3, 4.4, 5.5, 5.6, 6.3).

Community Relations and Engagement
• Recommendation 5.1: Develop a district-wide, systemic vision for culturally responsive family, 

school, and community engagement. MCPS should develop a district-wide, systemic vision for 
culturally responsive Family, School, and Community Engagement (FSCE) and incorporate it into all 
relevant policies and regulations. The Strategic Plan highlights the value of family engagement and has 
made well-being and family support one of the key strategic areas of focus. As a result, the Community 
Involvement policy is currently under review and will be revised to “ensure a more inclusive and 
diverse participation in district decision-making processes” (MCPS, 2022a). When developing this vision 
for culturally responsive FSCE, MCPS should shift from an involvement approach to an engagement 
approach (Winthrop et al., 2021). Whereas an involvement approach focuses on having families 
participate in ways directed by school systems, an engagement approach builds the agency of families 
so they can be equal partners (Observation 1.1, 5.2, 5.3, 5.4, 5.6). The benefits of adopting a vision 
with an engagement approach include: 

o Empowering all families and community members to author and position the ways in which 
they support MCPS schools and the district overall (Barton et al., 2004).  

o Creating space for families and students from diverse racial backgrounds and other identity 
groups to engage in authentic ways outside of involvement traditionally associated with White, 
upper-middle class communities (Winthrop et al., 2021). 

o Building family and community capacity to engage in decision-making processes at the school 
and district level. 

o Building school and district personnel capacity to engage with families and communities in 
ways that are culturally responsive and affirming of diverse racial and other identities.  

o Fostering family and community engagement as a coherent and continuous systemic practice 
rather than a series of isolated programs or initiatives (Winthrop et al., 2021). 

• Recommendation 5.2: Engage in meaningful, two-way communication through various means 
to help reduce barriers to accessing district and school information. MCPS should leverage two-
way communication to provide families with access and training on the use of its virtual platforms. 
Two-way communication should occur in languages that families from different linguistic backgrounds 
can understand. This approach to school-community communication provides an opportunity for 
greater engagement with all families and improved student outcomes (Bergman, 2021). Two way-
communication also provides avenues for families to share their priorities, concerns, and feedback 
(Observation 1.1, 5.1, 5.2, 5.3, 5.4, 5.5). MCPS should consider the following recommendations to 
continue fostering transparency and trust with families and community members:  

o Provide families and caregivers with consistent communication regarding academic progress 
and programming. Research by Learning Heroes demonstrates that families and educators 
both prioritize communication regarding academic progress. Families want timely information 
on what is expected of their child and on how their child is doing academically (Learning 
Heroes, 2021). Engaging in ongoing, timely two-way communication on academic progress can 
help to sustain authentic partnerships.  

o Strengthen family and community capacity for understanding school policies and systems at 
the school and district levels. Building capacity about how the school system operates can help 
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https://www.brookings.edu/wp-content/uploads/2021/10/Family_School_Engagement_Playbook_FINAL.pdf
https://doi.org/10.1086/711410
https://bealearninghero.org/wp-content/uploads/2021/12/Parents-2021.pdf
https://bealearninghero.org/wp-content/uploads/2021/12/Parents-2021.pdf
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families engage as “framers” and not simply receivers of school structures and norms (Barton 
et al., 2004). 

o Recognize and leverage families’ funds of knowledge, and their cultural and intellectual 
resources to create possibilities for transforming schools (Ishimaru, 2019). 

• Recommendation 5.3: Leverage various communications tools and platforms to assist 
with communication needs and reduce language barriers. MCPS should leverage various 
communications tools to more effectively engage diverse families. MCPS can use tools, such as 
Language Line, and simultaneous interpretation equipment and platforms, such as Talking Points, to 
assist with communication needs and reduce language barriers. MCPS should also increase the hiring 
of school-based and district-based translators and interpreters. Staff, whose job responsibilities do 
not include translation and interpretation, should be provided with adequate training and additional 
compensation to carry out these responsibilities. Offering workshops about district programming in 
multiple languages and in multiple locations within the community can also help families engage as full 
partners. MCPS should create and publish a master calendar that is available at the school and district 
level (Observation 1.1, 5.2, 5.3, 5.4, 5.5).

• Recommendation 5.4: Intentionally foster trusting relationships with families and caregivers of 
diverse identities, particularly when working across lines of difference. MCPS must work to create 
trusting relationships with families and caregivers, particularly when working across lines of difference. 
Strong and trusting relationships are necessary for cultivating and sustaining partnerships between 
families and educators (Mapp & Bergman, 2021). MCPS schools should create welcoming environments 
that are responsive to different family contexts (e.g., families from different language backgrounds, 
refugee families, undocumented families). Family liaison positions that are integrated into school-wide 
family engagement partnership efforts can help bridge the home-school gap, and more authentically 
serve the needs of the school community (Sanders, 2008) (Observation 1.1, 5.2, 5.4, 5.5). Specific 
recommendations based on feedback from the MCPS community include: 

o Schools and the district should engage community and family/caregivers through a variety of 
means in addition to methods that rely on technology (e.g., emails, Zoom meetings and virtual 
platforms like ParentVue). These communications should be available in languages other than 
English. The district should also offer opportunities for participation beyond a first come, first 
served approach.  

o Schools should track levels of family/caregiver engagement to increase participation of all 
families. This data should be analyzed and used to continually improve recruitment and 
enrollment processes to address gaps in participation from families or community groups 
along the lines of race and other identities. 

