
 
 
 
 
 
 
 
 
 
 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 
This meeting is a meeting of the Board of Education in public for the purpose of conducting the School District’s Business and is not 

to be considered a public community meeting.  There is time for public participation during the meeting as indicated in agenda item 

“Call to the Public.” 

 

 

Board of Education 
Special Meeting 

Wednesday, May 13, 2020 
7:00PM 

BECC Building, Board Room 
125. S. Church Street 
Brighton, MI  48116 

 

I. Call to Order              

II. Pledge of Allegiance 

III. Roll Call 

IV. Call to the Public 
  
V. Interviews for Superintendent Search Consultant Firm 
 A.  7:00 p.m.  Michigan Leadership Institute . . . . . . . . . . . . . . . . . . . . . . .                                                

B.  7:30 p.m.  Hazard, Young, Attea, & Associates . . . . . . . . . . . . . . . . . 
C.  8:00 p.m.  Michigan Association of School Boards. . . . . . . . . . . . . . . 
D.  8:30 p.m.  Ray and Associates. . . . . . . . . . . . . . . . . . . . . . . . . . . . . . 
E.  9:00 p.m.  McPherson & Jacobson. . . . . . . . . . . . . . . . . . . . . . . . . . . . 
F.  9:30 p.m.  The Bryan Group . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . . 

 
 

VI. Special Board Meeting – Wednesday, May 20, 2020 
Regular Meeting – Tuesday May 26, 2020 
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VII. Adjournment 
 



 
 
May 4, 2020 
 
 
Andy Burchfield, President 
Board of Education 
Brighton Area Schools 
125 S. Church St. 
Brighton, MI 48116 
 
Dear Mr. Burchfield: 
 
Thank you for providing the opportunity for Michigan Leadership Institute to submit a proposal for 
assisting your board in its search for a new Superintendent. We believe we have the experience and 
expertise that will result in the selection of an outstanding and inspirational leader for Brighton Area 
Schools – one who can continue to build upon the great work already in place. 
 

Our Experience 
The Michigan Leadership Institute is proud to have a well-founded reputation as the foremost provider of 
high quality, research-based leadership services in Michigan. Since 1999, we have conducted over 350 
successful superintendent/organizational leader searches across the state of Michigan on behalf of K-12 
school districts, ISDs and ESDs, Middle Cities Association, the Michigan Department of Education, colleges 
and other non-profit organizations.  

 
Our Expertise 
In addition, MLI conducts ongoing research on the art and science of public leadership and delivers 
leadership and governance academies. This expertise will help ensure that your next leader embodies the 
leadership qualities and characteristics important to your district. By virtue of the many searches we have 
conducted and a concerted effort to understand and implement searches in compliance with applicable 
regulations, Michigan leadership Institute knows the requirements of FOIA and the Michigan Open 
Meetings Act and can help your district avoid pitfalls with respect to these requirements. 

 
Our Network 
MLI has an extensive network of contacts for recruiting top quality candidates for its searches. 
Superintendents who have been appointed through the MLI search process have demonstrated 
outstanding leadership and longevity. We attribute this success to our intentional efforts to present 
candidates that best match the goals, vision, and values of the school districts/organizations.  
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By virtue of the many searches conducted and a concerted effort to understand and implement searches 
in compliance with all applicable laws and regulations, Michigan Leadership Institute can help avoid 
pitfalls and/or errors with respect to these requirements. 
 

Our Guarantee 
We will guarantee a successful search with our search process. This means, first, that the search will 
continue until you have an acceptable candidate. It also means that if MLI endorses the candidacy of the 
selected candidate and he/she chooses to leave the district within one year of appointment for reasons 
other than personal health or that of an immediate family member, we will conduct another search on an 
expenses only basis. Our commitment is to provide your district with an outstanding new leader and a 
flawless search process. 

 
Our Support 
MLI will conduct an orientation workshop with your board and new superintendent to help establish 
shared expectations and understandings. We find that this early step can contribute greatly to an effective 
and long-lasting working relationship. In addition, MLI will be a mentor resource for your new 
superintendent for his/her first year in the superintendent position in your district. 
 
This packet includes the following information relating to this proposed search and our organization: 

• Process and timeline 

• Professional fee 

• Biographical summaries of MLI’s search professionals 

• References. 
 
As a matter of standard business practice, our proposal is offered with the expectation that it will be held 
in confidence until all proposals are presented publicly. 
 
Note that this process can be customized to meet your district’s needs. For additional information about 
Michigan Leadership Institute, or the search process, please contact Michigan Leadership Institute 
Regional President John Silveri at 248-420-9354, or email jsilverimli@gmail.com.  You may also contact 
me directly at 810-591-3251 or stunnicliff@geneseeisd.org. 
 
Sincerely, 

 
Steven W. Tunnicliff, Ph.D. 
Executive Director, Michigan Leadership Institute 
Associate Superintendent, Genesee Intermediate School District 
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Firm Profile 
 
Michigan Leadership Institute is a Michigan-based business, which focuses on meeting the needs of Michigan 
school districts. Our mission is to make Michigan’s communities better places to learn and live by developing, 
deploying and supporting outstanding and inspirational local public leadership. 

 
MLI was founded in 1998 by Dr. Timothy Quinn who served as President of the organization until 2008 when 
Dr. Michael Wilmot became President/CEO. In 2018, Genesee Intermediate School District assumed 
ownership and operations of Michigan Leadership Institute, under the direction of Dr. Steven Tunnicliff, 
Executive Director.  
 
We believe that the children and communities of Michigan are best served by ethical, competent and 
sustained leadership in our public schools. Consistent with our mission, we acknowledge that strong 
leadership for any school system is dependent upon the effective and ongoing development of educational 
leaders—thus we are in our 19th year of providing leadership to aspiring superintendents through our MLI 
SUPES Academy. In addition, we recognize that each school district is unique and that matching the needs of 
the district with the skills and attributes or their next superintendent requires an understanding of the district 
and community—thus we employ Regional Presidents that are keenly aware of their respective regions and 
dedicate the time necessary to listen and identify the unique needs of their districts in order to find the best 
“fit” for their next superintendent. Lastly, as former superintendents, our entire MLI Team understands the 
challenges of the superintendency and the need for ongoing collegiality and support—thus we commit to 
supporting your newly hired superintendent over the course of their first year, beginning with a governance 
workshop with the Board of Education and its new leader.  
 
Our philosophy as an organization is one of service to children and communities by providing comprehensive 
and ongoing services to schools across Michigan—to develop, deploy and support outstanding leaders.  

 
We are guided by the following principles: 

• The Calling - The calling to leadership is an internal calling and a prerequisite for outstanding 
leadership. 

• Mastery - Continuous pursuit of mastery in physical, social/emotional, and intellectual self 
expands a leaders’ strength and effectiveness. 

• Service - Outstanding leaders define themselves and grow by viewing leadership as service to 
others. 

• Trust/Integrity – Honest and open communication is integral to building and maintaining a 
trusting relationship. 

• Competence – High quality performance and competence depend on clear articulation of 
desired outcomes and processes for continuous improvement. 
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The Michigan Leadership Institute is proud to have a well-founded reputation as the foremost provider of high 
quality, research-based leadership services in Michigan. Since 1999, we have conducted over 350 successful 
superintendent/organizational leader searches across the state of Michigan on behalf of K-12 school districts, 
ISDs and ESDs, Middle Cities Association, the Michigan Department of Education, colleges and other non-
profit organizations.  

 
MLI has an extensive network of contacts for recruiting top quality candidates for its searches. 
Superintendents who have been appointed through the MLI search process have demonstrated outstanding 
leadership and longevity. We attribute this success to our intentional efforts to present candidates that best 
match the goals, vision, and values of the school districts/organizations. 
 
By virtue of the many searches conducted and a concerted effort to understand and implement searches in 
compliance with all applicable laws and regulations, Michigan Leadership Institute can help avoid pitfalls 
and/or errors with respect to these requirements. 
 
Michigan Leadership Institute offers a wide range of professional services that support school district 
leadership teams including: Executive Searches, Board Governance, Strategic Planning, Facilitated 
Evaluations, Negotiations Support, Facilities Utilization Projects, Superintendent Mentoring, Aspiring 
Superintendent Preparation (MLI SUPES Academy), and specific Program Reviews. Approximately 1/4 of the 
current Superintendents in Michigan are graduates of the MLI SUPES Academy. 
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Why Select Michigan Leadership Institute as Your 
Professional Search Partner 

 
• We have a proven record of accomplishment for successful search process management and 

placements who are successful in their new positions.   
 

• We thoroughly check applicants’ backgrounds prior to presenting to you, so you will have no “surprises” 
during the final stages of your search process. 

 

• We provide a board/superintendent orientation workshop after the new leader is on the job to help get 
the relationship off to the right start. 

 

• We provide on-going support to your new leader during their first year on the job. 
 

• We are highly sensitive to confidentiality issues and very experienced with meeting the requirements 
of the Michigan Open Meetings Act and FOIA. 

 

• We have the extensive leadership networks to ensure a strong candidate pool. 
 

• We provide the highest quality, professional services at a good value. 
 

• The cost of an unsuccessful or ineffective search will far exceed the price of a Michigan Leadership 
Institute search both in dollars and in impact on students and community. 
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Search Process 
 
Michigan Leadership shall fulfill the Scope of Services as required by the Board of Education as indicated by 
our Search Process: 

 

The Planning and Preparation Stage 
• Discuss and agree upon search activities, budget and services to be performed. 

• Establish search calendar customized to your district’s needs. 

• Consult with the Board regarding compensation, benefits and other contractual provisions for the 
position. 

• Consult with the Board, and with others as determined by the Board, to gather input regarding the 
organization’s leadership needs.  This step may include forums with staff and community members. 

• Develop an organizational and community profile to identify the unique attributes of the community 
and the district. 

• Prepare and agree upon the position profile and specifications.  

 

The Implementation Stage 
• Place advertisements in state (as part of proposed fee) and national professional publications (for an 

agreed upon additional fee) and online educational job posting sites, as approved. 

• Develop an online search brochure; announce position to educational professionals and recruiting 
contacts. 

• Make personal contacts and calls to recruit top-quality candidates. 

• Communicate with potential candidates. 

• Screen applicants and help to identify potential candidates that best meet the profile created by the 
Board of Education. 

• Conduct reference checks. 

• Contact candidates prior to presentation to the Board. 

• Present all applicants to Board for consideration; Board will discuss and determine the candidates to be 
interviewed in open session.  

• Conduct orientation workshop on appropriate and successful interviewing techniques and preparation 
for district visitation(s) if desired.  

• Attend candidate interviews and facilitate board discussion, if desired. 

 

The Final Stage 
• Communicate with unsuccessful candidates.  

• Mediate employment agreement; provide contract/salary information to district. 

• Facilitate orientation workshop with the new leader and the Board. 

• Be on call to provide professional support and mentoring to the new leader as requested during his or 
her first year on the job. 

 
As part of the Search Process, MLI provides assistance with the development of an online search brochure 
and posting of the search brochure on the MASA, Applitrack and the MLI website.   
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The Michigan Leadership Institute is known throughout Michigan for its superintendent preparation program: 
MLI SUPES Academy. Currently in its 19th year, the SUPES Academy puts MLI in the unique position of 
developing and supporting aspiring superintendents. Over 725 aspiring leaders have completed this 
preparation program including 25% of the current superintendents in Michigan. Although intended as a 
program to develop the skills and attributes necessary for success in the role of superintendent, the SUPES 
Academy also serves as an opportunity for MLI to identify high-quality superintendent candidates. As such, 
the SUPES Academy is a “pool” of candidates that MLI accesses when reaching out to prospective applicants. 
However, the fact that we have conducted over 400 searches in Michigan also serves MLI well in identifying 
top candidates. Lastly, with Regional Presidents across Michigan, who maintain close ties to superintendents 
and other high-level leaders through our various services (strategic planning, leadership coaching, 
governance—to name a few), and our participation in MASA, Metro Bureau and other leadership 
organizations, we are able to develop and sustain a large network of current and aspiring leaders from which 
to draw upon when recruiting top candidates to a vacancy.  

 
Our process for screening applicants includes a thorough review of all application materials, Google searches, 
networking and conversations with viable candidates prior to the Board selecting those it wishes to 
interview.  Once the interview field is discussed and established in open session, and the confidentiality of 
applicants is no longer an issue, we contact the references provided by the interviewees in addition to 
colleagues the interviewees have worked with and for.  We often have the inherent benefit of having screened 
applicants previously during other searches.  In all searches, MLI Regional Presidents consult with one another 
and share knowledge and information on all applicants throughout the process.  

 
Note: State-mandated background checks (fingerprinting), and requirements under PA 189 are the 
responsibilities of the employer and thus must be conducted by the district once a final candidate is selected.  
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Proposed Search Timeline 
 

Week 1: Meet with Board of Education to gather background, establish parameters of search, agree 
upon timeline and compensation parameters 

 
Week 2: Meet with Board and designated staff and community groups to develop 

organization/community profile and candidate profile; develop and approve position 
announcement and search brochure 

 
Weeks 3-8:  Post position, place ads, printing and distribution, accept applications until 4:00 p.m. on 

agreed upon date  
 
Week 9: Applicant screening and reference checks  
 
Week 10: Presentation of applicants and determination by Board of candidates to interview  
 
Week 10-11: Initial interviews conducted 
 
Week 11: Board visitation to finalist work site or hosting of finalists to Brighton Area Schools for a 

district tour/community meet and greet, as determined by the Board 
 
Week 12: Selection of finalist, negotiation of agreement, appointment of new leader 
 
Note:  This timeline can be customized to meet your district’s needs. 
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Brighton Area Schools 
Superintendent Search 

 

Search Activities Timeline 
 

 

Week of May 25 Meet with Board of Education to gather input, establish parameters of 
   search, agree upon timeline 

 
May 29-June 12 Post online survey and gather data to develop candidate profile and 
(2 weeks) district/community profile; create & finalize posting  

 
June 12-July 13 Post position, place ads, accept applications until 4:00 p.m. 
(4 ½ weeks) on agreed upon date (Mon., July 13)  

 
Week of July 20 Presentation of applicants and determination by Board of candidates 

to interview 

 
Week of July 27 First round interviews conducted; finalists determined 

 
Week of Aug. 3 Finalist interviews conducted; finalist meetings with  

stakeholder groups (i.e., staff, parents, community) 

 
Week of Aug. 10 Board visitation to finalist work site  

  
Week of Aug. 17 Selection of superintendent 

 
Week of Aug. 24 Board action to hire new superintendent 

 
Mon., Sept. 8 First official work day for new superintendent 

Page 11



 

 

 
 

MLI Search Facilitation 
 
MLI searches are led by a regional president who facilitates the search and acts as the direct contact with the 
board, community, and candidates.  All MLI searches are supported by the full team of MLI regional presidents 
who collaborate on the search effort to ensure that the best-qualified candidates are brought forward for 
consideration.  MLI Regional Presidents are well equipped to both lead and support searches.  MLI Regional 
Presidents have extensive experience in the Superintendent Search Process, enhanced by their own personal 
longevity and success in the role of Superintendent—a recognized strength of the Michigan Leadership 
Institute Team.  Superintendent candidates often appreciate working with individuals who have served as a 
superintendent themselves and understand the challenges of the search process, the role of superintendent 
and the attributes of a high-functioning governance team.  

 
John Silveri, MLI Regional President for Southeast Michigan will be leading this search. Mr. Silveri’s career in 
public education included service to five Metropolitan Detroit area school districts as a teacher, counselor, 
principal, human resources director, assistant superintendent and superintendent. His 24 years as an 
administrator in Wayne, Oakland and St. Clair counties included almost 14 years in Allen Park Public Schools, 
five and a half years as Superintendent of Marysville Public Schools, and nearly five years as Superintendent 
of Waterford School District. Since his retirement, Mr. Silveri has assisted Birmingham Public Schools as its 
Interim Assistant Superintendent for Human Resources, Interim Deputy Superintendent and Interim 
Superintendent and Ferndale Public Schools as its Interim Deputy Superintendent for Human Resources.  

