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Since the 2016 school year, the Ogden International School has partnered with Single Story, Inc. (SSI) in 
the development of diversity programming and initiatives for its community. In late 2015, Dr. Michael 
Beyer, principal at Ogden, approached Brian Corley, CEO of Single Story, Inc. (SSI) to learn more about 
SEED (Seeking Educational Equity and Diversity) and other diversity initiatives that Brian was leading at 
Near North Montessori School. Because the work of SSI is in alignment with the mission of Ogden, Dr. 
Beyer invited/contracted SSI to conduct a SEED workshop and other initiatives to support the diversity 
work the school was already engaged in.  
 
One of the diversity supports SSI provides includes SEED (Seeking Educational Equity and Diversity). In 
year one, 18 Ogden faculty and staff members began the nine month diversity seminar series in 
September 2016 to help develop the language and introspective lens necessary to effectively engage in a 
multicultural and diverse community.  Additionally, eight Ogden parent and community members began 
Parent SEED concurrently with Staff SEED. These groups were separate, yet engaged in similar work.  
 
SEED is a group process of sharing personal stories and listening to the stories of others. For both staff 
and parent SEED members, SEED offers the opportunity to revisit experiences on gender, ethnicity, race, 
class, and sexual identity that have influenced perspectives.  SEED also creates space for members to 
become aware of others’ views on such topics on a personal, institutional and societal level. Each of the 
2.5 hour long sessions delve deeply into current scholarship centered on systemic and pragmatic issues 
that challenge participants to think about the complexity of problems in a broad and nuanced way. 
Additionally, each session takes participants on a journey through storytelling and story listening which 
give context and meaning to systemic issues. Collectively, an experience is created that is transformative 
for participants.  
 
In its second year, Staff and Parent SEED has grown, beginning with 39 staff members and 42 parent 
volunteers. Those numbers have decreased a bit over time due to scheduling issues and our three strikes 
and you’re out rule; however, the intensity and pace of learning remained. SSI has also conducted specific 
and targeted trainings for Ogden staff and students, including Managing Implicit Bias training for hiring 
and leadership teams; Navigating our Politics of Location - understanding the multiple layers of identity; 
and Celebrating our Multicultural Selves - students exploring their multiple identities and shifting a focus 
of interactions from intentions to the impact on others. In the coming weeks, we are scheduled to conduct 
another workshop for students, faculty, staff, and parents, titled - SPEAK UP - Identifying and 
Confronting Bias and Prejudice.  
 
Since the genesis of our partnership, SSI has helped develop, formalize, and support the parent led 
Diversity Committee, teacher led Diversity Advocacy Team (DAT), and the Ogden hiring team. The 
mission of the Diversity Committee is to:  
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Foster an environment of inclusion in which differences are acknowledged, celebrated, and  
welcomed. This committee strives to create a community of awareness and deepen  
understandings of identities like race, gender, sexual identity, socioeconomics, learning  
differences, able-bodiedness, religion, national origin, etc.  
 
The work of the committee will focus on assessing and addressing the diversity-related needs of  
the Ogden/Jenner community; sponsoring events and learning opportunities that allow all  
constituents to feel supported, secure, validated, and important. The committee will advise and  
provide counsel to the principal on issues of equity and the implementation of the strategic goals.  
Diversity Committee meetings are open to the entire Ogden/Jenner community. 

 
The DAT task force is committed to strengthening programming, curriculum, and other internal structures 
that impact the experience of students and faculty members. Their work includes auditing curriculum, 
exploring new cultural pedagogical approaches to teaching, participating on hiring teams, etc. Its mission 
and focus is as follows: 
 

DAT comprises of a small, diverse group of faculty, staff, and administration who are committed  
to organizing and implementing institutional transformation for the benefit of all members of the  
Ogden/Jenner community. Members will act as advisors in supporting the Principal in meeting  
diversity initiatives and providing the framework needed to reach planned goals.  

 
The Diversity Advocacy Team’s initiatives include: 

● Shaping awareness of biases within the Ogden/Jenner community through education and 
analyzing the specific barriers to change; 

● Fostering a Ogden/Jenner community wide commitment to dismantle biases and 
establish an inclusive mindset; 

● Developing an action plan for ways to counteract biases and to dismantle structures that 
create bias, whether institutional, curricular or personal; 

● Developing cultural identities within the Ogden/Jenner community based on a group’s 
customs, values, and concerns; 

● Attending diversity conferences and trainings that focus on strategic planning for 
advancing diversity initiatives. 

● Serve as “gatekeepers” and liaison in the hiring process to make sure equitables 
practices are used and a concerted effort to diversify the faculty is present.  