o Administrators and other district and school personnel should attend local community events 
outside of school to provide information about school programming.  

o MCPS should continue to leverage partnerships with community organizations including 
faith-based institutions and healthcare providers. Collaborating with trusted members of the 
community to translate information and share key messages supports effective communication 
and will help bridge the divide between the district and the community (Jacques & Villegas, 
2018).  

o Continue to collect family feedback in the form of the Parent Engagement Survey. Add items 
to this survey to measure family experiences related to race. Disaggregate the data by race on 
publicly available accountability websites.

http://www.jstor.org/stable/3699858
http://www.jstor.org/stable/3699858
https://journals.sagepub.com/doi/10.1177/0895904817691841
https://media.carnegie.org/filer_public/f6/04/f604e672-1d4b-4dc3-903d-3b619a00cd01/fe_report_fin.pdf
https://doi.org/10.3200/joer.101.5.287-298
https://oese.ed.gov/files/2020/10/equitable_family_engag_508.pdf
https://oese.ed.gov/files/2020/10/equitable_family_engag_508.pdf
https://sharedaccountability.mcpsmd.org/SurveyResults/content.php?sch=1001
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 Equity of Access
• Recommendation 6.1: Develop a program budget that aligns with embedded and explicit racial 

equity goals and strategies. MCPS should develop a program budget that aligns with the racial equity 
goals embedded across the Strategic Plan and those that will be in the district’s racial equity vision. This 
effort will require taking scaffolded steps to ensure there is investment from school administrators 
(Observation 3.2, 6.1, 6.3). High levels of investment will help school administrators implement more 
equitable funding systems and practices at the school level to fidelity. MCPS should take the following 
scaffolded steps in developing a program budget aligned to the district’s racial equity goals and 
strategies:

o Adopt a Student-Based Budgeting (SBB) approach which focuses on distributing “dollars to 
schools based on the number of enrolled students, where each student receives a funding 
‘weight’ based on need” (Education Resource Strategies, 2018; Jacobs, 2019). This kind of 
budgeting approach gives greater autonomy to schools in how to use resources to respond 
to their needs while also allowing “districts to increase equity, transparency, and flexibility” 
(Education Resource Strategies, 2018). 

o Provide school leaders and administrators with ongoing capacity building to use funds 
strategically to support student outcomes. MCPS must provide support to school leaders to 
identify “key student and teacher needs” and how to best meet those needs through resource 
and human capital allocations (Education Resource Strategies, 2018; Annenberg Institute for 
School Reform, 2010).  

o Shift the role of MCPS Central Office from a more traditional headquarters or decision-making 
center to a “collaborative service center” to support school leaders in using funds in a way that 
is responsive to their school contexts (Education Resource Strategies, 2018). This may require a 
restructuring of existing organizational charts, positions, responsibilities, and other practices at 
the central office level.

• Recommendation 6.2: Build on existing data practices to promote equitable learning outcomes 
by including additional data points in analysis of academic achievement gaps along lines of 
race. MCPS should promote equitable learning outcomes by including additional data points in their 
analysis of disproportionalities in academic achievement along lines of race. The MCPS Data Dashboard 
platform provides insight into disparities in student outcomes through the Equity Accountability Model 
(Observation 1.3, 1.4, 6.2, 6.3, 6.4): 

o Collect disaggregated enrollment data and include within the Equity Accountability Model to 
uncover patterns of disproportionality in access to accelerated programs and courses across 
all grade bands. The Strategic Plan includes an objective to “increase access to enriched and 
accelerated opportunities for underrepresented student groups” (MCPS, 2022a). Meeting this 
objective will require ongoing data collection and analysis to confirm the level of equitable 
access to these programs across all MCPS schools. 

o Provide clear, year-over-year data analysis of academic progress for student groups in the 
MCPS Data Dashboard within the Equity Accountability Model. Providing analysis of year-over-
year data in an accessible format would help increase transparency regarding whether student 
groups are making consistent progress. This kind of year-over-year analysis will help MCPS 
schools determine which interventions are yielding the best results for student outcomes.  

o Communicate changes to data disaggregation processes and policies along lines of race 
and other identity groups across the MCPS community. MCPS community groups should be 
informed of recent updates to disaggregation of student achievement data to understand how 
MCPS is supporting gaps in student outcomes within racial identity groups, as well as between 

https://www.montgomeryschoolsmd.org/campaigns/Strategic-Planning-FY22-25/
https://www.erstrategies.org/toolkits/toolkit_what_is_student-based_budgeting_and_how_can_it_drive_student_learning
https://www.nsba.org/ASBJ/2019/April/Student-based-Budgeting#:~:text=A%20student-based%20budget%20is,imperati%20%20is,imperative%20to%20achieving%20educational%20equity
https://www.erstrategies.org/toolkits/toolkit_what_is_student-based_budgeting_and_how_can_it_drive_student_learning
https://www.erstrategies.org/toolkits/toolkit_what_is_student-based_budgeting_and_how_can_it_drive_student_learning
https://www.annenberginstitute.org/sites/default/files/VUE29.pdf
https://www.annenberginstitute.org/sites/default/files/VUE29.pdf
https://www.erstrategies.org/toolkits/toolkit_what_is_student-based_budgeting_and_how_can_it_drive_student_learning
https://www.montgomeryschoolsmd.org/data/
https://www.montgomeryschoolsmd.org/campaigns/Strategic-Planning-FY22-25/
https://www.montgomeryschoolsmd.org/uploadedFiles/homepageContent/MCPS-StrategicPlan-2022(1).pdf
https://www.montgomeryschoolsmd.org/data/
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racial groups. MCPS should explicitly communicate data processes, including disaggregation 
of Monitoring Group scores in the Evidence of Learning and Equity Accountability Model by 
race, to identify if there are any variances in academic performance between students who are 
White and do not qualify for FARMS Services and students who are Asian and do not qualify 
for FARMS Services. MCPS should also communicate changes to the ways in which non-FARMS 
White and Asian students are grouped in the Monitoring group in the Evidence of Learning and 
Equity Accountability Model. Explicit and consistent communication on changes to data policies 
related to racial equity will help address concerns around racial bias and stereotypes including 
the “model minority myth” highlighted by members of the MCPS community who identify as 
Asian (Tatum, 2017). Communicating changes regarding data collection and analysis to the 
community will hold the district accountable for enacting their stated racial equity strategies.