 
Mr. Silveri has served as Chairman of a North Central Association visiting accreditation team and as a member 
of the Board of Directors of the Marysville Chamber of Commerce, the Waterford Coalition for Youth, the 
Detroit Metropolitan Bureau of School Studies and the Board of Education of the St. Clair County Intervention 
Academy. He has also served as President of the Wayne County Negotiators and Personnel Administrators 
Association and as President of the Rotary Club of Marysville. He was most recently a member of the Board 
of Directors of the Interfaith Leadership Council of Metropolitan Detroit.  

 
Mr. Silveri holds a Bachelor of Science in Education degree from Central Michigan University, a Master of Arts 
degree in Guidance and Counseling from Eastern Michigan University, and an Education Specialist degree in 
Administration from Wayne State University. He is a graduate of the MASA Courageous Journey Program and 
the Michigan Leadership Institute Superintendent Preparation Series Academy.  

 
Mr. Silveri has been the Michigan Leadership Institute's Regional President for Southeast Michigan since 
2015.  During this time he has supported various school districts with superintendent searches, strategic 
planning, grade level reconfiguration, board governance and leadership coaching.  Mr. Silveri is a lifelong 
learner who stays abreast of current developments and trends in public education and continues to grow 
through his ongoing experiences with school districts and educators throughout Southeast Michigan and 
beyond. 
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Michigan Leadership Institute Staff 
 
The following MLI Regional Presidents will support Mr. Silveri with your search effort: 

 
Regional President for Eastern Michigan-Charles Andrews.  Retired Superintendent of Marysville Public 
Schools for 18 years.  

 
Regional President for Northern Michigan-Mike Hill.  Retired Superintendent of Traverse Bay Area 
Intermediate School District for eleven years. 31 years in education as teacher, coach, athletic director, 
principal, assistant superintendent and superintendent.   

 
Regional President for Southwest Michigan-David Killips.  Retired Superintendent of the Chelsea Public 
Schools for 10 years and Superintendent of Reed City Schools for 5 years.  

 
Executive Director, Steve Tunnicliff, Ph.D. Dr. Tunnicliff served as a teacher, coach, principal, assistant 
superintendent, and superintendent at the local district level for 19 years. Dr. Tunnicliff was selected as 
the MASA Region 5 Superintendent of the Year in 2015 and in 2016 became the Associate Superintendent 
of the Genesee Intermediate School District. As Associate Superintendent, Dr. Tunnicliff oversees areas 
that include legislative and public relations, communications, and philanthropic activities of the 
countywide school district and the nonprofit Genesee County Education Foundation. He also oversees the 
Greater Flint Educational Consortium, a collaboration between the 21 local school districts, the four higher 
education institutions in Genesee County, the Community Foundation of Greater Flint, and the F lint and 
Genesee Chamber of Commerce. 

 
Steve has taught leadership courses in the Educational Specialist Program at the University of Michigan -
Flint since 2013, allowing him to pursue his passion for cultivating future leaders. Dr. Tunnicliff currently 
serves as the President of MASA Region 5 and sits on numerous advisory boards throughout Genesee 
County and beyond.  

 
Dr. Tunnicliff earned his bachelor’s degree from the University of Michigan, Ann Arbor; a master’s degree 
in administration from Central Michigan University; and both a specialist and doctoral degree from 
Oakland University in Educational Leadership.  
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Proposed Search Plan 
 
The initial meeting with the Board of Education is critical to determine the preferred method of 
communication.  Typically, the Board President is the primary point of contact, with the Administrative 
Assistant to the Superintendent and Board of Education assisting with logistics (i.e., meeting times and 
locations) and the dissemination of messages and information. 

 
This is an integral part of every search we conduct.  Our primary direction is from the Board of Education 
however, it is our practice to meet directly with various groups of stakeholders (staff members, high school 
students, parents and community members) to gather their recommendations in the process.  We look to the 
Board of Education for guidance and input as to which specific groups of stakeholders it wishes for us to meet 
with directly. In order to seek input of the entire community, the Board may also choose to utilize an online 
survey of stakeholders, as provided by MLI, in addition to face-to-face meetings with stakeholder groups. 

 
Although rare, our most significant challenges have arisen when Boards of Education have chosen not to honor 
the process we all agree to follow at the beginning of the search process.  In every instance where the process 
was followed with fidelity, we have been successful.   

 
The Administrative Assistant to the Superintendent and Board of Education is the key point of contact for 
support with scheduling meetings, disseminating information, etc.                                                        
 
We expect a commitment from all members of the Board of Education to be present and engaged 
throughout the process, and to honor the process.     
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Anticipated Fee Structure 

 
Michigan Leadership Institute will provide basic services as outlined below in the process of conducting a 
search for the position of Superintendent.  Specific services to be provided shall include the following: 

 
1. Advise the board on parameters of the overall search process. 
2. Establish a timeline of duties and responsibilities for the conduct of the search. 
3. Facilitate meetings of the faculty, staff, stakeholders and board as required to assist in articulating the 

candidate profile and points of district pride for inclusion in the position announcements. 
4. Develop and post a standard search flyer and announcements; recruit a qualified candidate pool. 
5. Receive applications, communicate with candidates, conduct paper screen, check references, and 

analyze all applications relative to the profile developed by the Board of Education.   
6. Conduct orientation session with the board on interview process and protocol. 
7. Attend initial candidate interviews and facilitate board discussions. 
8. Communicate with unsuccessful candidates. 
9. Mediate employment agreement as requested by the board; provide contract/salary information to 

district. 
10. Facilitate orientation workshop with the new leader and the board to develop mutual expectations and 

understandings.   
11. Be on call to provide professional support and mentoring to the new leader as requested during his or 

her first year on the job. 
 

The above-noted services will be provided for $6,800.00 plus direct expenses not to exceed $800.00. Please 
note that the professional services and the professional fees may be modified and customized to suit your 
district’s needs. 
 
Said fee covers all costs associated with the search including Michigan Leadership Institute staff time, 
development of posting brochure, online search announcement, job posting, marketing of the vacancy, and 
associated office expenses. Also included is an optional online survey, produced and analyzed by MLI, and 
hosted on the district website. MLI staff mileage will be billed to the district on an actual cost basis (at the 
current mileage rate issued by the IRS), as well as any national advertising approved by the Board of Education.  
Fees will be invoiced and payable in three equal installments: upon commencement of search, upon 
recommendation of candidates, and upon selection and appointment of the successful candidate. Expenses 
will be invoiced with the third installment. 

 
MLI Search Guarantee: If MLI endorses the candidacy of the selected candidate and he/she chooses to leave 
the district for any reason other than personal health or the health of an immediate family member during 
the first year of employment, Michigan Leadership Institute will conduct the search for a successor for direct 
expenses only. This guarantee has been utilized only twice in the history of Michigan Leadership Institute.
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SERVICE AGREEMENT 
 

Brighton Area Schools and Michigan Leadership Institute 
 
By way of this agreement, Brighton Area Schools does hereby contract with Michigan Leadership Institute 
to provide basic services as outlined below in the process of conducting a search for the position of 
Superintendent.  Specific services to be provided shall include the following: 
 

1. Advise the board on parameters of the overall search process. 
2. Establish a timeline of duties and responsibilities for the conduct of the search. 
3. Facilitate meetings of the faculty, staff, stakeholders and board as required to assist in articulating 

the candidate profile and points of district pride for inclusion in the position announcements. 
4. Develop and post a standard search flyer and announcements; recruit a qualified candidate pool. 
5. Receive applications, communicate with candidates, conduct paper screen, check references 

(NOTE: State-mandated background checks (fingerprinting), and requirements under PA 189 are the 
responsibilities of the employer and thus must be conducted by the district one a final candidate is 
selected.) and recommend approximately four to six candidates to the board for interview.   

6. Conduct orientation session with the board on interview process and protocol. 
7. Attend initial candidate interviews and facilitate board discussions. 
8. Communicate with unsuccessful candidates. 
9. Mediate employment agreement as requested by the board; provide contract/salary information 

to district. 
10. Facilitate orientation workshop with the new leader and the board to develop mutual expectations 

and understandings.   
11. Be on call to provide professional support and mentoring to the new leader as requested during his 

or her first year on the job. 
 
The above-noted services will be provided for $6,800.00 plus direct expenses not to exceed $800.00. Said 
fee covers all costs associated with the search including Michigan Leadership Institute staff time, 
development of posting brochure, online search announcement, job posting, marketing of the vacancy, and 
associated office expenses. Also included is an optional online survey, produced and analyzed by MLI, and 
hosted on the district website. MLI staff mileage will be billed to the district on an actual cost basis (at the 
current mileage rate issued by the IRS), as well as any national advertising approved by the Board of 
Education.  Fees will be invoiced and payable in three equal installments: upon commencement of search, 
upon recommendation of candidates, and upon selection and appointment of the successful candidate. 
Expenses will be invoiced with the third installment. 
 
This agreement is hereby entered into by the parties thereto as set forth below: 
 
 
 
______________________________________         _____________________________________ 
Michigan Leadership Institute                  Date      Brighton Area Schools     Date 
                  Board of Education 
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CONSULTANT PROFILE 
 
Hazard, Young, Attea, and Associates (HYA) is an executive search firm specializing in 
superintendent searches as well as strategic planning and leadership development.  When we 
place superintendents, we can also provide coaching services and facilitated evaluations at 
the request of the board and superintendent.   In the past 35 years, HYA  has successfully 
assisted with nearly 1,400 district and school administrator searches nationwide and over 500 
in the Midwestern region.  The student enrollment in these districts range from less than 500 
students to upwards of 150,000. We serve rural, urban, and suburban school districts and 94% 
of the superintendents we place stay in their position for more than three years.  In fact, we 
have had superintendents serve more than 20 years in the district in which we placed them.   
 
During a typical year, our firm conducts 40 – 60 executive searches concurrently. We find that 
the large quantity of searches puts our firm at a competitive advantage. The search volume 
places our firm and its Associates in more frequent contact with potential candidates, many 
of whom may not be actively seeking employment but are then known to the Associates and 
can thus be recruited when or if an appropriate position arises. HYA is in possession of a 
network of unique depth and breadth, and is therefore also in a stronger position to identify 
individuals who meet the unique and varied needs of its clients. Presently, HYA is represented 
by Associates from throughout the United States who assist with the firm’s mission to provide 
aggressive, thorough and quality assistance to school boards in need of identifying and 
recruiting highly qualified executives. Our Associates bring executive search experience and 
come from a broad range of educational backgrounds. 
 
In addition, HYA is supported by a back office consisting of a project manager, a business 
manager, a shared Chief Operating Officer and shared tech support staff member.  Contact 
information is:   

Glenn "Max" McGee, President 
Hazard, Young, Attea, and Associates 
1475 E. Woodfield Rd., 14th Floor 
Schaumburg, IL 60173 
phone:  224.234.6129 
fax:   847.318.6751 
email:  maxmcgee@hyasearch.com 
website:   www.hyasearch.com 
FEIN: 83-4496723 
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Moreover, Hazard, Young, Attea, and Associates (HYA) is active in national organizations 
including the American Association of School Administrators (AASA), National Association of 
Black School Educators (NABSE), the Association of Latino Administrators and Superintendents 
(ALAS), and the National School Boards Association (NSBA).  For example, we partner with 
AASA in providing free access to HYA’s Strategic Dashboard, providing and participating in 
aspiring superintendent workshops, and presenting at annual conferences.   HYA consultants 
gave eight presentations at AASA earlier this month.   Likewise, HYA’s president has presented 
at the NSBA Conference and provided pro bono support for the Illinois state affiliate (IASB) 
through conducting on line and in person workshops, presenting at conferences and regional 
dinner meetings, and assisting local boards at their request.  As additional examples, HYA’s 
partnership with ALAS currently includes doing a pro bono search for their next Executive 
Director, and an HYA consultant serves on the board of NASBE. 
 
Finally, HYA believes in supporting the profession. Two associates were past presidents of 
AASA, and HYA’s past president, Hank Gmitro, and HYA’s current president, Glenn “Max” 
McGee, have both published articles in the AASA journal.  Max is also a monthly contributor 
to the “Ethical Educator” column and his cover article, “Confronting Student Suicide,” received 
national acclaim and districts in the southwest have adopted many of the recommendations 
from that article.    
 
 

SEARCH TEAM 
HYA assigns an individual management team to each executive search that it conducts. Upon 
the concurrence of the Board, HYA proposes the following search team.  We have included a 
brief description below and attached one page resumes. 
 

HYA Associate Cell Phone Email 
Dr. Jim Morse  616.292.1599 jamesemorse@hyasearch.com 
Dr. Vickie Markavitch 248.310.7622 vickiemarkavitch@hyasearch.com 

 
  

Page 19



 

 4 

Associate James Morse 
 
Dr. James Morse has over 40 years of experience as a Superintendent, Assistant 
Superintendent for Instruction, Principal, Associate Dean of a Graduate School, Professor of 
Education and Senior Associate for Hazard, Young, Attea and Associates conducting 
Superintendent and other senior administrative position searches since 2010 in Michigan, 
Ohio, Kansas and Missouri. Dr. Morse worked for Michigan State University as a Visiting 
Professor for 30 years and for three years as a Consultant for 15 low performing schools in 
Michigan. He has presented at state conferences on Board/Superintendent Relations and was 
President of Suburban School Superintendents, a national association. He has a passion for 
finding and supporting leaders who want to improve student achievement in our nation’s 
schools. He is currently completing the superintendent search for Traverse City and recently 
led successful searches for Birmingham, Michigan, and Fort Wayne, Indiana. 
 
 
Associate Vickie Markavitch 

Dr. Vickie Markavitch has been a superintendent in Michigan, Illinois, and Indiana, including 
a ten year tenure as the Superintendent of the Oakland, Michigan, Intermediate School 
District.  She has  served suburban, urban and rural districts, large and small, both rich and 
poor. She has managed enrollment growth as well as decline, brought about financial 
stability during challenging times, passed bond and millage issues, and, most importantly, led 
efforts to successfully raise student achievement in lower performing schools. During her 
last superintendency at the county level, her organization served 28 school districts and 
200,000 students; while she, herself, worked with local superintendents and boards of 
education in the areas of governance, strategic planning, crisis management, and 
superintendent coaching. In 2007 Crains Business Detroit named her one of the most 
influential women in the metropolitan area. Working with HYA, she has served on search 
teams and led strategic planning initiatives, most recently in Watervliet, Michigan. 
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PROPOSED SEARCH PLAN 

 
 
The engage, recruit, selection and transition phases are specifically designed to meet the 
unique characteristics of the Brighton Area School District.   Here is what we provide and 
deliver: 
 

 
Engage Phase 
 

• Conduct a Planning Meeting with the Board of Education and provide a summary 
of said meeting that will detail the timeline and steps of the search process and 
decisions made by the board; 

• Survey community constituents electronically and provide a report of findings; 
• Offer focus groups or town hall/community forum meetings (face to face and on 

line) for the students, staff, parents and community in addition to the survey.  We 
have extensive experience in conducting online forums, focus groups and video 
conferences; in fact we ran an online forum for a district of 26,000 students back 
in February of 2019, long before Covid-19 appeared.  

• Provide for up to four individual consultant days for individual interviews and 
focus groups, including with students, staff and parent leadership groups, to 
gather in-person input from constituents and stakeholders as decided by the 
board;  

• Present a Leadership Profile Report and job description to the Board, and propose 
Desired Characteristics based on the data from the survey, interviews and/or focus 
groups with district and community representatives and other material made 
available to the associates; 

 
 
Recruit Phase 
 

• Prepare and place advertisements as selected and paid for by the Board of 
Trustees; 

• Recruit and contact candidates utilizing national networks; 
• Correspond with candidates regarding the search process, timeline, Leadership 

Profile Report and Desired Characteristics; 
• Interview candidates either face-to-face or via video conference (we do not 
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conduct telephone only interviews); 
• Conduct reference checks and complete news media and social media background 

checks; 
• Identify best qualified candidates, prepare the slate and present to the School 

Board; 
• Prepare application materials of selected slate of candidates for Board 

consideration. 
 