 

The vastness and complexity of work that Ogden and SSI have partnered on since 2016 is important to 
acknowledge; however, it is only the beginning of developing an inclusive and equitable diversity 
program for the community. To give the Ogden/Jenner community direction in its future diversity 
endeavors, SSI created a custom survey for the Ogden community, along with focus group interviews to 
draw out diversity imperatives for committees like the Diversity Committee and DAT to engage with. The 
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survey and focus group sessions focused on a number of questions that were aimed at providing Ogden 
with a broad, yet nuanced cross-section of community members experiences and opinions. The 
recommendations outlined in this report are a result of data analysis of both the survey and focus group 
conversations with members from the Ogden community, which consists of students, administrators, 
faculty, staff, and parents. The following are demographics from each respective group: 

 

Student Demographics 
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Faculty - Staff - Administration Demographics
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Parent Demographics
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The survey was organized into eight distinct categories: School Culture and Climate; Bias and 
Discrimination; Engagement with the School Community; Experiences with Staff (student only) - 
Collegial Experiences (staff only); Classroom Experiences; Availability of Resources; Inclusiveness and 
Multiculturalism; and Overall School Experience.  Each section had a number of questions that were 
aimed at providing Ogden with a greater insight to student, staff, and parent experiences and opinions. 
The recommendations outlined in this report are a result of data analysis of both the survey and focus 
group conversations with members of the Ogden community.  
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AMID Survey Summary 
 
The Assessment of Multiculturalism, Inclusion, and Diversity (AMID) survey, addressing an individual’s 
perception of how they exist within Ogden, was offered online in January 2018 with 802 student; 119 
staff; 156 parent constituent participation.  The following overview summarizes the findings of the 2018 
Ogden International School of Chicago Assessment of Multiculturalism, Inclusion, and Diversity.  
 
Each category of the AMID survey will receive an overall score followed by areas of strength and 
concern.  Strengths at Ogden are identified as all questions receiving a score of 4.5 or greater out of 5.0 
by constituents. Concerns at Ogden are identified as all questions receiving a score of 3.5 or lower out of 
5.0 by constituents. A color coded scoring system was assigned, using the following scale:  
 

4.5+ are excellent scores, indicated by blue highlighting 
4.0 - 4.4 are proficient scores, indicated by green highlighting  
3.6 - 3.9 are satisfactory scores, indicated by yellow highlighting 
3.5 and below are weak scores, indicated by red highlighting.  

 
 
 

Staff Report 
 
Ogden’s School Culture and Climate received a score of 3.7 out of 5.0 by constituents.  

 
School Culture and Climate Concerns 

● Most staff have personally witnessed exclusionary, intimidating, offensive or hostile 
conduct.  

○ Correlating focus group references in respect, belonging, and empowerment. 
● Most staff members feel like they do not belong at Ogden International School.  

○ Correlating focus group references in respect and belonging. 
 
 
Ogden Staff Experiences with Bias and Discrimination received a score of 4.5 out of 5.0 by 
constituents. 
 

Staff Experiences with Bias and Discrimination Strengths 
● Most staff believe that they are able to readily recognize ethnic/racial, cultural, gender, 

religious, socioeconomics, ability, and sexual orientation bias when they see it.  
● Most staff have never personally experienced overt or implicit bias, discrimination, or 

harassment when interacting with colleagues due to their religious affiliation, 
socioeconomic status, ability, or sexual orientation.  
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● Most staff have never personally experienced overt or implicit bias, discrimination, or 
harassment when interacting with students due to their religious affiliation, ability, or 
sexual orientation. 

● Most staff have never personally experienced overt or implicit bias, discrimination, or 
harassment when interacting with families due to their religious affiliation, ability, or 
sexual orientation. 

● Most staff have never personally experienced overt or implicit bias, discrimination, or 
harassment when interacting with administration due to their ethnicity/race, gender, 
religious affiliation, socioeconomic status, ability, or sexual orientation. 

● Most staff have rarely witnessed/heard overt or implicit bias, discrimination, or 
harassment when interacting with colleagues due to their religious affiliation or sexual 
orientation. 

● Most staff have rarely witnessed/heard overt or implicit bias, discrimination, or 
harassment when interacting with students due to their religious affiliation. 

● Most staff have rarely witnessed/heard overt or implicit bias, discrimination, or 
harassment when interacting with families due to their gender, religious affiliation, or 
sexual orientation. 

● Most staff have rarely witnessed/heard overt or implicit bias, discrimination, or 
harassment when interacting with administration due to their ethnicity/race, gender, 
religious affiliation, socioeconomic status, ability or sexual orientation. 

 
 
Ogden Staff Engagement with the School Community received a score of 2.8 out of 5.0 by 
constituents. 
 

Staff Engagement with the School Community Concerns 
● Most staff only sometimes or rarely engage in conversations about diversity, race, or 

inclusion when interacting with colleagues, students, families or administration.  
● Most staff only rarely or never speak up about injustices that they observe against 

themselves when interacting with colleagues, students, families, or administration.  
● Most staff only sometimes or rarely speak up about injustices that they observe against 

others when interacting with colleagues, families, or administration.  
 
 
Ogden Staff Collegial Experience received a score of 3.8 out of 5.0 by constituents.  
 

Staff Collegial Experience Concerns 
● Staff feel that they have to work harder than their colleagues due to their ethnicity/race or 

gender to be perceived as a good teacher/staff member. 
● Staff have heard other staff members express stereotypes based on ethnicity/race, gender, 

socioeconomic status and ability.  
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The following reports the breakdown on the number of colleagues that staff members 
feel comfortable asking to meet for advice or personal support on bias and discrimination. 

 
 
Ogden staff’s Knowledge of Availability of Resources received a score of 3.6 out of 5.0 by constituents. 
 

Staff’s Knowledge of Availability of Resources Concerns 
● Most staff is unaware of resources to help address or combat ethnic/racial, gender, 

religious, socioeconomic, ability or sexual orientation harassment.  
● Most staff that approached a colleague or administration with an issue related to 

ethnic/racial or religious harassment, did not feel that their concern was taken seriously.  
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