• Recommendation 6.3: Address discrepancies in access to resources and opportunities through 
ongoing professional learning related to implicit bias and cultural competency for school-based 
personnel. Educators must have the skills to promote equity and inclusivity in the classroom as part 
of instructional practice. MCPS should provide ongoing professional learning related to implicit bias 
and cultural competency for school-based personnel. Research finds that teacher expectations can 
greatly affect student outcomes ranging from graduation rates to readiness for rigorous or accelerated 
coursework (Gershenson & Papageorge, 2018). White teachers, who comprise a large part of the 
teaching force, often have lower expectations for Black/African American and Hispanic/Latino students 
than they do for their White peers (Gershenson & Papageorge, 2018). This difference in teacher 
expectations is often rooted in implicit biases about student groups and communities, as well as a 
lack of cultural competency. MCPS should provide teachers with professional learning opportunities 
and ongoing coaching focused on supporting Black/African American and Hispanic/Latino students to 
address disparate expectations and outcomes (Observation 1.3, 1.4, 6.1, 6.3).

• Recommendation 6.4: Redesign enrollment criteria for accelerated programming that accounts 
for racial proportionality and identifies students who can be successful in advanced coursework 
with appropriate academic supports. MCPS should redesign enrollment criteria for accelerated 
programming to address disproportionality along the lines of race. This redesigned enrollment process 
should also identify students who would be successful in advanced course work with proper academic 
supports in place with a particular focus on students from non-White racial identity groups. The 
enrollment process should identify students classified as English Learners who would be successful in 
advanced coursework with proper language supports and scaffolding. It is important that changes to 
enrollment criteria and processes for accessing accelerated programming are clearly and consistently 
communicated to students, families, and staff across the district (The Education Trust, 2019) 
(Observation 1.3, 1.4, 5.5, 6.1, 6.4)

The following matrix aligns observations to specific recommendations:

https://www.educationnext.org/wp-content/uploads/2022/02/ednext_xviii_1_gershenson.pdf
https://www.educationnext.org/wp-content/uploads/2022/02/ednext_xviii_1_gershenson.pdf
https://edtrust.org/resource/5-things-to-advance-equity-in-access-to-and-success-in-advanced-coursework/
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Observations
Domain 1 Domain 2 Domain 3

Obs 
1.1

Obs 
1.2

Obs 
1.3

Obs 
1.4

Obs 
2.1

Obs 
2.2

Obs 
2.3

Obs 
2.4

Obs 
3.1

Obs 
3.2

Obs 
3.3

Obs 
3.4

Rec 1.1 x x x x x

Rec 1.2 x x x x

Rec 1.3 x x x

Rec 1.4 x x

Rec 2.1 x x x x

Rec 2.2 x x x

Rec 2.3 x x x

Rec 2.4 x x x

Rec 2.5 x x x x x

Rec 3.1 x x x x x

Rec 3.2 x x x x x x

Rec 3.3 x x x x x

Rec 4.1

Rec 4.2

Rec 4.3

Rec 5.1 x

Rec 5.2 x

Rec 5.3 x

Rec 5.4 x

Rec 6.1 x

Rec 6.2 x x

Rec 6.3 x x

Rec 6.4
x x
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Observations
Domain 4 Domain 5 Domain 6

Obs 
4.1

Obs 
4.2

Obs 
4.3

Obs 
4.4

Obs 
5.1

Obs 
5.2

Obs 
5.3

Obs 
5.4

Obs 
5.5

Obs 
5.6

Obs 
6.1

Obs 
6.2

Obs 
6.3

Obs 
6.4

Rec 1.1 x x x x x

Rec 1.2 x x x x

Rec 1.3

Rec 1.4 x

Rec 2.1

Rec 2.2

Rec 2.3

Rec 2.4

Rec 2.5

Rec 3.1

Rec 3.2

Rec 3.3

Rec 4.1 x x x x

Rec 4.2 x x x

Rec 4.3 x x x x x x x

Rec 5.1 x x x x

Rec 5.2 x x x x x

Rec 5.3 x x x x

Rec 5.4 x x x

Rec 6.1 x x

Rec 6.2 x x x

Rec 6.3 x x

Rec 6.4 x x x
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This Antiracist System Audit of MCPS’s systems, practices, and policies focused on listening to members of the 
community who experience MCPS every day: students and their families, district and school administrators, 
and teachers and support staff. In total, MAEC reached 130,111 MCPS community members through the 
steering committee, administration of the Equity Audit Tool, stakeholder surveys, community conversations, 
and focus groups/interviews. By triangulating and synthesizing the observations that emerged across various 
data, MAEC has been able to share the rich, diverse narrative of how staff, students, and their families are 
affected by MCPS systems, practices, and policies through the lens of racial equity. 