 
 
Select Phase 
 

• Present a slate of candidates, the number of candidates to be determined by the 
Board with a recommendation from HYA; 

• Conduct an Interview workshop with the Board and provide materials and 
protocol to ensure informative effective Board interviews; 

• Schedule interviews for the Board with selected semi-finalists and finalists; 
• Facilitate Board discussion to narrow candidate pool after each round of 

interviews;  
• Coordinate and provide third party, independent investigative background 

check(s) of the single finalist (no fee) and any other candidates as selected and 
paid for by the Board.  We have included a brochure from the third party firm, 
Baker Eubanks, describing their services. 

Please note:  The Board’s decision to hire or not hire a particular candidate is at the 
sole discretion of the Board; and HYA will not recommend any one candidate from the 
slate over another.  Our role is to provide an excellent slate and facilitate interviews 
and deliberations during the hiring process. 

 
 
Transition Phase 
 

• Communicate with  all  unsuccessful  candidates  at  the  close  of  the  search  and  
the appointment of the new Superintendent; 

• Hold a debriefing meeting with the new Superintendent and Board regarding 
information learned throughout the search process as it relates to creating annual 
goals and a 100 day plan; 

• Two days of associates’ coaching within the first year of the superintendent’s 
hiring; 
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• Offer other transition services to be considered by the Board and if desired, paid 
for by the Board. 

 
 

DRAFT TIMELINE 
 
HYA searches generally take three or four months; however, we will make every effort to 
meet BASD’s timeline to name a superintendent in July or August.  A DRAFT of the BASD 
Timeline follows. 
 

 
WEEK OF    ACTIVITY 
 
May 11   Planning meeting with Board to determine process, 

finalize timeline, etc. 
May 11    Individual interviews with Board members and other  
May 11 – May 22   Stakeholder interviews/focus groups/forums 
     Online survey 
May 25    Leadership Profile and Job Description finalized and 

presented to the Board 
May 11 – June 15   Advertising and marketing 

Accepting applications and recruiting   
June 1 – June 22               HYA screening interviews/vetting 
June 22    Presentation of slate and interview workshop 
June 22    Board first round interviews 
     Board meets to identify semi-finalists 
June 29    Board second round interviews 
     Board meets to determine finalist(s) 
July 6     Board conducts final interview(s) 
     Board site visit(s) (optional) 
     Baker-Eubanks background check 
July 13     Superintendent’s hiring approved and announced 
August 1    Superintendent formally begins work  
Fall 2020    Retreat with board and new superintendent 
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NOTES ABOUT THE SELECTION PROCESS  
 
HYA relies on the Leadership Profile that we develop from the array of engagement activities 
to determine the criteria.  From the criteria, we create an interview form for evaluating 
candidates and facilitate the slating process as well as debriefing after all interviews. 
 
HYA also generates sample interview questions and recommended “look fors” in the 
answers to each question.  The Board may choose to use all or some or to develop all or 
some of their own.  Generally, interview questions are a mix of suggested questions from 
HYA and locally generated ones.   
 
We use a host of resources to identify potential candidates, beginning with the engagement 
process.  One of the open-ended online survey questions asks respondents for names and 
contact information for candidates we should pursue.  The current superintendent of 
Glendale (CA) USD is one whose name first came from individuals completing the survey. 
 
Also, when you hire HYA, you don’t just hire two consultants, you hire our national network 
of 112 consultants who receive the leadership profile and job description. They share these 
with potential candidates they know or ask us to call individuals.  We always get at least one 
slated candidate this way.   In fact, one of the three finalists for our recently completed 
search in Aspen was an out of state candidate nominated by one of our consultants, and one 
of the two finalists in Green Bay was first contacted by the BASD lead consultant and 
recruited by HYA’s president. 
 
Our most effective recruiting tool is our web presence. We work with each district to 
develop unique language for our website and use the link in Twitter and LinkedIn.   The 
website draws enormous interest because we also list positions open that our competitors 
are facilitating.  BASD and other districts HYA serves always have the lead position so when 
any individual comes looking to find job availability, the first posting he or she will see this 
late summer and early fall will be BASD’s. 
 
Here is an example of verbiage we recently developed for a district (their search was 
completed this month).   

The Center School District seeks a new superintendent who is passionate about serving  a 
small urban public school district that enjoys extensive community support as evidenced by a 
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$48 million dollar bond issue that passed with overwhelming voter approval.  The district is 
nestled in a diverse community and serves 2600 students in seven schools.  Center School 
District and is located entirely within the boundaries of Kansas City, Missouri, and has ready 
access to the rich culture and broad resources of the city.   Center’s community is very active 
with deep historical ties to the district’s schools. 

Center School District has a long tradition of providing all students with challenging 
academics, full extracurricular offerings and other experiences to enhance the quality of the 
education and the lives of the students in the district.  Their pathways programs are 
exemplary and the high school has been recognized as one of America’s Best High Schools 
(bronze) by U.S. News and World Report.   Because of the diversity of our community, we 
seek candidates with strong cultural competencies, who will authentically value the full 
humanity of all of our community members. 

The successful candidate will have a strategic vision and the ability to create an environment 
that respects, inspires and supports the academic, social and emotional development of our 
students.   Our superintendent must have a proven track record of student academic growth 
and achievement and the ability to direct and inspire the leaders of our district  to work 
collaboratively with staff, students, and the community.  Leadership experience in an urban 
setting is highly preferred.  The successful candidate must have or be eligible for the Missouri 
superintendent certificate and agree to reside in the district within the first year of 
employment. 

 
 
 

ROLE OF THE BOARD AND STAFF 
 
We believe that communication and organization are critical to successful searches.  These 
elements start even before the Planning Session. A successful search relies on two-way 
communication throughout the search so the primary need will be for the HYA team to have 
access to the Board member or members serving as the lead liaisons for the search and an 
executive assistant to assist with logistics.   The following are several communications the 
District can expect during the search process, and the Board liaison will be the primary contact 
for assuring his or her colleagues are keeping current with the materials in the Board portal, 
attending interviews, and engaging in public discussions of reports and presentations at 
regular meetings or special sessions. 

o A dedicated search portal with a secure password protected Google Shared Drive  will 
be established so that the School Board members and any others they may designate 
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can have confidential access to all information associated with the search through 
electronic communication. 

o A comprehensive summary of the Planning Meeting will be in the portal 
o In addition to the Leadership Profile Report, notes from engagement phase interviews 

and focus groups will be in the Portal  
o An oral report and formal presentation on the Leadership Profile and Job Description  

will be delivered at a Board meeting 
o During the recruit phase, associates will provide weekly written updates to the School 

Board as well as conducting a weekly conference call with the search chair 
o A workshop to prepare School Board members for successful candidate interviews will 

be held for all Board members 
o A slate presentation to the School Board should be attended by all members 
o Meetings with the Board after each set of interviews to assist the School Board in its 

debriefing and selection 
 
We will request that a District staff member, be it an Executive Assistant or other designee, 
work with us for scheduling interviews, focus groups, and forums; for providing us with 
contacts for distributing the online survey link; for assuring Board members are available for 
interview dates; and for processing candidate reimbursable expenses if and only if the Board 
wishes to provide reimbursements to candidates who come to BASD to interview.  HYA does 
not manage any candidate expenses. All Board members and the staff designee will receive 
the business, home, and cell phone numbers, as well as the email addresses, of the associates.  
Our office staff, which is highly knowledgeable and pleased to assist at any time, also will be 
available to the School Board from 8:00 a.m. to 5:00 p.m. Monday through Friday. 
 
As for BASD Board members, we expect that they will devote approximately two hours per 
meeting for the first planning meeting, the presentation of the slate, the meeting to select 
finalists, and the onboard session.  Also, board members should plan to attend every 
interview, and each interview lasts from sixty to ninety minutes.  Time required for selecting 
the superintendent varies between an hour interview and full day on site visit and dinner 
depending on the desire of the particular board. 
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REFERENCES 
 
Fort Wayne Community Schools, Fort Wayne IN     
Julie Hollingsworth, President.  260-750-0274   Julie.hollingsworth@frontier.com 
 
L’Anse Creuse Public Schools, L’Anse Creuse MI   
Dr. Terri Spencer, Vice President.   248-520-0334 TMSEdD@gmail.com 
 
Birmingham Public Schools, Birmingham MI 
Kim Whitman, President.     260-750-0274   Kimwhtmn@aol.com 
 

 

FEE STRUCTURE 
In consideration for Services, the District will pay to Hazard, Young, Attea and Associates: 
 

A. Consulting Fee: For the search in the amount of $21,500.   
 
This fee is due in three installments: 

• 50% will be invoiced upon execution of the contract/agreement 
• 25% will be invoiced upon presentation of the Leadership Profile Report 
• 25% will be invoiced upon presentation of the slate  

 
B. Reimbursable Expenses:  Associate travel for Dr. Morse and Dr. Markavitch not to 

exceed $2500 total. 
 

C. Advertising: Advertising on the HYA’s webpage and social media pages are fully 
included in the consulting fee as is advertising in the State Associations.  The Board can 
choose additional advertising if so desired (see attached).  
  

D. The Board may select a third-party comprehensive background check for the final 
candidate for an additional fee in addition to the due diligence social media, news 
media, and internet screening HYA conducts during the process.  The third party 
background check includes transcript verification and research and reporting on 
financial and legal background matters.  
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Optional Transition Services 
 
The Transition Phase consists of assisting the Board and new Superintendent to assure a 
successful transition.  HYA associates will meet with the new Superintendent and Board 
leadership regarding the information learned throughout the search process. HYA offers 
additional Transition Services including: 

• Board Governance Protocol Workshop (1 day) 
• Board Governance and Superintendent Evaluation (3 days) 
• Comprehensive First Year Support and Executive Coaching for Superintendent 

 
Other transition services, such as Strategic Planning, are quoted based on student population: 

• Strategic Planning 
• Leadership Team Development 
• Community Engagement 
• Student and Staff Mental Health and Well-being Supports 

 

 

F.  WORK GUARANTEE 

Fixed Price 
Throughout the search process the Associates will be available to counsel with the Board 
about the search. The consultants will assist the Board until the Board determines it has found 
the appropriate candidate for the position. 
 
Non-Solicitation of Selected Candidate 
The Superintendent appointed with HYA’s assistance will not be presented to another Board 
as a candidate if it would result in the Superintendent leaving the District within three (3) years 
of employment unless the Board provides written authorization to HYA that they may do so. 
 
Client-Satisfaction 
If the Superintendent departs from the position during the first year under any circumstances 
or within two (2) years if a majority of the Board is still in place and departure is due to 
dissatisfaction and not personal or familial reasons, HYA will recruit new candidates for the 
Board at no additional cost with the exception of travel, advertising and due diligence 
expenses.  A full 94% of all superintendents we have placed in the last ten years have 
completed at least the full term of their first contract (usually three years). 
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Price Match  
HYA will agree to match the price of any competitive bid as long as the bid is for a comparable 
level of services and support (both time and process).  
 
 
 
 
 

   
 

HYA looks forward to working with the Board and assisting with the selection of 
a new leader. Please contact HYA President Glenn “Max” McGee HYA at  224-
234-6129 or maxmcgee@hyasearch.com with questions or requests for 
additional information. 
 
 
Hazard, Young, Attea & Associates 
1475 E. Woodfield Rd, 14th Floor 
Schaumburg, IL 60173 
(847) 724-8465 
 
 
 
 

www.hyasearch.com 
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HYA Signature 
Search Process

HYA Associates work with their clients to consider the many 
approaches to advertising vacant position(s). The HYA staff creates 
and coordinates all advertisements at the Board’s direction. The 
HYA packages ensure exposure in the most frequently read print, 
e-publication journals, and job boards of educational leaders across 
the country. HYA has created other more focused advertisement 
options for the Board to consider as add-ons to the National Plan, 
including state and region-specific options. Whatever the Board 
chooses, HYA staff will write, place, and coordinate all the details.

Advertising Services 

One HYA group ad in Ed Week’s print publication 

 

Online listing on AASA for 30 days with 

Online Spotlight, Preferred, and Featured 
upgrades 

 

Posting on the HYA Active Searches website 

 

Milestone search updates on HYA’s Facebook, 
LinkedIn, and Twitter 

 

Online listing on K12JobSpot for the length of 
the search

Package 1 - $1,999

Two HYA group ads in Ed Week’s print publication 

 

Online listing on EdWeek’s TopSchoolJobs for 

30 days & Showcased on the homepage’s for 
EdWeek and TopSchoolJobs for 7 days 

 

Online listing on AASA for 30 days with 

Online Spotlight, Preferred, and Featured 
upgrades 

 

Posting on the HYA Active Searches website 

 

Milestone search updates on HYA’s Facebook, 
LinkedIn, and Twitter 

 

Online listing on K12JobSpot for the length of the 
search

Package 2 - $3,025

Listing in the HYA group ads in Ed Week’s print publication for the length 

of the search 

 

Dedicated District specific ad in Ed Week’s print publication  
 

Online listing on EdWeek’s TopSchoolJobs for 30 days &  
Showcased on the homepage’s for EdWeek and TopSchoolJobs for 7 days 

 

Online listing on AASA for 30 days with Online Spotlight, Preferred, and Featured upgrades 

 

Posting on the HYA Active Searches website 

 

Milestone search updates on HYA’s Facebook, LinkedIn, and Twitter 

 

Online listing on K12JobSpot for the length of the search

Package 3 - $6,320
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Regional Packages
(Regional packages give your vacancy additional exposure in a specific geographic region. National Advertising, as 
detailed in packages 1, 2, and 3, should still be considered.)

Careerbuilder Network - $488

Options to Complement the Advertising Packages 
(Choose as many as desired.)