At the heart of this audit is the shared goal to ensure that every student has equitable access and 
opportunities to learn and improve their academic and social-emotional wellbeing. By undertaking this 
Antiracist System Audit, MCPS has demonstrated a clear value of working toward antiracism, to co-create 
a future where racism does not affect student or staff well-being or success. Indeed, MCPS is clear in their 
statements of intent to work toward equitable outcomes for students, regardless of race and ethnicity, by 
developing culturally responsive school cultures, hiring racially diverse staff, promoting racially sensitive work 
environments, strengthening family and community engagement, and addressing systemic barriers to student 
success. 

To assess the impact of MCPS’s current systems, practices, and policies, MAEC returned to the questions that 
drove this audit: 

• Is MCPS holistically taking a proactive approach to teaching their students and staff about 
the harm of racism and hate bias? Many staff reported feeling prepared to teach about the harm 
of racism and bias. Currently, MCPS does not take a holistic, proactive approach to teaching their 
students and staff about the harm of racism and hate bias. MCPS should create a system-wide 
program for high impact antiracist trainings at all levels.  

• How is MCPS strategically creating equitable and antiracist school cultures? Families and staff 
perceived that many students of color experience harsher discipline, biased attitudes, and race- or 
ethnicity-based discrimination. This evidence demonstrates that MCPS needs to strategically create 
equitable and antiracist school cultures that support and empower all students. 

Conclusion
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• Is MCPS hiring for quality, expertise, and diversity in all areas of MCPS? Hiring for quality, 
expertise, and diversity in all areas of their system is a clear priority for MCPS. However, staff of 
color continue to be underrepresented in the MCPS, hiring pool, classrooms, and administration. 
Staff members of different races and ethnicities are not distributed equitably across the various 
job classifications, especially in leadership. This shortage of diversity in MCPS staff leads to a lack of 
responsiveness to the needs of diverse families and students, especially newcomer students and 
students of color. 

• Does MCPS have a work environment in every office, division, and school that is astute to 
creating an environment that acknowledges and addresses the complexities around race, 
diversity, and inclusion and how these factors impact a person’s physical, psychological, and 
emotional well-being? MCPS aims to foster an organizational culture of respect. However, individuals 
perceive that systemic race-related inequities still exist. School staff share that the district does not 
employ a collective, systemic approach to antiracism. Staff members express uncertainty that school 
administration adequately addresses reports about bullying, discrimination, or harassment. Moreover, 
while staff report high satisfaction levels, they note differences in working conditions based on racial/
ethnic identities.  

• How does MCPS’s curriculum provide interconnected and interdisciplinary learning experiences 
for students, Pre-K—12, that strengthens students’ sense of racial, ethnic, and tribal identities, 
helps students understand and resist systems of oppression, and empowers students to see 
themselves as change agents? MCPS’s Pre-K–12 curriculum varies in its incorporation of race, 
diversity, and inclusion. Families share that schools are inconsistent in teaching students about racial 
bias and how to address discrimination. Students and families perceived that staff are not equipped to 
teach culturally responsive curricula. Some members of the community would like curricula to better 
represent the racial/ethnic identities of students. Others feel that there is a tradeoff between antiracist 
and academically rigorous content. 

• Is MCPS effectively engaging all communities to hear their needs and perspectives? MCPS has 
established policies that promote family and community engagement and most staff agree that there 
is strong family community engagement. However, many schools reported a lack of knowledge about 
MCPS’s system-wide family involvement policies. Staff and families report that current communication 
and engagement practices produce barriers to engagement for newcomer families and those from less 
economic means backgrounds.  

• Is MCPS effectively working with communities collaboratively to meet the needs of the students 
it serves? Family and community members experience MCPS differently based on their race and 
ethnicity. Families expressed mistrust toward MCPS because of a perceived lack of transparency and 
perceived intentional miscommunication. Because culturally responsive family engagement practices 
are not always followed with fidelity, many families find it difficult to engage with MCPS. 

• Are all MCPS students provided equitable opportunities to learn and thrive academically and 
emotionally? MCPS aims to create equitable access to resources, facilities, and courses regardless 
of students’ race, ethnicity, or culture; but schools vary in equity of access to resources. MCPS states 
they have a strong practice in using data to promote equitable learning outcomes. Some community 
members perceive that data is often collected but not fully used. 

• Are there any systemic barriers to student success? Community members report that a lack of 
cultural competency among staff results in discrimination against students of color, hindering their 
access to advanced academic programs and enrichment opportunities and preventing them from 
receiving the resources they need to be college- and/or career-ready and excel to their full potential. 
otential and prepare them for college and/or career.
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MAEC’s Antiracist System Audit suggests that MCPS already follows many identified best practices and has 
comprehensive policies in place to work towards racial equity. Across all data collections, stakeholders 
reported overall high satisfaction with MCPS. However, community members of color had consistently 
lower rates of satisfaction. Overall, students, families, and staff of color reported having a less satisfactory 
experience with MCPS than other members of the community. The Antiracist System Audit also revealed that 
the implementation of policies and application of best practices with fidelity differs greatly from school to 
school, suggesting that the system is currently fragmented. Many of these challenges stem from the lack of a 
clear, system-wide comprehensive approach to antiracism. 
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• CAPA: Chinese American Parent Association of Montgomery County  

• ESOL: English for Speakers of Other Languages 

• FARMS Services: Free and Reduced-Price Meals System Services 

• HBCUs: Historically Black Colleges and Universities  

• IEP: Individual Education Plan

• ILT: Instruction Leadership Team 

• LSAAG: Latino Student Achievement Action Group 

• MAEC: Mid-Atlantic Equity Consortium, Inc. 

• MCAAP: Montgomery County Association of Administrators and Principals 

• MCEA: Montgomery County Education Association 

• MCPS: Montgomery County Public Schools  

• NAACP: National Association for the Advancement of Colored People,  
abbreviated in the MCPS report to describe the NAACP Parents Council 

• PTA: Parent Teacher Association 

• RFP: Request for Proposals 

• SEIU: Service Employees International Union 

Abbreviations

Glossary
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Racial Categories

• American Indian/Native American: Racial identifier used to describe a person with origins in any of 
the Indigenous peoples of North and South America (including Central America), who maintains tribal 
affiliation or community attachment. In MAEC’s data collection, the term “American Indian or Alaska 
Native” was included as a racial identifier for respondents. Participants who identified as American 
Indian or Alaska Native in the stakeholder survey had space to type the name of their enrolled or 
principal tribe. Examples included: Navajo Nation, Blackfeet Tribe, Mayan, and Aztec. 

• Asian: Racial identifier used to describe a person with Asian ancestry. Participants who identified as 
Asian in the stakeholder survey had space to clarify how they identified themselves, including by their 
country or countries of ancestry. Examples included: Chinese, Indian, Vietnamese, Korean, Filipino, 
Asian-American, and Pakistani.  

• Black/African American: Racial identifier used to describe a person with African and/or Caribbean 
ancestry. Participants who identified as Black or African American in the survey had space to clarify 
how they identified themselves, including by their country or countries of ancestry. Examples included: 
African American, Jamaican, Haitian, Ethiopian, Somalian, Nigerian, and Kenyan. 

• Hispanic/Latino: Racial identifier used to describe a person with Spanish or Latin American ancestry. 
In MAEC’s data collection, the term “Hispanic, Latinx, or Spanish origin” was included as a racial 
identifier for respondents. However, MCPS more commonly uses the term “Hispanic/Latino” to 
describe the same population. For consistency, this report aligns with MCPS’s language to describe 
this population as “Hispanic/Latino.” Participants who identified as Hispanic, Latino/a/x, or Spanish 
origin in the stakeholder survey had space to clarify how they identified themselves, including by their 
country or countries of ancestry. Examples included: Puerto Rican, Cuban, Mexican, Mexican American, 
Dominican, Salvadorian, and Peruvian. 

• Middle Eastern or North African: Racial identifier used to describe a person with ancestry in the 
Middle East or North Africa. Participants who identified as Middle Eastern or North African in the 
survey had space to clarify how they identified themselves, including by their country or countries of 
ancestry. Examples included: Lebanese, Egyptian, Syrian, Jordanian, Palestinian, and Israeli. 

• Multiracial: Racial identifier used to describe a person who identifies as more than one race.  

• Native Hawaiian or Pacific Islander: Racial identifier used to describe a person with ancestry in any 
of the original peoples of Hawaii, Guam, Samoa, or other Pacific Islands. Participants who identified 
as Native Hawaiian or Pacific Islander in the stakeholder survey had space to clarify how they 
identified themselves, including by their country or countries of ancestry. Examples included: Samoan, 
Chamorro, Fijian, and Tongan. 

• People of color: Individuals from diverse racial and ethnic backgrounds. In this report, “person of 
color” is used to identify a person who is not White. 

• White: Racial identifier used to describe a person with European ancestry. Participants who identified 
as White in the stakeholder survey had space to clarify how they identified themselves, including by 
their country or countries of ancestry. Examples included: German, Irish, Italian, French, and Ukrainian.  

• Other: Stakeholder survey participants had the option to choose “another race or ethnicity not listed 
above” for the survey when indicating their race, and describe their race in their own words. 
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Definitions

• Accountability: The ways in which individuals and communities hold themselves to their goals and 
actions and acknowledge the values and groups to which they are responsible. Accountability also 
refers to creating processes and systems that are designed to help individuals and groups to be held in 
check for their decisions and actions and for whether the work being done reflects and embodies racial 
justice principles (Racial Equity Tools, 2020). 

• Antiracism: Actively working to ensure racial justice by identifying, interrupting, and dismantling racist 
practices, policies, and attitudes that disproportionately harm communities of color. 

• Antiracist Expert Advisory Group: The committee of local and national experts that served as a “think 
tank” and provided feedback in early steps of the Antiracist System Audit. which includes local and 
national experts to serve as a “think tank” and provide feedback (MCPS Bulletin, 2021). 

• Asset-based approach: An approach to education that focuses on strengths and views diversity in 
thought, culture, and traits as a positive asset. Teachers and students alike are valued for what they 
bring to the classroom rather than being characterized by what they need to work on or lack (NYU 
Steinhardt, 2022).  

• Belonging: The feeling of being accepted and approved by a group or by society as a whole (American 
Psychological Association [APA], n.d.-a).

• Bias: Prejudice in favor of or against one thing, person, or group compared with another, usually 
in a way considered to be unfair. Biases can be implicit or unconscious or explicit at individual, 
interpersonal, and systemic levels.

• Capacity building: Capacity building refers to any effort being made to improve the abilities, skills, and 
expertise of education. Capacity building must be precisely described in terms of the abilities, skills, 
and/or expertise that must be improved and how it will take place (Great Schools Partnership, 2013).