ALAS & NABSE - $520

Careerbuilder ad, linked to 
ASCD job ramp (Association 
for Supervision and Curriculum 
Development) for 30 days

Association of Latino 
Administrators and 
Superintendents (ALAS) for 6 
weeks online, push on ALAS 
apps 

 

National Alliance of Black 
School Educators (NABSE) for 
30 days

Custom

Quoted price is based on 
number of Associations and 
frequency of ads to place

Northeast - $1,050

NJASA (New Jersey Association of School 
Administrators) 
 

NYSCOSS (New York State Council of School 
Superintendents) online and newsletter 

 

CAPSS (Connecticut Association of Public 
School Superintendents) 
 

Posting on the HYA Active Searches website 

 

Milestone search updates on HYA’s Facebook, 
LinkedIn, and Twitter 

 

Online listing on K12JobSpot for the length of 
the search

California - $1,050

2 advertisements in the ACSA (Association 
of California School Administrators) EdCal 
CareerConnect print and 7 days online 

 

CALSA (California Association of Latino 
Superintendents and Administrators) online 
advertisement for 30 days 

 

Posting on the HYA Active Searches website 

 

Milestone search updates on HYA’s Facebook, 
LinkedIn, and Twitter 

 

Online listing on K12JobSpot for the length of 
the search
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VICKIE L. MARKAVITCH P. O. Box 847 
 Bridgman, Michigan 49106 
 (248) 310-7622    
EDUCATION 
 
 Ph.D. (Educational Administration) Michigan State University 
 M.A. (Special Education) Western Michigan University 
 B.A. (Elementary/Secondary Special Education) Michigan State University 
 
PROFESSIONAL EXPERIENCES 
 
 2014-Present         Educational Consultant  Oakland Schools, Michigan Department of  
    Treasury and Department of Education,  
    local Michigan school districts 
 
       2004-2014         Superintendent  Oakland Schools Intermediate School District 
    Oakland County, Michigan 
 
 1998-2004 Superintendent  Penn-Harris-Madison School Corporation 
    Mishawaka, Indiana 
 
 1995-1998 Superintendent  Niles Township District 219 
    Skokie, Illinois 
 
 1990-1998 Board Member Corporate Community School of America 
    Chicago, Illinois 
 
 1987-1995 Superintendent Skokie School District 73-1/2 
    Skokie, Illinois 
 
 1980-1986 Board Member Bridgman Public Schools 
    Bridgman, Michigan 
 
 1985-1987 Assistant Superintendent Niles Community Schools 
  Instruction and Personnel  Niles, Michigan 
 
 1976-1985 Executive Director, Secondary Niles Community Schools 
  Instruction/ Special Programs  Niles, Michigan 
 
 1974-1976 Principal  Bridgman Elementary School 
  Curriculum Coordinator  Bridgman, Michigan 
 
 Prior Teaching Special Education and Reading Farmington, Benton Harbor 
  Teacher/Coordinator and Bridgman, Michigan 
 
 
PROFESSIONAL ACTIVITIES and AWARDS 
 Member of Oakland County Business Roundtable Economic Development Committee 
 Executive Board Member for the Michigan Association of Intermediate School Administrators 
 Executive Board Member, Tri-County Alliance for Wayne, Macomb and Oakland Counties 
 Member of Policy Subcommittee for The Coalition for the Future of Detroit’s Schoolchildren 
 Past President and Program Chair of the Superintendents Institute of America 
 Named one of the Most Influential Women of 2007 by Crain’s Detroit Business 
 Recipient of MSU’s Crystal Apple Award for Outstanding Educators  
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JAMES E. MORSE, Ed.D. 
(616) 292-1599  

 
 

EDUCATION 
Wheaton College, Illinois   B.S.  ---    Zoology and Chemistry 
Northern Illinois University   M.S. ---   Ed. Administration 
Northern Illinois University   Ed .D. --- Ed. Administration 
 
PROFESSIONAL EXPERIENCE 
 
 
2010 – Present                  Senior Associate – Hazard, Young, Attea & Assoc., Superintendent 
                                          Search Firm, Schaumburg, Illinois Superintendent Searches and 
                                          Organizational Consultant in Michigan, Kansas and Ohio 
 
2012 – 2014                     Academic Specialist – Michigan State University, East Lansing, MI 
                                          Consulting with Priority and Focus Schools in the State of Michigan,   
                                          Schools in Kalamazoo, MI, Muskegon Hts, MI, and Muskegon, MI           
                                                                           
2006 – 2010                      Assistant Professor – Educational Leadership 

                                          Coordinator Fieldbased Ph.D. program 
                                          Western Michigan University 
                                          The Graduate Center-Beltline, Grand Rapids, MI 
                                         
1981- 2006                   Superintendent of Schools  
 East Grand Rapids Public Schools  
 East Grand Rapids, MI  49506 
  
1975 --- 2006 Visiting Professor --- Graduate Courses 
                                          Michigan State University  
 East Lansing, MI  48824 
 
1975 --- 1981 Assistant Superintendent for Instruction  
 West Bloomfield  Schools (5,800 students) 
 West Bloomfield , MI  48033 
  
1973-1975 Associate Dean for On-Campus Affairs, Chairperson,  
 Administration and Supervision, Professor 
 The Foster G. McGaw Graduate School 
 National-Louis University, Evanston, Il 
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A proposal for superintendent search services for: 
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About MASB 
The Michigan Association of School Boards has been providing quality educational leadership services to 
Michigan Boards of Education for more than 60 years. We are unique in the superintendent search 
arena in that we are a 501(c)(3) nonprofit service organization that specializes in custom services for 
Boards of Education. Other entities offering superintendent searches tend to be for-profit firms and 
franchises.   
 
Should the Brighton Area Schools retain the services of MASB’s Executive Search Services, you will, in 
effect, be hiring the entire Association. You will gain access to MASB’s professional staff, extensive 
network and resources in their entirety.  
 

Why Choose MASB 
MASB is the market leader in superintendent recruitment and selection in Michigan because we’re 
committed to serving Boards of Education and, in doing so, creating 
positive outcomes for students.   
 
Our approach to superintendent search is based upon four core tenets: 
 

1. The responsibility of hiring the superintendent rests solely with 
the Board of Education. 

2. Choosing the most highly qualified individual – who also represents the ideal fit in your 
community – is critical to the academic achievement and well-being of your students.  

3. Searching for and selecting a superintendent should be an inclusive process that meaningfully 
engages all stakeholders. 

4. Boards of Education must have access to all information pertinent to making a sound, informed 
selection. 

 
  

MASB is beholden only 
to Boards and has no 

obligation to place 
certain candidates. 
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Nationwide Network 
As a member of the National Affiliation of Superintendent Searchers, 
MASB has placed more than 16 out-of-state candidates into Michigan 
superintendent positions in recent years and has provided counsel on 
dozens of searches in other states. Connected via the National School 
Boards Association, NASS harnesses the skills and collective networks 
of superintendent search professionals across the country with proven 
track records of accomplishment, characterized by integrity, passion and focus. 

 

Search Team 
MASB has a diverse and well-qualified search team consisting of retired superintendents, board 
members and experienced staff. 
 

MASB Staff 
 
Jay D. Bennett, M.Ed.   Greg Sieszputowski, M.Ed. 
Assistant Director of   Director of Leadership Development and    
Executive Search Services  Executive Search Services 

 
 

 

Search References  
 
 
 

 
 Fenton Area Public Schools, 2016 Search 

Drew Shapiro, Board President 
810.730.9285 
 
Howell Public Schools, 2015 Search 
Michael Yenshaw, Board President 
517.548.1268 
 
Farmington Public Schools, 2019 Search  
Pamela Green, Board President 
248.765.6904 
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Scope of Work 
MASB’s Executive Search Services provides comprehensive support throughout the search process with 
special emphasis on stakeholder engagement and recruiting high-quality candidates. MASB’s Search Team 
will support the Board and District staff through all phases of the search process.  
 
Board Involvement 
• The School Board is an integral part of the Superintendent search process. The consultant will 

communicate frequently with the Board and keep the Board apprised of the progress of the search. 
The Board will be expected to participate fully in the search process and will work closely with the 
consultant on a variety of tasks including: 

o Reviewing survey results and other input gathered by the consultant 
o Creating a candidate profile 
o Selecting candidates to interview 
o Interviewing selected candidates 
o Final selection of their desired candidate 

 

Timelines 
The duration of a thorough superintendent search is, on average, 12-14 weeks. While some time 
efficiencies may be found, it’s important to allow adequate time to maintain the integrity of the search. 
We are happy to work with the Board of Education to customize a process and a timeline that is 
conducive to the unique needs of Brighton. MASB is fully prepared to conduct this search virtually if 
health and safety guidelines prohibit in-person meetings. 
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Cost 
It would be an honor to support Brighton Area Schools in its search for the district’s next 
superintendent. Given the timeline and anticipated plan of work for the search, our fee would be 
$7,500. Additional fees may be incurred for expenses such as mileage (IRS rate), meals, lodging and 
advertising.   
 
Supplemental advertising costs are as follows:  

• Local newspapers, as requested 
• Ed Week, $495 for a 30-day online job posting with unlimited text or html 
• American Association of School Administrators, $559 for a 30-day online job posting 

Stakeholder Input 
MASB employs a combination of face to face meetings (or virtual) along with a comprehensive online 
survey in order to gather stakeholder input. Your consultant will work with your district to arrange 
meeting times and will report back to the Board on their findings. The stakeholder feedback along with 
the survey data will be an integral piece in the development of the Board’s final search criteria. An 
additional feedback mechanism is the use of audience feedback forms during the interview process. 
These forms allow Board members access to audience comments about the candidates that have been 
interviewed.  

Open Meetings Act 

MASB and its consultants are well versed in the intricacies of the Open Meetings Act and have ready 
access to our experienced team of attorneys for any necessary legal consultation. MASB Legal Counsel, 
Brad Banasik, is recognized as one of Michigan’s foremost authorities on the Open Meetings Act. 

Guarantee of Service 
MASB’s Executive Search Services guarantees the quality of our service in the following ways: 

• A ‘no surprise’ guarantee – Our consultants will not withhold background information on 
candidates and we work closely with you to ensure that stakeholders are well informed about the 
process.   

• Satisfaction guarantee – If the candidate pool falls short of your expectations or if the 
superintendent placed should remain for less than one year, we will conduct the search again for 
no additional fee.  

 

Contact Person 

Please contact Greg Sieszputowski, Director of Leadership Development and Executive Search Services, 
or Jay D. Bennett, Assistant Director of Executive Search Services, for questions. Mr. Sieszputowski may 
be reached by emailing gregs@masb.org or calling 517.327.9224, Mr. Bennett can be reached at 
jbennett@masb.org or 517.327.5928.

Page 39



MASB Contract—Superintendent Search 
1. Definition of Product or Service 

WHEREAS, the School District has a vacancy in the office of its Superintendent of Schools and 
desires to search for a qualified candidate for this position; and 
 
WHEREAS, MASB, through its consultant, is willing to act as Consultant to the School District and 
render services to assist in the employment of a new superintendent. 
 
NOW, THEREFORE, it is agreed by and between the parties hereto as follows: 
Consultant agrees to serve as Advisor and Consultant to the School District in the selective 
recruitment process for a new Superintendent. 
 
I. The Board of Education agrees to pay MASB for professional services and to reimburse 

MASB for all out-of-pocket expenses of consultant. In the event the search is reopened 
or extended, the Board of Education agrees to reimburse MASB for any additional out-
of-pocket expenses, advertising, printing or postage. 

 
II. Consultant agrees: 

a. To assist the Board in leadership profile development, including group interviews of 
board members, staff and citizens. 

b. To advertise vacancy and solicit nominations and applications. 
c. To organize and facilitate a preliminary screening of all applicants. 
d. To assist the Board in preparation for the interview process. 
e. To render such other professional services in connection therewith as may be required 

to enable the Board of Education to make a knowledgeable decision in the selection of a 
new Superintendent. 
 

III. Consultant will communicate with such School District personnel as the Board may from 
time to time designate, and will submit progress reports to the Board of Education at 
regular intervals. 
 

IV. The Board of Education agrees to reimburse any additional consultants used, for both 
fees and expenses as agreed upon prior to services being rendered. 

 
2. Independent Contractor and Liability 

In the performance of the services provided under this agreement, MASB, through its 
consultant, shall be an independent contractor. Under the Revised School Code, the MASB 
consultant has no legal authority to enter into contracts or agreements with applicants on 
behalf of the Board of Education and is not an employee, agent, joint venturer or representative 
of the Board of Education.  
 
The Board of Education acknowledges that only it can hire the School District's superintendent. 
The Board of Education agrees, to the extent allowable by law, to defend, hold harmless, and to 
indemnify MASB and its consultant against all claims, losses, liability, and damages associated 
with the selection and hiring of the School District's superintendent. 
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3. Effective Date 

This Agreement will commence on or about 5/5/2020; however, if no date is specified, the 
Agreement will commence upon the Association’s receipt of this executed Agreement and 
either a purchase order or payment of fees from the District. 
 

4. Term 
The Agreement will terminate upon completion of the terms of the contract. 
 

5. Fees 
The District agrees to pay the Association the fee of $7,500 and reimburse the Association for 
the necessary expenses for mileage (IRS rate), meals, lodging, assessments and additional 
national advertising.  

 
6. Guarantee of Services 

MASB acknowledges the Guarantee of Services, including the “no surprise guarantee” and 
“satisfaction guarantee” as described in MASB’s proposal. 
 

7. Payment 
The District agrees to pay the fee(s) under this Agreement according to the following schedule: 
First Half: $3,750 
Upon Completion: $3,750 plus expenses 
 

8. Termination 
This Agreement may be terminated by the District at any time by written notice to the Michigan 
Association of School Boards. Upon termination of this Agreement, the Association shall cease 
its delivery of services to the District and all money owed to the Association shall become 
immediately due and payable. This amount will be for services rendered, including expenses, to 
the date of termination.   
 

9. Authority 
The District represents that the person signing this Agreement has full authority to enter into 
the Agreement.  Further, either party may rely upon a facsimile signature as if it were an 
original, and the failure of a party to have possession of a manually executed original will not 
affect the validity, enforceability or binding nature of this Agreement.   
 

10. Warranties 
Except for the services and obligations imposed by the express terms of this Agreement, the 
District and the Association agree there are no other warranties attached to this Agreement. 
 

11. Entire Agreement 
This Agreement contains the complete understanding and agreement of the parties and 
supersedes all prior or contemporaneous agreements or understandings, oral or written, 
relating to the subject matter herein. 
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ON BEHALF OF MICHIGAN ASSOCIATION OF 
SCHOOL BOARDS 

ON BEHALF OF SCHOOL DISTRICT 
BRIGHTON AREA SCHOOLS 

 

 
 

 
 
 
Signed: __________________________________ 

Don Wotruba 

Executive Director  

May 5, 2020 

Printed Name: ____________________________ 

Title: ____________________________________ 

Date: ___________________________________ 
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Statement of Assurance 
The Michigan Association of School Boards assures and certifies compliance with state laws1 and federal 
laws2 as they relate to conducting the process of searching for a new superintendent. Specifically, MASB 
assures that: 
 
The screening and interviewing of applicants will be performed in compliance with Michigan’s Open 
Meetings Act, which permits closed sessions to review applications for employment if requested by the 
applicant and requires all interviews to be conducted in open session. 
 
The requirements of Michigan’s Freedom of Information Act will be followed when requests for 
documents relating to the search are submitted to the district.  
 
      
____________________________   Greg Sieszputowski, M.Ed.    
Signature of Authorized Representative   Printed Name 
 
Director, Leadership Development & 
Executive Search Services/MASB   5/5/2020   
Title/Organization     Date Submitted 
 

1 These include but are not limited to: (a) The Elliott-Larsen Civil Rights Act (Act 453 of 1976), which prohibits discrimination on 
the basis religion, race, color, national origin, age, sex, height, weight, familial status or marital status; (b) Persons With 
Disabilities Civil Rights Act (Act 220 of 1976), which prohibits discrimination on the basis of a disability; (c) or the requirements 
of any other state nondiscrimination statute(s) that may apply. 
 
2 These include but are not limited to: (a) Title VI of the Civil Rights Act of 1964 (P.L. 88-352), which prohibits discrimination on 
the basis of race, color or national origin; (b) Title IX of the Education Amendments of 1972, as amended (20 U.S.C. §§1681-
1683, and 1685-1686), which prohibits discrimination on the basis of sex; (c) Section 540 of the Rehabilitation Act of 1973, as 
amended (29 U.S.C. §794), which prohibits discrimination on the basis of handicaps; (d) the Age Discrimination Act of 1975, as 
amended (42 U.S.C. §§6101-6107), which prohibits discrimination on the basis of age; and (e) the requirements of any other 
federal nondiscrimination statute(s) that may apply. 
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Searches Completed by MASB 2017-2020 

2017-18 Baldwin Community 
Schools 
 
2017-18 Beecher Community  
Schools 
  
2017-18 Bridgeport Spaulding 
School District 
 
2017-18 Buckley Community 
Schools 
 
2017-18 Capac Schools 
 
2017-18 Caro Community 
Schools 
 
2017-18 Clarkston Community 
Schools 
 
2017-18 East Grand Rapids 
Public Schools 
 
2017-18 Harbor Springs Public 
Schools 
 
2017-18 Houghton Lake 
Community Schools 
 
2017-18 Hudsonville Public 
Schools 
 
2017-18 Huron School District 
 
2017-18 Ingham ISD 
 
2017-18 Ironwood Area Schools 
 
2017-18 Kalkaska Public Schools 
 
2017-18 Mecosta Osceola ISD  
2017-18 Potterville Public 
Schools 
 
2017-18 Shepherd Public 
Schools 
 
2017-18 Southfield Public 
Schools  
 

2017-18 Springport Public 
Schools 
 
2017-18 Three Rivers 
Community Schools 
 
2017-18 Walkerville Public 
Schools-PT Supt. 
 