• Close-ended (e.g., questions or responses): Questions that can be answered by selecting from a 
limited number of options.  

• Coding: The process of organizing and sorting data, which serves as the basis for developing data 
analysis. Codes allow data to be summarized and synthesized. 

• Coherence: In the context of school and district improvement, coherence refers to “the elements of 
a school district work[ing] together in an integrated way to implement and an articulated strategy” 
(Childress et al., 2011). Coherence also refers to having a “shared vision” that gives all members of a 
school or district community “a sense of direction,” fosters agency, and avoids the fatigue that can 
result with implementing disconnected programs or initiatives (Safir & Dugan, 2021). 

• Critical race theory: A legal framework that identifies race as a social concept, and racism as 
something that is embedded in legal systems and policies (Sawchuk, 2021). Critics of CRT conflate this 
academic concept with culturally responsive efforts in schools aimed at supporting student diversity 
and equity.  

• Cultural proficiency: Cultural proficiency is about educating all students to high levels through 
knowing, valuing, affirming their cultural backgrounds, languages, and learning styles as assets within 
the context of our teaching. Definition from (The Center for Culturally Proficient Educational Practice, 
2020). 

• Culturally responsive: An approach that facilitates and supports the achievement of all students. 
In a culturally responsive classroom, reflective teaching and learning occur in a culturally supported, 

https://www.racialequitytools.org/glossary
https://news.montgomeryschoolsmd.org/staff-bulletin/the-latest-on-the-anti-racist-system-audit-and-equity-tool/
https://teachereducation.steinhardt.nyu.edu/an-asset-based-approach-to-education-what-it-is-and-why-it-matters/#:~:text=In%20the%20simplest%20terms%2C%20an,to%20work%20on%20or%20lack.
https://teachereducation.steinhardt.nyu.edu/an-asset-based-approach-to-education-what-it-is-and-why-it-matters/#:~:text=In%20the%20simplest%20terms%2C%20an,to%20work%20on%20or%20lack.
https://dictionary.apa.org/belonging
https://dictionary.apa.org/belonging
https://www.edglossary.org/capacity/
https://projects.iq.harvard.edu/files/pelp/files/pel010p2.pdf
https://www.edweek.org/leadership/what-is-critical-race-theory-and-why-is-it-under-attack/2021/05
https://ccpep.org/home/what-is-cultural-proficiency/
https://ccpep.org/home/what-is-cultural-proficiency/
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learner-centered context, whereby the strengths students bring to school are identified, nurtured, 
and utilized to promote student achievement (University of Pittsburgh: Office for Equity, Diversity, and 
Inclusion, 2022). 

• Culturally sensitive: Awareness and appreciation of the values, norms, and beliefs characteristic of 
a cultural, ethnic, racial, or other group that is not one’s own, accompanied by a willingness to adapt 
one’s behavior accordingly (APA, n.d.-b).

• Culture: For this antiracist audit, culture is a set of shared beliefs, behaviors, and worldviews formed 
around identities such as race, religion, gender, sexual orientation, language, socioeconomic status, 
and education. 

• Data collection: The process of gathering and measuring information on specific variables in an 
established, systematic fashion in order to answer relevant questions. In The Antiracist System Audit, 
there were five forms of data collection: document review, Equity Audit Tool, stakeholder surveys, 
focus groups/interviews, and community conversations.  

• Deficit thinking: a way of thinking that suggests that people are responsible for their predicament, 
rather than the policies and practices that perpetuate oppressive and inequitable systems. 

• Descriptive statistics: Numbers and tabulations used to summarize and present quantitative 
summaries about gathered data including measures of central tendency and variability.  

• Disaggregating data: The practice of breaking down data into smaller groups, such as by racial or 
gender identification, to identify any trends and patterns that may be concealed when analyzing data 
as a whole.  

• Discrimination: The unequal treatment of members of various groups based on race, gender, social 
class, sexual orientation, physical ability, religion and other categories (Racial Equity Tools, 2020). 

• Disproportionality: The extent that a group is overrepresented in an event (e.g., out-of-school 
suspensions, detention, placement in special education, etc.) compared to other groups.  

• Diversity: Diversity includes all the ways in which people differ, and it encompasses all the different 
characteristics that make one individual or group different from another. It is all-inclusive and 
recognizes everyone and every group as valuable. A broad definition includes not only race, ethnicity, 
and gender—the groups that most often come to mind when the term “diversity” is used—but also 
age, national origin, religion, disability, sexual orientation, socioeconomic status, education, marital 
status, language, and physical appearance. It also involves different ideas, perspectives, and values 
(Racial Equity Tools, 2020). 

• Document review: A review of a variety of existing sources (e.g., documents, reports, data files, and 
other written artifacts) with the intention of collecting independently verifiable data and information.  

• Equity: Equity is the belief that every student matters and should be afforded the opportunities, 
resources, and supports necessary to succeed. In order to achieve educational equity, efforts must 
be intentional, accountable, and contextual. Providing equitable learning environments requires an 
examination of systemic policies and practices, school climate, student access to support for rigorous 
curriculum, and teaching and learning.  

• Ethnicity: Ethnicity categorizes people based on geography, origin, shared values or worldviews, 
culture, language, religion, or history. 