2017-18 Wayne-Westland 
Community Schools 
 
2017-18 Westwood Heights 
Schools 
 
2018-19 Bath Community 
Schools 
 
2018-19 Bellaire Public Schools 
 
2018-19 Bellevue Community 
Schools 
 
2018-19 Carrollton Public 
Schools 
 
2018-19 Carsonville-Port Sanilac 
School 
 
2018-19 Clawson Public Schools 
 
2018-19 COOR ISD 
 
2018-19 Dowagiac Union 
Schools 
2018-19 Farmington Public 
Schools 
 
2018-19 Flint Community 
Schools 
 
2018-19 Grant Public Schools 
 
2018-19 Gull Lake Community 
Schools 
 
2018-19 Hale Area Schools  
 
2018-19 Hastings Area School 
System 
 

2018-19 Manistique Area 
Schools 
 
2018-19 Maple Valley Schools 
 
2018-19 Martin Public Schools 
 
2018-19 North Central Area 
Schools 
 
2018-19 Okemos Public Schools 
 
2018-19 Parchment School 
District 
 
2018-19 Paw Paw Public 
Schools 
 
2018-19 Pennfield Schools 
 
2018-19 Ravenna Public Schools 
 
2018-19 Waterford School 
District 
 
2019-20 Blissfield Community 
Schools 
 
2019-20 Iron Mountain Schools 
 
2019-20 Tecumseh Public 
Schools 
 
2019-20 Bronson Community 
Schools 
 
2019-20 Suttons Bay Public 
Schools 
 
2019-20 Saginaw ISD 
 
2019-20 Au Gres-Sims School 
District 
 
2019-20 Carson City-Crystal 
Area Schools 
 
2019-20 Center Line Public 
Schools 
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2019-20 Kalamazoo Public 
Schools 
 
2019-20 Lansing School District 
 
2019-20 Mason Consolidated 
Schools 
 
2019-20 New Haven Community 
Schools 
 
2019-20 River Valley School 
District 
 
2019-20 St. Ignace Area Schools 
 
2019-20 Tecumseh Public 
Schools 
 
2019-20 Wayland Union Schools 
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May 4, 2020 
 

Brighton Area Schools 

ATTN: Mr. Andy Burchfield, Board President   
125 South Church Street 

Brighton, MI 48116 
 

Dear Mr. Burchfield and Members of the Board of Education: 
 

I have been advised that Brighton Area Schools will be seeking a new Superintendent.  The purpose of this letter 

is to share with you and fellow Board members information about our firm and the services we can offer to assist 

you with this important task.  We have conducted many searches that are similar to Brighton Area Schools in size 
and demographics. 
 

Ray and Associates, Inc. will bring a national, state and local perspective to assist you with a search for a quality 

Superintendent who will serve your high performing District, community and Board well.  Our firm has a rich 
tradition working with districts, communities and boards who have demonstrated their support of all students 

through provision of rigorous academic challenges and the holding of high expectations for student achievement.  
In addition, the person selected to lead your District must have the communication, professionalism and people 

skills to work with the teachers, parents, students and other governing bodies.   
 

Our experience tells us that the selection of the Superintendent is one of the most important decisions that will 

confront your Board this year.  The expertise we bring to this process is that we have been in this business for 
over forty (40) years and we understand that the success or failure of the new Superintendent is dependent upon 

finding a match that will meet the goals of the Board and be a "right fit" for the school district and community.   
 

We are familiar with Michigan as we recently conducted Superintendent searches for Grand Rapids Public 
Schools, Bloomfield Hills Schools and Benton Harbor Area Schools and previously assisted Detroit Public Schools 

Community District, Ecorse Public Schools, Kalamazoo Public Schools, Ann Arbor Public Schools, West Bloomfield 
School District, Plymouth-Canton Community Schools and St. Johns Public Schools, Michigan.  In the Midwest 

region we previously assisted Cleveland Heights-University Heights City School District and Shaker Heights City 

Schools, Cincinnati Public Schools and Lorain City Schools; Ohio; Berlin Area School District, the School District of 
Beloit, Oshkosh Area School District, Manitowoc Public School District, Green Bay Area Public Schools, Racine 

Unified School District, Kenosha Unified School District and Milwaukee Public Schools, Wisconsin; Joplin Schools, 
Kansas City Public Schools, Ferguson-Florissant School District, Rockwood School District, Hazelwood School 

District, Kirkwood School District and Lindbergh School District, Missouri; Indian Prairie School District 204, Orland 
School District 135, Butler School District 53, Rock Island-Milan School District #41, Hazel Crest School District 

152½, Highland Park School District, Joliet Public Schools, Glenbrook North and South High Schools, West 

Northfield School District, Township High School District 113, Harrison School District 36, Glen Ellyn School 
District 41, East Aurora School District 131 and Bradley-Bourbonnais 307, Illinois; Williston Public School District 

No. 1, Dickinson Public Schools and Fargo Public Schools, North Dakota; Lakeville Area Public Schools, Minnesota; 
Vermillion School District and Brookings School District, South Dakota; Geary County Schools USD 475, Kansas 

City Kansas Public Schools, Pittsburg Community Schools USD 250, Lawrence Public Schools, Shawnee Mission 

School District, Olathe Public Schools, Topeka Public Schools and Dodge City Public Schools, Kansas; Westside 
Community Schools, Omaha Public Schools, Papillion-La Vista Public Schools and Lincoln Public Schools, 

Nebraska. 
 

Nationally, we have assisted Tangipahoa Parish School System, Louisiana; Savannah-Chatham Public School 
System and DeKalb County School District, Georgia; Lynchburg City Schools, Williamsburg-James City County 

Public Schools, Norfolk Public Schools, Montgomery County Public Schools, Newport News Public Schools and 
Prince William County Public Schools, Virginia; Maury County Public Schools, Knox County Schools, Oak Ridge 

Schools, Sumner County Schools and Memphis City Schools, Tennessee; Jackson Public Schools, Mississippi; 

Pulaski County Special School District, Fort Smith Public Schools, Rogers Public Schools, Mountain Home Public 
Schools and Fayetteville Public Schools, Arkansas; Marion County Public Schools, Hillsborough County Public 

901 17th Street NE 
Cedar Rapids, IA 52402 
Mailing Address: 
P.O. Box 10045 
Cedar Rapids, IA 52410 

 

Leaders in Executive Searches 

Phone: 319-393-3115 
Fax: 319-393-6911 

Email: glr@rayassoc.com 
Website: www.rayassoc.com 
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Schools, Lake County Schools, the School District of Palm Beach County, Florida State University Schools, Brevard 
Public Schools, Broward County Schools and Collier County Public Schools, Florida; Waxahachie ISD, Austin ISD, 

Plano ISD, Lewisville ISD, Fort Worth ISD, Killeen, ISD and Socorro ISD, Texas; Beaufort County School District, 
Jasper County School District and Richland County School District One, South Carolina; Waterbury Public Schools, 

Bridgeport Public Schools, Greenwich Public Schools, Hartford City Public Schools and Consolidated School District 

of New Britain, Connecticut; Wyandanch Union Free School District, Amityville Union Free School District and 
Rochester City School District, New York; Baltimore County Public Schools, Anne Arundel County Public Schools, 

Baltimore City Public Schools, Howard County Public School System and Prince George’s County Public Schools, 
Maryland; Woodland Hills School District, Lewisburg Area School District, Wissahickon School District, Derry 

Township School District, Spring-Ford Area School District and Benton Area Public School District, Pennsylvania; 
Teaneck Public Schools, Paterson Public Schools, Trenton Public Schools, East Orange School District, Camden 

City Public Schools and Marlboro Township Public Schools, New Jersey; Marana Unified School District, Roosevelt 

Elementary School District and Deer Valley Unified School District, Arizona; Poway USD, San Ysidro School 
District, Albany USD, Berkeley USD, Pasadena USD and Emery USD, California; Blaine County School District, 

Idaho; Clark County School District, Nevada; Albuquerque Public Schools, Los Alamos Public Schools and Santa Fe 
Public Schools, New Mexico; Edmonds School District, Granite Falls School District, Everett Public Schools, Lake 

Washington School District, Snoqualmie Valley School District, Seattle Public Schools, Mercer Island School 

District, Bellevue School District, Kent School District, Federal Way Public Schools and Northshore Public Schools, 
Washington; Hood River County School District, Lake Oswego School District and Gresham-Barlow School District, 

Oregon; Missoula County Public Schools, Montana; The Colorado School for the Deaf and the Blind, Colorado 
Springs School District 11, Douglas County School District, Boulder Valley School District, Sheridan School District 

No. 2, Jefferson County School District and Eagle County Schools, Colorado.   
 

We have also assisted the Michigan Department of Education, Alabama Department of Education, Hawaii 
Department of Education, Colorado Department of Education, Ohio Department of Education, Florida Department 

of Education, Rhode Island Department of Education, West Virginia Department of Education and Wyoming 

Department of Education with their State Superintendent searches.  
 

We are currently assisting Hickman Mills C-1 School District, Missouri; Balsz School District, Arizona; Matanuska-

Susitna Borough School District, Alaska; Proviso Township High Schools District 209, Illinois; Millcreek Township 

School District, Pennsylvania; and many others across the nation. 
 

Ray and Associates has developed the most comprehensive pool of candidates of any executive search firm in the 

country.  Our firm has a national reputation for the recruitment of outstanding candidates that match the 

expectations of the Board and community.  We have also been extremely successful in recruiting women, 
minorities and non-traditional candidates for school districts. 
 

It is only a matter of reality that outstanding administrators already have good jobs and will need to be recruited.  

Even more important is the investigative process and background checks that we perform on all viable candidates 
to ensure you are looking at quality school leaders in all aspects. 
 

It will be our shared goal with the Board to make the selection process inclusive, professional, efficient and 

successful so we can state without reservation that you will be quite pleased with our services.   
 

We would welcome the opportunity to submit a Proposal and make a presentation of our services at your 
convenience or to assist in any other way you deem appropriate.  If you have any further questions or comments, 

please do not hesitate to contact our Cedar Rapids office at 319-393-3115. 
 

Sincerely, 
 

 
 

Ryan M. Ray 
President 
 

 

 
 

Mission Statement 
 
 

We will provide our clients with the highest quality services to assist them in hiring leaders who will 
meet District specific needs and positively impact the education of all students. 
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May 4, 2020 
 
 
Brighton Area Schools 
ATTN: Dr. Sharon Irvine, Assistant Superintendent of Labor Relations and Personnel   
125 South Church Street 
Brighton, MI 48116 
 
Dear Dr. Irvine and Members of the Board of Education: 
 
This letter is in response to a request regarding the need for our services to assist you in the search for 
a new Superintendent.  We are confident the Board will be quite pleased with the services we can provide.  
We have been very successful in providing Superintendent search services for districts that are similar in 
terms of size, cultural diversity and geographic location.   
 
As I am sure you are aware, the selection of Superintendent will be one of the most important activities 
your Board will perform.  The Board’s success in the search process will affect your school district’s 
education program for years to come.  It is extremely important to find the “right fit” for the District. 
 
We are familiar with Michigan as we recently conducted Superintendent searches for Grand Rapids Public 
Schools, Bloomfield Hills Schools and Benton Harbor Area Schools and previously assisted Detroit Public 
Schools Community District, Ecorse Public Schools, Kalamazoo Public Schools, Ann Arbor Public Schools, 
West Bloomfield School District, Plymouth-Canton Community Schools and St. Johns Public Schools, 
Michigan.  In the Midwest region we previously assisted Cleveland Heights-University Heights City School 
District and Shaker Heights City Schools, Cincinnati Public Schools and Lorain City Schools; Ohio; Berlin 
Area School District, the School District of Beloit, Oshkosh Area School District, Manitowoc Public School 
District, Green Bay Area Public Schools, Racine Unified School District, Kenosha Unified School District 
and Milwaukee Public Schools, Wisconsin; Joplin Schools, Kansas City Public Schools, Ferguson-Florissant 
School District, Rockwood School District, Hazelwood School District, Kirkwood School District and 
Lindbergh School District, Missouri; Indian Prairie School District 204, Orland School District 135, Butler 
School District 53, Rock Island-Milan School District #41, Hazel Crest School District 152½, Highland 
Park School District, Joliet Public Schools, Glenbrook North and South High Schools, West Northfield 
School District, Township High School District 113, Harrison School District 36, Glen Ellyn School District 
41, East Aurora School District 131 and Bradley-Bourbonnais 307, Illinois; Williston Public School District 
No. 1, Dickinson Public Schools and Fargo Public Schools, North Dakota; Lakeville Area Public Schools, 
Minnesota; Vermillion School District and Brookings School District, South Dakota; Geary County Schools 
USD 475, Kansas City Kansas Public Schools, Pittsburg Community Schools USD 250, Lawrence Public 
Schools, Shawnee Mission School District, Olathe Public Schools, Topeka Public Schools and Dodge City 
Public Schools, Kansas; Westside Community Schools, Omaha Public Schools, Papillion-La Vista Public 
Schools and Lincoln Public Schools, Nebraska. 
 

901 17th Street NE 
Cedar Rapids, IA 52402 
Mailing address: 
P.O. Box 10045 
Cedar Rapids, IA 52410 

Leaders in Executive Searches 

Phone: 319-393-3115 
Fax: 319-393-6911 

Email: glr@rayassoc.com 
Website: www.rayassoc.com 
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Nationally, we have assisted Tangipahoa Parish School System, Louisiana; Savannah-Chatham Public 
School System and DeKalb County School District, Georgia; Lynchburg City Schools, Williamsburg-James 
City County Public Schools, Norfolk Public Schools, Montgomery County Public Schools, Newport News 
Public Schools and Prince William County Public Schools, Virginia; Maury County Public Schools, Knox 
County Schools, Oak Ridge Schools, Sumner County Schools and Memphis City Schools, Tennessee; 
Jackson Public Schools, Mississippi; Pulaski County Special School District, Fort Smith Public Schools, 
Rogers Public Schools, Mountain Home Public Schools and Fayetteville Public Schools, Arkansas; Marion 
County Public Schools, Hillsborough County Public Schools, Lake County Schools, the School District of 
Palm Beach County, Florida State University Schools, Brevard Public Schools, Broward County Schools 
and Collier County Public Schools, Florida; Waxahachie ISD, Austin ISD, Plano ISD, Lewisville ISD, Fort 
Worth ISD, Killeen, ISD and Socorro ISD, Texas; Beaufort County School District, Jasper County School 
District and Richland County School District One, South Carolina; Waterbury Public Schools, Bridgeport 
Public Schools, Greenwich Public Schools, Hartford City Public Schools and Consolidated School District 
of New Britain, Connecticut; Wyandanch Union Free School District, Amityville Union Free School District 
and Rochester City School District, New York; Baltimore County Public Schools, Anne Arundel County 
Public Schools, Baltimore City Public Schools, Howard County Public School System and Prince George’s 
County Public Schools, Maryland; Woodland Hills School District, Lewisburg Area School District, 
Wissahickon School District, Derry Township School District, Spring-Ford Area School District and Benton 
Area Public School District, Pennsylvania; Teaneck Public Schools, Paterson Public Schools, Trenton Public 
Schools, East Orange School District, Camden City Public Schools and Marlboro Township Public Schools, 
New Jersey; Marana Unified School District, Roosevelt Elementary School District and Deer Valley Unified 
School District, Arizona; Poway USD, San Ysidro School District, Albany USD, Berkeley USD, Pasadena 
USD and Emery USD, California; Blaine County School District, Idaho; Clark County School District, 
Nevada; Albuquerque Public Schools, Los Alamos Public Schools and Santa Fe Public Schools, New 
Mexico; Edmonds School District, Granite Falls School District, Everett Public Schools, Lake Washington 
School District, Snoqualmie Valley School District, Seattle Public Schools, Mercer Island School District, 
Bellevue School District, Kent School District, Federal Way Public Schools and Northshore Public Schools, 
Washington; Hood River County School District, Lake Oswego School District and Gresham-Barlow School 
District, Oregon; Missoula County Public Schools, Montana; The Colorado School for the Deaf and the 
Blind, Colorado Springs School District 11, Douglas County School District, Boulder Valley School District, 
Sheridan School District No. 2, Jefferson County School District and Eagle County Schools, Colorado.   
 