• Family, school, and community engagement (FSCE): A shared responsibility in which schools and 
other community agencies and organizations are committed to reaching out to engage families in 
meaningful ways and in which families are committed to actively supporting their children’s learning 
and development. Effective FSCCE cuts across and reinforces learning in the multiple settings where 

https://www.diversity.pitt.edu/education/diversity-equity-and-inclusion-glossary
https://www.diversity.pitt.edu/education/diversity-equity-and-inclusion-glossary
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children learn- at home, in prekindergarten programs, in school, in after school programs, in faith-
based institutions, and in the community (NAFSCE, 2010). 

• Focus group: A group of people engaged by a trained facilitator in a discussion designed for sharing 
observations and insights on a specific topic.  

• Focus group protocol: A set of guidelines that detail the main goal of the study, the target population, 
the location of the focus group, and the discussion questions that will be asked of participants. The 
protocol also reviews how the confidentiality of participants will be maintained and whether there are 
any risks to participants. If provided, compensation to participants will also be described in focus group 
protocol.  

• Focus group students: the designation in the MCPS Equity Accountability Model for all students who 
are Black/African American or Hispanic/Latino, and for all other student groups who receive FARMS 
services (Education Resource Strategies, 2019). 

• Formative data: A type of data that is collected at various points of time during a course, program, or 
academic year to provide ongoing feedback for improvement. 

• Hate bias incident: Acts characterized by some expression of hate or bias against a particular group, 
or towards an individual because of their membership in that group. Hate bias incidents may range 
from acts of ignorance or indifference, to acts directed to inflict harm (University of Maryland: Office of 
Diversity & Inclusion, 2022). 

• Higher-need schools: Schools in MCPS with a greater percentage of FARMs students. They may also 
be referred to as “Focus schools” or “Impacted Schools” (Education Resource Strategies, 2019). 

• Historically underrepresented: Historically underrepresented refers to the past and current 
discrimination of people by social and governmental institutions based on their race or other identities.

• Inclusive: Authentically bringing traditionally excluded individuals and/or groups into processes, 
activities, and decision/policy making in a way that shares power (Racial Equity Tools, 2020). 

• Likert scale: A rating system used to measure attitudes or opinions. In the stakeholder surveys, 
the Likert scale offers five options that range from “Strongly Agree” to “Strongly Disagree,” including 
a neutral “I don’t know” option. MAEC’s Equity Audit Tool’s Likert Scale ranges from “Latent” to 
“Advanced,” defined as follows: 

o Latent: This rating corresponds to the school/district currently not doing anything or having 
no system in place as it relates to the statement, or the school team/administrative team is not 
aware of a system or process in place. 

o Emergent: This rating corresponds to the school/office having some systems in place related 
to antiracism, but the systems being not explicit or strong. The school/office might still be 
working towards establishing policies and norms related to the topic of the statement. 

o Established: This rating corresponds to the school/office having established explicit systems 
in place related to antiracism. In many cases, to be rated as “Established,” the school/office 
needed to have created documentation regarding the statement’s topic. 

o Advanced: This rating corresponds to the school/office going above simply establishing explicit 
systems. This rating is reserved for items where a policy, process, or norm is centered on 
equity and antiracism. A school/office that rated itself as “Advanced” is focused on creating an 
environment that acknowledges and operationalizes equity to address complex issues.  

https://nafsce.org/page/definition#:~:text=Family%20engagement%20is%20a%20shared,their%20children's%20learning%20and%20development.
https://www.montgomeryschoolsmd.org/uploadedFiles/learning-journey/Board%20Report%20-%20All%20sections%20v28%209%2030.pdf
https://diversity.umd.edu/uploads/files/Hate-BiasTermsDefinitions.pdf
https://diversity.umd.edu/uploads/files/Hate-BiasTermsDefinitions.pdf
https://www.montgomeryschoolsmd.org/uploadedFiles/learning-journey/Board%20Report%20-%20All%20sections%20v28%209%2030.pdf
https://www.racialequitytools.org/glossary
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• Lived experience: Personal knowledge about the world gained through direct, first-hand involvement 
in everyday events rather than through representations constructed by other people (Oxford 
Reference, 2022). 

• Marginalization: A social process by which individuals or groups are (intentionally or unintentionally) 
distanced from access to power and resources and constructed as insignificant, peripheral, or less 
valuable/privileged to a community or “mainstream” society. This term describes a social process, so 
as not to imply a lack of agency. Marginalized groups or people are those excluded from mainstream 
social, economic, cultural, or political life (Racial Equity Tools, 2020). 

• Microaggressions: The everyday verbal, nonverbal, and environmental slights, snubs, or insults, 
whether intentional or unintentional, which communicate hostile, derogatory, or negative messages to 
target persons based solely upon their marginalized group membership (Racial Equity Tools, 2020). 

• Model minority myth: Stereotypes that characterize Asian Americans as a polite, law-abiding group 
who have achieved a higher level of success than the general population through some combination 
of innate talent and pull-yourselves-up-by-your-bootstraps immigrant striving (Blackburn, 2019). While 
individuals employing the Model Minority trope may think they are being complimentary, the term is 
related to colorism and its root, anti-Blackness. The model minority myth creates an understanding of 
ethnic groups, including Asian Americans, as a monolith, or as a mass whose unique traits and assets 
cannot be distinguished from each other (Racial Equity Tools, 2020). 

• Monitoring group students: The designation in the MCPS Equity Accountability Model for all students 
who are White and Asian and who do not receive FARMS services (Education Resource Strategies, 
2019). 

• Newcomer: A comprehensive term used to include all recently-arrived immigrants to the United 
States.  

• Open-ended (e.g., questions or responses): Questions that require a participant to answer in their 
own words instead of choosing from a set of possible answers.  