We have also assisted the Michigan Department of Education, Alabama Department of Education, Hawaii 
Department of Education, Colorado Department of Education, Ohio Department of Education, Florida 
Department of Education, Rhode Island Department of Education, West Virginia Department of Education 
and Wyoming Department of Education with their State Superintendent searches.  
 
We are currently assisting Hickman Mills C-1 School District, Missouri; Balsz School District, Arizona; 
Matanuska-Susitna Borough School District, Alaska; Proviso Township High Schools District 209, Illinois; 
Millcreek Township School District, Pennsylvania; and many others across the nation. 
 

We are a national search firm that is uniquely equipped to assist you in the selection of a Superintendent 
who meets your particular needs and qualifications.  We will not only advertise, but also actively recruit 
potential candidates that will meet the criteria established by your Board, including women and 
minorities.  Most other search firms do not seek out candidates for a position as we do for our clients.  
With our extensive regional and national associate base, Ray and Associates, Inc. will be able to recruit 
quality candidates from around the country, as well as within the state.  We have often found excellent 
in-state candidates who would not otherwise have applied for the position due to a possible conflict of 
interest with a state or local firm.  Our professional, objective procedures allow us to attract, process and 
screen the most successful candidates for a Superintendent position.  You will also find our system is 
flexible, which allows us to customize the search to meet the desires of the Board. 
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Our firm has exhibited at the National School Boards Association (NSBA), National Association of 
Secondary School Principals (NASSP), the American Association of School Administrators (AASA), the 
Association of Latino Administrators and Superintendents (ALAS) and the National Alliance of Black School 
Educators (NABSE), as well as other professional organizations, for over forty (40) years.  This year the 
firm exhibited and presented at numerous state school board associations.  Exhibiting and presenting at 
these state and national organizations allows the firm to meet and recruit outstanding administrators for 
our clients. 
 
It is our goal to make the selection process professional, efficient and successful to assure your complete 
satisfaction with our services.  It is quite common for a Board to be concerned about the quality of 
candidates who might be available in today’s job market.  Outstanding administrators will need to be 
recruited regardless of the time of year or the position needing to be filled because many of these school 
leaders already have good jobs.  We feel that our firm can be very successful in attracting candidates 
that will meet or exceed your expectations.  With a consulting firm of over one hundred sixty (160) 
associates located nationwide, Ray and Associates, Inc. has been able to develop the most 
comprehensive pool of candidates of any executive search firm in the country.  Our reputation for success 
is built upon providing school districts precisely the type of candidate that satisfies not only the Board 
but the community and faculty as well. 
 
Ray and Associates, Inc. strives to provide the District with the best match possible based on what we 
learn in our extensive interaction with the Board and key players in the search.  It is our desire to activate 
our network on your behalf to locate individuals that can effectively assume the top executive post in 
your District. 
 
We welcome the opportunity to make a presentation of our services at your convenience.  If you have 
any further questions or comments regarding the enclosed information, please do not hesitate to contact 
our Cedar Rapids office at 319-393-3115. 
 
Sincerely, 
 

 
 
Ryan M. Ray 
President 
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INTRODUCTION 
 

THE SEARCH 
This Proposal is an example of the quality of our work for a state, regional and national search.  Our firm 
is committed to spending the time and energy on the details necessary to perform a proper search.  We 
actively seek out and screen all candidates who are recruited during the search to identify those who are 
superior and who meet or exceed the qualifications set by the Board. 

 

 
 
 

 
 
 

BRIEF OVERVIEW 
 

This document is designed to demonstrate that we desire to provide you with a complete, detailed 
package customized to the Brighton Area Schools in a performance contract regarding our professional 
services for your Superintendent search. 
 

Our Proposal consists of our consultant services, general provisions, confidentiality, satisfaction 
guarantee and consultant cost. 
 

PERFORMANCE 
 

We have developed highly effective procedures to assist schools, step by step, in selecting a 
Superintendent whose qualifications meet its criteria.  This Proposal outlines the detailed procedures and 
steps that make our searches successful.  We have been highly successful in delivering outstanding 
candidates in all of our searches.  
 
 

 

MISSION STATEMENT 

Leaders in Executive Searches 

We will provide our clients with the highest quality services to assist them in hiring leaders who 
will meet District specific needs and positively impact the education of all students. 
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HISTORY AND OVERVIEW OF THE ORGANIZATION 
PROFILE OF THE FIRM 

Ray and Associates, Inc. is a professional organization that specializes in school executive leadership searches.  The 
firm has been in the school executive search business since 1975 and has established an outstanding reputation.  

The firm has been recognized by The School Administrator journal as one of the top search firms in the country.  

Our professional consultants, including women and minorities, are persons with long-term experience in the school 
executive search field, with extensive backgrounds as school administrators, business executives, school board 

members, university professors and attorneys.  All of the consultants within the firm have years of experience in 
the school executive search field. 
 

Ray and Associates, Inc. is an independent and objective firm that does not accept placement fees from any 

candidate.  We have designed a highly effective procedure that allows us to impartially assist schools in selecting 
the best individual for their particular needs. 
 

In addition to our corporate office located in Cedar Rapids, Iowa, we have a National Executive Director, eight (8) 

Regional Search Directors and over one hundred sixty (160) Associates located throughout the country.  Therefore, 
distance is not a factor to our firm when meeting with our clients.   
 

The corporate office also maintains a full-time administrative staff to assist in the executive search business. 
 

Our firm has exhibited at the National School Boards Association (NSBA), National Association of Secondary School 

Principals (NASSP), the American Association of School Administrators (AASA), the Association of Latino 
Administrators and Superintendents (ALAS) and the National Alliance of Black School Educators (NABSE), as well 

as other professional organizations, for over forty (40) years.  This year the firm exhibited and presented at 
numerous state school board associations.  Exhibiting and presenting at these state and national organizations 

allows the firm to meet and recruit outstanding administrators for our clients.  We also have associates who are 

affiliated with the Council of Great City Schools, Urban Superintendents Association of America, the Association of 
Latino Administrators and Superintendents (ALAS), National Alliance of Black School Educators (NABSE), as well as 

other professional organizations. 
 

Exhibiting at state and national conventions allows the firm to meet and recruit outstanding administrators for our 
client districts.  As a result, Ray and Associates has access to the most comprehensive pool of candidates of any 

executive search firm in the country. 
 

It is only a matter of reality that outstanding administrators already have good jobs and need to be recruited.  We 
are familiar with Michigan as we recently conducted Superintendent searches for Grand Rapids Public Schools, 

Bloomfield Hills Schools and Benton Harbor Area Schools and previously assisted Detroit Public Schools Community 
District, Ecorse Public Schools, Kalamazoo Public Schools, Ann Arbor Public Schools, West Bloomfield School District, 

Plymouth-Canton Community Schools and St. Johns Public Schools, Michigan.  In the Midwest region we previously 

assisted Cleveland Heights-University Heights City School District and Shaker Heights City Schools, Cincinnati Public 
Schools and Lorain City Schools; Ohio; Berlin Area School District, the School District of Beloit, Oshkosh Area School 

District, Manitowoc Public School District, Green Bay Area Public Schools, Racine Unified School District, Kenosha 
Unified School District and Milwaukee Public Schools, Wisconsin; Joplin Schools, Kansas City Public Schools, 

Ferguson-Florissant School District, Rockwood School District, Hazelwood School District, Kirkwood School District 

and Lindbergh School District, Missouri; Indian Prairie School District 204, Orland School District 135, Butler School 
District 53, Rock Island-Milan School District #41, Hazel Crest School District 152½, Highland Park School District, 

Joliet Public Schools, Glenbrook North and South High Schools, West Northfield School District, Township High 
School District 113, Harrison School District 36, Glen Ellyn School District 41, East Aurora School District 131 and 

Bradley-Bourbonnais 307, Illinois; Williston Public School District No. 1, Dickinson Public Schools and Fargo Public 

Schools, North Dakota; Lakeville Area Public Schools, Minnesota; Vermillion School District and Brookings School 
District, South Dakota; Geary County Schools USD 475, Kansas City Kansas Public Schools, Pittsburg Community 

Schools USD 250, Lawrence Public Schools, Shawnee Mission School District, Olathe Public Schools, Topeka Public 
Schools and Dodge City Public Schools, Kansas; Westside Community Schools, Omaha Public Schools, Papillion-La 

Vista Public Schools and Lincoln Public Schools, Nebraska.  Our network and recruiting efforts are second to none.  
We bring a wealth of experience and knowledge to your District focused upon our goal to make the selection 

process professional, efficient and successful so we can state, without reservation, that you will be quite pleased 

with our services.  
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THE TEAM 
 

Ray and Associates, Inc. is a professional organization which specializes in the field of educational 

leadership searches.  We are uniquely equipped to assist you in the selection of a Superintendent who 

meets the particular needs and qualifications of Brighton Area Schools.  We have: 

 

1. Highly trained and experienced staff that includes: 

• Active school administrative leaders 
• A balance of gender and minority representatives 

 

2. Expertise and extensive background in: 

• The school superintendency 
• School administration at all levels 
• Private business, higher education and law 

 

3. Experienced speakers at state, regional and national conferences. 

 

4. Conducted workshops and seminars in school related matters such as: 

• Building the successful Board/Administrator relationship 
• Establishing an evaluation process that yields results 
• Interviewing for a Superintendent position 
• What Boards should consider when selecting a Superintendent 
• School district assessment 
• Effective hiring practices 
• Staff and organizational development 
• Recruiting, selecting and retaining excellent teachers 
• Enhancing school climate by shared decision making/dealing with special interest groups 
• Developing the compensation package or contract 
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KEY ASSOCIATES FOR THE PROJECT 
 

The following principal/project coordinators will be actively involved in working with the school district.  
The associates listed below will be assisting in recruitment, screening and background checks.  The firm 
chooses various associates across the country to be sure that every region will be covered to recruit the 
best candidates for the Brighton Area Schools.  In addition, we have professional contacts throughout 
Michigan, the midwestern region and nationally.  The following is only a partial list of associates who will 
be involved in the recruitment and screening of candidates.  The firm will actually involve many more 
associates for the project. 
 

Mr. Ryan M. Ray, President 
President/Cedar Rapids, IA 

Ryan is President of Ray and Associates, Inc.  He supervises and oversees all searches conducted by the 
firm and will directly interact with the Brighton Area Schools and any committee that may be established 
on all details of this search.  He has an earned Master’s degree from Lindenwood University in St. Louis 
and a Bachelor’s degree from the University of Missouri in Columbia, Missouri.   
 

Mr. Michael Collins (Lead Associate) 
Regional Search Director/Columbus, OH 

Michael serves our firm as a Regional Search Director, team member and background investigator and 
as such performs recruiting and screening of candidates. He has a Bachelor’s degree in Secondary 
Education from Miami University and a Master’s degree in Education from Ball State University.  He is a 
former member of the Ohio Department Board of Education. 
  

Dr. Mary Fasbender 
Regional Search Director/St. Charles, IL 

Mary serves our firm as a Regional Search Director, team member and background investigator and as 
such performs the recruiting and screening of candidates.  She has an earned Doctorate in Education 
from Northern Illinois University and has over 40 years of experience in the education field having served 
as a Teacher, Assistant Principal, Assistant Superintendent and Superintendent in Illinois.   
 

Mr. Ricardo Medina 
Regional Search Associate/Bridgeport, MI 

Ricardo serves our firm as a Regional Search Associate, team member and background investigator and 
as such performs the recruiting and screening of candidates.  He has over 20 years of experience in the 
education field having served as a Superintendent, Deputy Superintendent, Assistant Superintendent, 
Chief Academic Officer and Principal. 
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SUMMARY OF PROJECT ASSOCIATES 
 

 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 

 
 
 
Other associates throughout the country will be actively recruiting, screening, and investigating finalist candidates. 

 

  

Dr. Roy Brooks 
Little Rock, AR  

Mr. Dale Caldwell 
New Brunswick, NJ  

Dr. Jim Hager 
Renton, WA   

Dr. Gloria Davis 
Chicago, IL  

Dr. Eric Dimmitt 
Milwaukee, WI 

Dr. James Davis 
Plano, TX  

Dr. Mary Ronan 
Cincinnati, OH  

Dr. Brenda Dietrich 
Topeka, KS 

Mr. Don Long 
Hendersonville, TN 

Mr. Dale Monroe 
Marion, IA 

Dr. Paige Fenton-Hughes 
Douglas, WY 

Dr. Tony Apostle 
Fox Island, WA 

Dr. Carl Davis 
Powder Springs, GA 

Ms. Sandi Gero 
Rock Hill, SC 

Dr. Ann Schultz 
Westminster, CO 

Mr. Robert Alfaro 
Hutto, TX 

Mr. Alvin Johnson 
Sandy Springs, GA 

Dr. Bob Hammon 
Sycamore, IL 

Dr. Bob Mata 
Cathedral City, CA  

Dr. Michael Rush 
Lakewood, NJ 

Dr. Lane Plugge 
Council Bluffs, IA  

Dr. Tom Williams 
Scottsdale, AZ  

Dr. Richard Christie 
Council Bluffs, IA  

Dr. Karen Stinson 
Platteville, WI  
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SECTION I 
CONSULTANT SERVICES PROVIDED FOR BRIGHTON AREA SCHOOLS 

THE CONSULTANT WILL: 
 

Due to the COVID-19 outbreak, our team has been trained to conduct successful searches 
utilizing various technologies and processes that preserve the traditional search process 
while still keeping Board members and stakeholders safe per the state order.  If needed, we 
can use the same format for meetings held during summer break. 
 

STAGE 1 - BOARD INPUT AND PREPARATION 
1. Provide all services as outlined in Sections I, II, III and IV. 

 

2. Customize the search process to meet the needs and expectations of Brighton Area Schools. 
 

3. Conduct individual Board member interviews to assess the Board’s priorities, goals and 
objectives to aid in the development of the criteria and qualifications for the Superintendent 
position. 

 

4. Work with the Board to establish a timeline that lists each step in the search process.   
 

5. Discuss with the Board the requirements and salary range for the Superintendent position. 
 

6. Work with Brighton Area Schools staff and those selected by the Board in the development of 
an accurate informational flyer and online application form. If desired, our office staff has the 
experience and capability to create the District’s promotional flyer.   

 
 

STAGE 2 - PROFILE DEVELOPMENT AND PROCESS 
7. If desired, provide a proven consensus building mechanism for obtaining input from various 

constituencies, staff members, other stakeholders and the Board.  In addition, our firm has 
the resources to offer an online survey option in many languages at no additional fee. We will 
provide a link to the survey to post on the District’s website.  The consultants will receive and 
organize all input data and then report the results to the Board.   
 

8. Provide the Board with cost saving options to minimize expenses by utilizing Skype, 
conference calls or gotomeetings to reduce paper copies, travel expenses and shipping costs.   
 

9. Develop all required forms for the application and screening process. 
 
 
 

STAGE 3 - RECRUITING AND SCREENING 
10. Conduct all aspects of the recruitment process on a statewide, regional and national basis as 

follows: 
 

• Notify all associates to actively recruit potential candidates.  
• Contact individuals in our firm’s database whose interests match District criteria. 
• Actively recruit applications from qualified individuals.   
• Solicit nominations from knowledgeable people in the profession. 
• Contact other professional consultants in private and public sectors. 
• Discuss with all candidates the District’s characteristics and the Board’s profile and 

criteria for the new Superintendent position. 
• Advertise nationally in the following as selected by the Board: AASA Website, Education 

Week Newspaper and Website, Ray and Associates Website, the Michigan Association 
of Administrators, Michigan Association of School Business Officials and Michigan 
Association of School Boards Publications, The School Administrator Publication, 
Executives Only Website, the Association of Latino Administrators and Superintendents 
(ALAS), National Alliance of Black School Educators (NABSE) and other publications 
selected by the Board.  
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STAGE 3 - RECRUITING AND SCREENING – CONTINUED  
11. Develop and manage the candidate screening process.  All applicants are screened from the 

perspective of a viable match with District criteria to determine their capabilities, strengths 
and weaknesses.  The search team thoroughly reviews each file and seeks alignment of 
qualifications with District expectations. Those who emerge successfully from this screening 
are deemed viable candidates. 

 

12. Check references provided and conduct additional background investigation of top candidates. 
Our firm interviews each viable candidate that meets Board criteria and verifies their 
qualifications and experience. Our background research team then conducts extensive 
investigations on those individuals. The investigations go well beyond listed references and 
their current position.  A complete check of a candidate’s work history is also completed 
utilizing online resources such as Google, Yahoo, Facebook, Twitter and other social media 
sources as well as checking for blogs. 

 

STAGE 4 - CANDIDATE PRESENTATION 

13. Provide the Board with an opportunity to observe each top candidate interviewed with 
questions specifically designed by Ray and Associates, Inc. through video technology.  This 
will allow Board members to get a better perspective of each candidate in order to determine 
which candidates to interview.  By offering this opportunity, this will save the Board members 
on expenses and their time. 
 

14. Provide an impartial and objective consensus building matrix instrument developed by Ray 
and Associates to assist the Board in determining the finalists for an interview.  We have been 
extremely effective working with Boards who are divided on issues and candidates. 

 

15. Assist the Board in establishing the interview format and in developing interview questions. 
 

16. Determine and coordinate constituent and staff involvement in the interview process, if 
desired by the Board.   

 

17. Help arrange the details of interviews for leading candidates. 
 

18. Provide the Board with criminal, civil litigation, social security, motor vehicle record checks 
and verification of educational degrees for the top (2-3) candidates at no additional fee. 

 

19. Coordinate with the Brighton Area Schools Business Office the procedure for reimbursement 
of candidate’s expenses. 

 

STAGE 5 - SELECTION OF FINALIST AND FUTURE PLANNING 
20. Assist District legal staff in negotiating the contract with the successful candidate at no 

additional cost to the District. 
 

21. After the appointment, dispose of the files and send appropriate communications to the 
candidates not interviewed by the Board. 

 

22. If desired, assist the District in preparing a press release, upon request, announcing the 
appointment of the new Superintendent. 

 

23. Provide the Board with a report of the Board Self-Assessment Survey Results at no additional 
cost. 

 
 

The Superintendent search services and process provided above can be adjusted to meet the specific 
needs of the Brighton Area Schools. 
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WORKING WITH BOARD  
THROUGH EACH STAGE OF SEARCH  

Stage One is Board Input and Preparation.  The firm will meet with each Board member individually to 
obtain input for the profile development and meet with the entire Board to set the timeline for the search, 
finalize procedures and services desired by the Board, establish the Board contact person(s), discuss the 
application process, set the advertising and determine the salary. 
 
Stage Two is the Profile Development and Process.  Our firm takes the development of the profile very 
seriously. We will meet with employees and stakeholders as identified by the Board.  We also will hold 
morning and evening open forums to collect input from the community.  The purpose of the interviews 
and meetings are to gather and organize information that will contribute to the development of an 
accurate profile for the position. The Board will have the opportunity to review our recommendations 
and make the final decision on the desired profile. 
 
Stage Three of the process is Recruiting and Screening. The firm’s dialogue with constituents and 
interviews with individual Board members, coupled with survey results, provide our firm with an accurate 
profile that is employed in the recruiting and screening of applicants.  
 
Stage Four is Candidate Presentation.  Ray and Associates will bring before the Board 8-12 top 
candidates for their consideration. Board members will have the opportunity to not only review the 
application packet submitted by each top candidate but they will also have the opportunity to observe 
each top candidate interviewed with questions specifically designed to the search through video 
technology.  This will allow Board members to get a better perspective of each candidate in order to 
determine which candidates to interview.  In addition to the top candidate packets provided to the Board, 
we will have available to the Board each and every completed file for their perusal if they so choose.  
 
Upon the completion of the review, Board members will be asked to individually complete a matrix which 
allows them to assess each top candidate against the others. The Ray and Associates representative will 
then provide the Board with a summary of the individual Board responses. This summary assists the 
Board members in reaching consensus on which candidates are worthy of an interview. Following these 
steps ensures that all Board members have an equal opportunity to be involved in the selection process.  
Ray and Associates will assist the Board in establishing the interview format and in developing interview 
questions. 
 
Stage Five is the Selection of the Finalist and Future Planning.  At the conclusion of the last interview, 
the representative from Ray and Associates will once again be onsite to lead the Board through a similar 
consensus building activity which has proven to be very successful in assisting Board members to reach 
a final determination of their finalist(s).  It is also requested by some of our client school boards that the 
top two (sometimes three) finalists are brought back to the District for an open forum with the public.  
We provide a proven process for this as well that includes a moderator.  Questions from the audience 
are submitted in writing to ensure that the candidates are only asked about legitimate issues related to 
the position. 
 
We believe strongly that this process allows the final selection of candidates to be in the control of the 
Board. When Boards are provided with a limited number of candidates from whom to consider, the Board 
has only limited involvement in the search process. Through the outstanding discussions fostered by the 
consensus building instrument provided by Ray and Associates, Board members have overwhelmingly 
been appreciative of their strong involvement. 
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BRIGHTON AREA SCHOOLS 
SUPERINTENDENT SEARCH SUGGESTED PROCESS AND TIMELINE 

Items highlighted in yellow indicate an in-person meeting with the consultant(s) 
 

      DATE 
 

  Consultant planning meeting with the Board and individual Board member interviews. 
  (Time: TBD) (option to conduct via Skype, conference call or gotomeetings.com) 
 

  Begin preparing information for the District promotional flyer and online application form with 

the District liaison representative(s). 
 

  Notify all associates and other professional contacts of vacancy. 
 

  Contact constituents and stakeholders for input meetings on ______________. 
 

  Online survey link, for input on developing the profile, available on District website from 
  _____________ to ____________. 

 
  Meetings with constituent and stakeholder group representatives.  
 

  8 a.m. deadline for survey/input from constituents, stakeholders and Board members, 

including online survey. 
 

  Promotional flyer draft due.  
 

  Board to finalize Superintendent profile for the promotional flyer and online application form. 
(Time: TBD) (option to conduct via Skype, conference call or gotomeetings.com) 

 

 

 

  Print promotional flyer.  Forward to consultant. 
 

  E-mail promotional flyer and online application instructions to interested candidates. 
 

  Deadline for all application materials.  (*See note below.) 
 

 
  Consultant develops and finalizes interview questions and procedures with the Board.  Top 

candidates are presented to the Board and consultant assists the Board in selecting finalists 
for the interviews.  If desired by the Board, consultant will meet with constituents and staff 

interview group(s) to discuss their roles. (Time: TBD)   
 

  Interview candidates (1st round). 
 

  Meeting with consultant following the last interview. (Time: TBD)  
 

 

  Interview finalist candidates (2nd round). (Optional) 
 

  Final meeting with consultant following the last interview. (Time: TBD) (option to conduct via 

Skype, conference call or gotomeetings.com) 
 

  Consultant will discuss contract terms with the finalist. 
 

  Offer the contract. 
 

  Press release of new Superintendent. 
 

  Board Self-Assessment Survey Results presented to the Board. 
 

*All applications will be reviewed.  Materials received after the closing date may be given full consideration 
depending upon the number of applications received and other factors. 

 

(Actual dates to be determined in the first meeting with the Board.) 
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BUILDING THE PROFILE 
 

Ray and Associates, Inc. firmly believes in parent, staff and community participation, especially in the 
development of an accurate profile for the position.  Our firm takes developing the profile very seriously 
as the profile is the focal point of our recruitment efforts.  We are eager to interview each Board member 
individually and visit with stakeholder groups who attend scheduled meetings.  We will meet with any 
employees and other stakeholders as identified by the Board.  Our firm also offers the opportunity for 
the community, staff and parents to participate in morning and evening forums that are organized to 
solicit input via the survey process and create dialogue by asking a series of questions related to the 
desired characteristics of the new Superintendent.  The purpose of these meetings will be to educate 
them about the process as well as to gather and organize information that will contribute to the 
development of an accurate profile for the position. 
 
In addition, for those stakeholders unable to attend scheduled meetings, our firm offers an online profile 
survey option with space for written comments/recommendations which is available in various languages 
at no additional fee.  We will provide you with a link to place on the District website.  Our office will 
maintain, collect and analyze all information received and include this in the report to the Board. 
 
Our process consists of Q and A sessions and the administration of our own 33 Desirable Characteristics 
Survey.  This is culminated in an open meeting report to the Board of our findings and recommendations.  
We will present a tabulated and analyzed graphic report in which Board members’ and stakeholders’ 
survey responses are reviewed looking for those characteristics chosen most in common by the various 
groups and indicate those recommended or those thought to be worthy of consideration.  On some 
occasions, two of the items may be combined when they are closely related in context.  Those items that 
seem to be important to some groups but not to others may be used in the recruitment of candidates 
and as questions during the interview process by the Board.  At the encouragement of the consultants, 
many survey respondents will provide additional comments to the Board which are presented as a part 
of this report.  Our dialogue with constituents and interviews with individual Board members, coupled 
with survey results, provide our firm with an accurate profile that is employed in the recruiting and careful 
screening of applicants.  The characteristics most commonly selected will be used later in promotional 
materials. 
 

 

INTERVIEW PROCESS – COMMUNITY INPUT 
 

Boards that have chosen the option to involve the public and employees during the interview phase of 
the search have found that we have been very effective in organizing this part of the process.  Serious 
candidates who submit to being interviewed by personnel other than the Board itself are prepared for 
this by our consultants.  Participants in these groups are requested to complete a “Candidate 
Impressions” form that is duplicated for each Board member’s review and are requested not to rank the 
candidates. 
 
It is also requested by some of our client school Boards that the top two (sometimes three) finalists are 
brought back to the District for an open forum with the public.  We provide a proven process for this as 
well that includes a moderator.  Questions from the audience are submitted in writing to ensure that the 
candidates are only asked about legitimate issues related to the position. 
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Seek 
Recommendations 

from Over 160 
Associates 

Nationwide

Contact State, 
Regional and 

National 
Organizations

Review Our 
Database for 

Qualified 
Candidates

Advertise in 
Local, Regional 
and National 

Venues

Aggressively 
Recruit 

Candidates  Who 
Are Not Currently 

Seeking a New 
Position

Candidate Care: 
Easy Online 
Application 

Process

RECRUITMENT 
 

Ray and Associates, Inc. maintains a working relationship with key individuals at the college and 
university level along with other national public and private organizations for the purpose of recruiting 
outstanding candidates.  However, we are not directly connected with any college, university or any 
other organization.  This allows our firm to be extremely objective in the search process.  We stay abreast 
of the performance of outstanding school administrators throughout the country, which has contributed 
to our high success rate. 
 

Our firm maintains a very large pre-screened database of top candidates who are interested in new and 
challenging positions.  The strengths and administrative skills of these potential candidates have been 
analyzed by the firm.  However, it is important for our clients to know we are not a placement service 
that owes any favors to prospective candidates.  Our professional objective is to aggressively recruit and 
advertise for the best candidate who meets the qualifications and characteristics of a Superintendent as 
set forth by the Board.  Our recruitment process is very comprehensive, highlighted by the following 
steps: 
 

• Largest recruiting network in the country 
• Inform the firm’s 160 associates of the position and seek recommendations 
• Advertise in local, regional and national venues known for high readership by school leaders 
• Consult our extensive database for precise matches between District and candidate profiles 
• Aggressively recruit successful school leaders who are not currently seeking a new position to 

invite them to consider the Brighton Area Schools’ position 
• Contact other organizations at state, regional and national levels regarding the position 
• Proactively seek out potential candidates at state and national conventions 
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SCREENING, REFERENCE CHECKS, INTERVIEWS AND FINAL 

SELECTION 
 
Once recruited, all applicants are screened from the perspective of a viable match with Board criteria to 
determine their capabilities, strengths and weaknesses. The search team thoroughly reviews each file 
and seeks alignment of qualifications with Board expectations. Those who emerge successfully from this 
screening are termed viable candidates, and our background research team then conducts extensive 
background investigations and internet checks on those individuals. The investigations go well beyond 
listed references and their current position to include contacts with state associations and national 
leadership organizations such as American Association of School Administrators (AASA), Association of 
Latino Administrators and Superintendents (ALAS) and National Association of Black School Educators 
(NABSE). Our firm also checks current and past relationships with administrators and verifies candidate’s 
education and work history utilizing multiple internet sites and social media feeds. We not only vet 
candidates extensively in their professional career, but it is also important for us to be familiar with their 
personal life as that can have an impact in their profession.  The candidates who meet the qualifications 
selected by the Board become top candidates.   
 
As part of the candidate presentation to the Board, Ray and Associates will bring before the Board 8-12 
top candidates for the Board’s consideration. Board members will have the opportunity to observe each 
top candidate interviewed with questions specifically designed to the Superintendent search through 
video technology.  The Board will also have a chance to review the application packet submitted by each 
top candidate.  
 
Upon the completion of the review, Board members will be asked to individually complete a matrix which 
allows them to assess each top candidate against the others. The Ray and Associates representative will 
then provide the Board with a summary of the individual Board responses. This summary assists the 
Board members in reaching consensus on which candidates are worthy of an interview. Following these 
steps ensures that all Board members have an equal opportunity to be involved in the selection process. 
 
Ray and Associates will conduct criminal, civil litigation, social security, motor vehicle record checks and 
verification of educational degrees on the top 2-3 candidate(s) through an outside service at no additional 
cost. 
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SECTION II 
 

MONITORING THE SEARCH PROCESS - CLIENT CHECKPOINTS 
 
The Board’s role is the most important one in the search process.  Although we assist you in the process 
by actively recruiting, identifying and recommending qualified candidates, you alone will determine which 
candidate you will hire. 
 
Our search process is set up in a manner that provides the Board with a continuous monitoring capability 
which features clearly defined checkpoints: 
 
 
 
 
 
 

 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 

 
These check points assure that you know the progress of the search and have the information to be fully 
informed and in control of the search. 

  

•Establish a timeline for the processTimeline

•Determine the input processInput

•Set the Superintendent qualificationsQualifications

•Review and approve informational flyers and 
application formsFlyers

•Receive regular progress reports from the 
consultantProgress Reports

•Approve format and questions for the 
interview processInterview Process

•Select candidates for final interviewCandidates

•Hire the candidateHiring

•Determine and approve the contractContract

•Approve the press releasePress Release
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SECTION III 
SEARCH COST – THE COMPLETE PROCESS 

 

The cost of our Proposal is for a complete search.  The Board will be guided and assisted by Ray and 
Associates, Inc. at every step in the search process from the initial phase of determining the desired 
qualities for the position through the actual hiring of the new Superintendent.  Our process is flexible. If 
the Board desires a different approach or would prefer certain options other than those provided in our 
Proposal, we can adjust our process to meet your specific requirements. 
 

COST BREAKDOWN 
 

The Consultant Fee.  The base fee for the performance of the Superintendent search by the 

consultant as provided in this Proposal will be nineteen thousand dollars ($19,000.00). Should the 
Board wish to hire an Interim Superintendent, we will conduct the search for the Interim 
Superintendent at no cost so long as our firm is also selected to conduct the search for the 
permanent Superintendent. If the Board selects only certain elements offered in this package, or 
requests services not included in this package, our fees and reimbursed expenses will be adjusted 
accordingly.  The firm will discuss any modifications relating to the search fee regarding our services at 
the formal presentation.  The Superintendent search fee shall be paid in three (3) installments; 1/2 of 
total fee is due upon signing of the contract; 1/4 of fee is due at the time of the stakeholder meetings; 
and the final 1/4 of fee is due when the Superintendent is officially hired by the District. 
 