• Opt-out approach for attaining familial consent: Minors are included in a study unless their 
caregivers give their express decision to be excluded.  

• ParentVue: an online platform intended to facilitate communication between MCPS and families: 

• Perception data: Data gathered through questionnaires, interviews, and observations that helps 
educators understand what students, parents, teachers, and others think about the learning 
environment.  

• Plan-Do-Study-Act (PDSA) cycle: This cycle is shorthand for testing a change — by planning it, trying it, 
observing the results, and acting on what is learned.  

• Population: The aggregate of all elements under study having one or more common characteristics. 
An example of a population could be all Hispanic/Latino elementary school students at MCPS.  

• Purposive sampling: A form of non-probability sampling in which researchers rely on their own 
judgment when choosing members of the population to participate in their surveys. 

• Race: Race is socially created and describes a group of people who share physical and cultural traits as 
well as a common ancestry. 

• Racial and ethnic identity: An individual’s awareness and experience of being a member of a racial 
and ethnic group; the racial and ethnic categories that an individual chooses to describe him or herself 

https://www.oxfordreference.com/view/10.1093/oi/authority.20110803100109997
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based on such factors as biological heritage, physical appearance, cultural affiliation, early socialization, 
and personal experience (Racial Equity Tools, 2020). 

• Racism: Racism involves one group having the power to carry out systematic discrimination through 
the institutional policies and practices of the society and by shaping the cultural beliefs and values that 
support those racist policies and practices (Racial Equity Tools, 2020). 

• Relational trust: Distinct role relationships characterized by social exchanges. Each party in a 
relationship maintains an understanding of their role’s obligations and holds some expectations about 
the obligations of the other parties. For a school community to work well, it must achieve agreement 
in each role relationship in terms of the understandings held about these personal obligations and 
expectations of others (Schneider, 2003). 

• Sample: A part of a population. Respondents selected out of the population are considered a “sample.” 
The process of selecting respondents is called “sampling.”  

• School climate: The quality and character of school life and based on patterns of students’, parents’, 
and school personnel’s school life experience; it also reflects norms, goals, values, interpersonal 
relationships, teaching and learning practices, and organizational structures. It is how comfortable 
stakeholders like students, their families, and teachers feel in a school (National School Climate Center, 
2021). 

• School culture: The beliefs, perceptions, relationships, attitudes, and written and unwritten rules that 
shape and influence every aspect of how a school operates. School culture also includes more concrete 
issues, like the physical and emotional safety of students, the orderliness of classrooms and public 
spaces, and the degree to which a school embraces and celebrates racial, ethnic, linguistic, or cultural 
diversity (Great School Partnerships, 2013).

• Social emotional well-being: The ability to understand and manage our emotions and to form social 
connections and relationships with the world around us. Strong social emotional health enables an 
individual to integrate their thoughts, emotions, and behaviors in a way that supports greater health 
and well-being in life (Kaiser Permanente, 2022).  

• Stakeholder: An individual, group, or organization that is affected by or affects the actions of an 
organization.  

• Statistical significance: A measure of the probability that a result could not have happened by 
chance.  

• Stereotype: A set of cognitive generalizations (e.g., beliefs, expectations) about the qualities and 
characteristics of the members of a group or social category. Stereotypes simplify and expedite 
perceptions and judgments, but they are often exaggerated, negative rather than positive, and 
resistant to revision even when perceivers encounter individuals with qualities that are not congruent 
with the stereotype (APA, n.d.-c). 

• Stigmatize: The marking, labeling, or spoiling of an identity, which leads to ostracism, marginalization, 
discrimination, and abuse (University of Pittsburgh: Office for Equity, Diversity, and Inclusion, 2022). 

• Summative data: A type of data that is collected at the end of a period of time to measure the extent 
that goals were met for a course, program, or policy. 

• System-wide or systemic: Working with and across every aspect of the school system. Systemic 
implementation means programs, practices, roles, and expertise are aligned and coordinated into 
an interdependent whole to ensure every learner benefits equitably from access, opportunity, and 
support across the school and district (Wisconsin Department of Public Instruction, 2022). 
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• Theory of change: a concept that represents an organization’s collective beliefs about the causal 
relationships between focus areas for action and desired outcomes. A theory of change grounded 
in racial equity makes explicit the organization’s stance as it relates to students of color, both its 
desired outcomes and the levers it believes it must employ to achieve them, and is developed with the 
community it serves (Cheatham, 2020). 

• Triangulate: The practice of using multiple sources of data to balance out the strengths and 
weaknesses of a single source of data and verify the consistency of findings.  

• Two-way communication: When schools and families engage in frequent, equal, and fair listening and 
respect for the other’s contribution to the dialogue. 

• Underrepresented religious group: The percentage of people who are affiliated with non-Christian 
religions (with the exception of Jehovah’s Witness) are very low in comparison to the percentage 
of those affiliated with evangelical Protestantism, mainline Protestantism, and Catholicism. 
Underrepresented religious groups identified in the MCPS Antiracist System Audit included: Islam, 
Sikhism, Buddhism, Judaism, Jehovah’s Witness, Hinduism, and Seventh Day Adventist (PRRI, 2021). 

• Universal survey link: A type of survey on a virtual platform that can be filled out by anyone who has 
a link to the survey, without tracking metadata about the participants. 

https://pelp.fas.harvard.edu/files/pelp/files/pel096p2.pdf
https://www.prri.org/research/2020-census-of-american-religion/
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