We will provide the Board with criminal, civil litigation, social security, motor vehicle record checks and 
verification of educational degrees for the top (2-3) candidates at no additional fee. 
 

There is no charge by Ray and Associates for the services to assist the Board in negotiating a contract 
with the new Superintendent and the development of the contract terms. 
 

Consultant Reimbursed Expense.  Certain expenses, including travel, lodging, meals, shipping, 

and other search related expenses will be  kept to a minimum and are to be reimbursed by the District.  
Said expenses will be invoiced as they occur and will include a detailed account listing of such expenses.   
 

Candidate Expenses.  If the District determines to reimburse candidates for interview 

expenses, expenses may include travel, lodging and meals for the candidate and spouse.  
Candidates are to submit all receipts and expense documentation to a designated individual 
at the District and said expenses will be paid by the District as they occur.   
 

Cost Saving Expense Options.  Ray and Associates, Inc. is aware of budget concerns and therefore 

offers several cost saving options: 1) Conduct 3 meetings with our consultants via Skype, conference call 
or gotomeetings, which could potentially save thousands of dollars in travel expenses; 2) Utilize our 
materials electronically (either via e-mail or a flash drive); and 3) Boards may conduct 1st round candidate 
interviews via Skype to reduce candidate travel expenses.  Once the Board narrows the candidates down 
to two or three finalists, the finalists will interview in-person with the Board.   
 

PERFORMANCE CONTRACT 
Ray and Associates, Inc. will provide a written agreement between the Board and the consulting firm 
which will contain the provisions of this Proposal and any modifications or changes mutually agreed by 
the parties. 
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ESTIMATED COST SHEET – PREPARED FOR: 
BRIGHTON AREA SCHOOLS 

 

Ray and Associates, Inc. will spend as much time as needed to conduct a successful search for Brighton Area 

Schools.  Please Note:  Our flat fee is inclusive of all services.  The only hourly rates that would apply would be for 
requests above and beyond this Proposal and would be at the following rates:  
 

 

Consultant $100.00/hr  
Administrative Asst. $25.00/hr 

 

 

Travel  

Flight .................................................................................................................... 1,500.00 

Ground transportation (billed at $0.575 per mile) ....................................................... 600.00 
Hotel (if needed for stakeholder meetings) ................................................................ 400.00 

Meals  ..................................................................................................................... 200.00 
  **  Travel Subtotal ....................................................................................................... 2,700.00 

**Expenses may be less if district utilizes local consultant or cost saving meetings. 
 
 
 

Shipping:  (Federal Express to the District, materials to search coordinator, candidate information after the 

candidates have been selected from the screening process) ........................................................................... 500.00 
 
 

Ray and Associates, Inc. Estimated Expense Total: .................................................................... 3,200.00 

Ray and Associates, Inc. Base Fee .......................................................................................... 19,000.00 
 
 

*ESTIMATED SEARCH COST ................................................................................. $21,200.00 
*Does not include estimated advertising or candidate expenses for interviews.  
 
 

**The actual number of candidates interviewed is the Board’s decision.  The estimate per candidate for interview 

expenses is $2,000; however, it is dependent on the candidate’s geographic location.  Candidate travel expense 
reimbursement is the responsibility of the District. 

 
All expenses are estimates, based on past experiences.  Brighton Area Schools will be billed for only the actual 
expenses incurred. 

 
Board Approved Advertising 

 

We exhibit advertising as a separate entity because the cost is based on the decisions of Brighton Area Schools on 

how extensive the need.  Our associates make recommendations and the Board has the final authority on frequency 

and dollars spent.  (Estimated Advertising is $5,000.00) 

Ray and Associates, Inc. does not collect a commission for placing the ads. 

 
 
 
 
 

 

Page 67



SECTION IV 
GENERAL PROVISIONS 

 

CONFIDENTIALITY 
The nature of our work and our ability to carry out our responsibility to you is directly related and 
dependent upon our present and past experience in providing similar services to others.  The firm will 
preserve the confidential nature of any information which becomes available to the firm resulting from 
the services rendered to the Board. 
 
As our client, you also need to maintain the confidentiality of information provided by Ray and Associates, 
Inc. 

FOLLOW-UP AFTER THE SEARCH: 
BOARD SELF-ASSESSMENT SURVEY 

FOCUS ON FUTURE PLANNING 
 

Included in the base fee, the consultants from Ray and Associates, Inc. will spend time with the Board 
reflecting upon current Board governance procedures. In respect to governance and District initiatives, 
we have found that there is really no better time than very early in the tenure of a new Superintendent 
to assess issues and expectations.    
 

ROUND 1: At the conclusion of the search, we will provide the Board with a link to an online survey 
concerning current District governance practices as well as key District challenges and opportunities for 
improvement. Assessment results are then analyzed and shared with the Board and the new 
Superintendent.  The results can be emailed, presented in-person or via Skype. 
 

ROUND 2: About six months after the new Superintendent begins, we will provide the survey again to 
be completed by the current Board and the Superintendent.  As in round one, at no cost to the District, 
the results will be analyzed and shared with the Board and Superintendent to assist with teambuilding 
every year thereafter as long as that Superintendent is in tenure.   
 

Through the aforementioned process, we are afforded an in-depth view of your school district. As part 
of our presentation, we will also provide insight and suggestions for organizational improvements. Ray 
and Associates has developed several training/workshops targeted at increasing organizational 
performance and efficiency which may be of interest to your school district at this time of significant 
leadership transition.  Our firm belief is the workshops/training can increase the effectiveness of both 
the Board and Superintendent, enhance their relationship, and provide for an optimum learning 
environment to improve student achievement. 

 

SATISFACTION GUARANTEED 
We provide a termination provision in our contractual agreement with Brighton Area Schools.  If Brighton 
Area Schools or Ray and Associates, Inc. terminate this agreement, Brighton Area Schools will be charged 
only for the work performed and expenses incurred up to the date of termination. 
 
If the Board is dissatisfied with the new Superintendent within two years from the date of employment 
of the Superintendent and if either party dissolves that relationship by resignation or termination within 
a two-year period of the initial employment, the firm of Ray and Associates, Inc. will conduct a new 
Superintendent search at no cost to the District, except for expenses. 
 

Furthermore, we do not recruit candidates we have placed for a minimum of 5 years. 
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REFERENCES 
We have chosen several clients from our past and recent search list to demonstrate that we have been 
successful in various geographic locations.   

 
 

SCHOOL DISTRICT LOCATION 
CONTACT 
PERSON 

TITLE OF 

CONTACT 
PHONE NUMBERS/ E-MAIL 

Hillsborough County 
Public Schools  

Tampa, FL Steve Cona Board Member Cell:  813-310-8557 

Cleveland Heights-

University Heights 
City School District 

University Heights, 

OH 
Jodi Sourini Board President 

Cell:  216-906-3556 

j_sourini@chuh.org  

Everett Public 

Schools 
Everett, WA 

Caroline 

Mason 
Board Member 

Cell:  425-238-7308 

caroline.mason@everettsd.org  

Westside 
Community Schools 

Omaha, NE Adam Yale Board Member 
Cell:  402-672-2294 

yale.adam@westside66.net 

Waxahachie 

Independent School 
District 

Waxahachie, TX Dusty Autrey Board President 
Cell:  972-670-7121 
dautrey@wisd.org 

Berlin Area School 

District 
Berlin, WI 

Catherine 

Kujawa 
Board President 

Cell:  920-279-4657 

ckujawa@berlin.k12.wi.us   

Woodland Hills 

School District 

North Braddock, 

PA 
Jamie Glasser Board President 

Cell:  412-874-0161 

glasja@whsd.net  

Lawrence Public 
Schools 

Lawrence, KS 
Shannon 
Kimball 

Former Board 
President 

Cell:  785-840-7722 
skimball@usd497.org  

Pittsburg 

Community Schools 
USD 250 

Pittsburg, KS Marlene Willis 
Former Board 

President 

Cell:  602-404-8835 

mwillis@usd250.org 

Savannah-Chatham 
County Public 

Schools 

Savannah, GA 
Mary Davis-

Brown 

Board 

Secretary 

Work:  912-395-1014 

Mary.Davis-Brown@sccpss.com 

Gresham Barlow 

School District 
Gresham, OR 

John 

Hartsock 

Former Board 

Member 
Cell:  503-780-4806 

Mercer Island 
School District 

Mercer Island, WA 
David 

D’Souza 

Former Board 

Chair 
Cell:  206-202-0894 

david.dsouza@mercerislandschools.org 

Council Bluffs 

Community School 
District 

Council Bluffs, IA Troy Arthur  
Former Board 

President 

Cell:  402-651-0956 

Troyarthur4cb@gmail.com  

Poway Unified 

School District 
San Diego, CA 

Michelle 
O’Connor-

Ratcliff 

Former Board 

President 

District:  858-521-2704 

moconnorratcliff@powayusd.com  

Joplin Schools Joplin, MO Jeff Koch 
Former Board 

President 

Work:  417-529-1236 

jeffrykoch@hotmail.com 

Northshore School 

District 
Bothell, WA Amy Cast 

Former Board 

President 

Cell:  206-601-7909 

Sbdistrict5@nsd.org 

 
This is not a complete list, and more references can be provided upon request.  
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✓ We customize every search to meet the specific needs of our clients. 
 

✓ We have the largest professional recruiting network in the country. 
 

✓ We have a highly qualified, full-time staff that is readily accessible to respond to both clients and candidates. 
 

✓ We maintain a large, prescreened database of traditional and non-traditional candidates from across the 

country. 
 

✓ We aggressively recruit candidates who closely match the District profile. 
 

✓ We provide an attractive, user-friendly and informative website that allows candidates to access application 
materials on-line.  

 

✓ We receive more applications than any search firm in the nation. 
 

✓ We interview each individual Board member in order for them to provide information and insight into the 

development of the profile characteristics for the position.  
 

✓ We collect and organize community and staff input when desired by the Board and provide a report that is 

highly useful in establishing the position criteria.  In addition, our firm offers an online survey in various 
languages and will provide a link to the survey to post on the District’s website. 

 

✓ We offer the option to have our office design and develop the promotional application and flyer for the position. 
 

✓ We have the most complete and comprehensive investigative system to assure our clients of candidate quality. 
 

✓ We have a unique and successful consensus building process for Boards who may be split on candidates or 

other issues. 
 

✓ We have been highly successful in providing a large diverse pool of candidates in all of our searches.   
 

✓ We provide an in-depth candidate video interview to the Board.   
 

✓ We provide criminal, civil litigation, social security, motor vehicle record checks and verification of educational 

degrees for the top (2-3) candidates at no additional fee. 
 

✓ We provide a two-year guarantee clause in our contract with our clients. 
 

✓ We do not recruit candidates we have placed for a minimum of 5 years. 
 

✓ We provide a service to our clients after the Superintendent is hired to ensure a smooth transition and to 

establish realistic expectations at the outset. 
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Our Mission
We will provide our clients with the

highest quality services to assist them in

hiring leaders who will meet their

specific needs and positively impact the

education of all students.

Finding Leaders for America’s Schools

WHY HIRE US?

Our firm is equipped to assist you in 

the selection of a Superintendent or 

other top administrative position 

who meets the particular needs and 

qualifications..

Finding Leaders for America’s 

Schools

Corporate Office

901 17th Street NE

Cedar Rapids, IA 52402

Mailing address:

P.O. Box 10045

Cedar Rapids, IA 52410

Phone: 319-393-3115

Fax 319-393-4931

Email: glr@rayassoc.com

www.rayassoc.com

• We are the most experienced search

firm in the nation (over 40 years).

• We have the largest and most diverse

recruiting network of associates in the

country (over 160 Associates).

• We have experienced full-time office

staff which takes the burden off District

staff.

• We actively recruit candidates who are

not looking for jobs.

• Each search we conduct is unique, thus

we customize our services to match our

clients’ needs.

• We are extremely objective in our

approach, owing no candidate any

favors. We work for our clients.

• We have a large database of

prescreened candidates, some of whom

may well fit your position profiles.

• We receive more completed

applications than any other search firm

in the country.

• We provide a consensus building

process for the Board that readily

identifies top candidates.

• Beyond application materials, Boards

will observe top candidate videos prior

to interviews.

• We facilitate swift contract closure once

the final decision on whom to hire is

made.

• We maintain a relationship with our

clients throughout the tenure of the new

school leader.

Specializing in School Leadership 
Searches
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Finding Leaders for America’s Schools

THE MOST IMPORTANT TASK

Hiring a new school leader will be the most

important task you perform as a school board

member. Your success in the search process

will affect your educational programs for years

to come.

The administrator you select must be a qualified

professional who can work well with the Board

or school committee, the staff and the

community to provide a quality education for

your students.

Our firm is uniquely equipped to assist you in

the selection of a school leader who meets the

particular needs and qualifications of your

school district.

Serving as consultants, Ray and Associates, Inc.

advises and recommends; however, the Board

or School Committee always makes the final

decision. Our aim is to become lasting partners

with the Board to enable them to hire and retain

the best possible school leader.

It is our goal to make the selection process

professional, efficient and successful —

successful in that the Board or School

Committee selects the right leader.

WE WILL ASSIST THE BOARD BY 

OFFERING THE FOLLOWING 

SERVICES

• Customize the search process to meet the

needs and expectations of the District.

• Develop an effective timeline for the search.

• Gather and organize constituent input to

help develop the profile of the position.

• Advertise the position vacancy in the most

cost-effective and productive venues.

• Aggressively recruit a highly qualified,

diverse pool of candidates who meet or

exceed expectations.

• Conduct background investigations of

leading candidates.

• Provide scoring instrument (Matrix) for

Board members to build consensus on

candidates.

• Beyond application materials Boards will

observe top candidate videos prior to

interviews

• Establish the interview format, procedures,

schedule and interview questions.

• Provide assistance as needed to finalize the

contract with the selected finalist.

• An annual follow-up Board and

Superintendent Self-Assessment Survey will

be provided at no cost as long as the

Superintendent is still employed.

WE ALSO PROVIDE SEARCH 

SERVICES FOR OTHER TOP 

ADMINISTRATIVE POSITIONS

Whether you are in need of a Central Office

Administrator, Building Principal or any

administrative position, we can be of help. We

specialize in recruiting excellent candidates for

a wide variety of administrative positions. Our

work relieves local personnel from the time

demands required to do a proper search, thus

allowing them to concentrate on their

appointed duties.

Our firm will assist our clients in selecting

leaders who excel at the position and who are a

true match.

While our services are unmatched in

effectiveness and efficiency, our fees are very

competitive. If you compare us, we are

confident that you will be pleased with our

reputation and our record of successful

placements.

LEADERS IN SCHOOL EXECUTIVE SEARCHES WITH OVER 40 YEARS EXPERIENCE .

ARE YOU SEARCHING FOR A NEW LEADER?

RAY AND ASSOCIATES, INC. CAN HELP

Our firm will assist our clients in selecting leaders who excel

at the position and who are a true match.
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RAY AND ASSOCIATES - POINTS OF EXPERIENCE IN TIME OF COVID-19 

 

During this unprecedented time of COVID-19, we, along with other firms, have had to adapt our way of 
thinking and practices in order to accomplish the task at hand – finding your next Superintendent.  
 
We had searches in various stages when the outbreak of COVID-19 hit forcing school districts to close and 
states to issue shelter in place orders.  Some of the ways we have adapted our search experiences are as 
follows: 
 
1. First meetings with the Board and Board one-on-one interviews can be conducted electronically 

or by phone. 
 

2. In addition to our current electronic 33 qualities survey, and in lieu of in person stakeholder 
meetings, we have conducted stakeholder meetings via Zoom with groups and members chosen 
by the Board/district. 
 

3. Another option used to gather stakeholder/constituent group input is to place the stakeholder 
questions into Survey Monkey and providing the district with links for each group which they then 
distribute to the selected members of each respective group.  Upon closure of the survey, we 
review and compile responses to the stakeholder questions.  This information is used internally 
to assist in finding commons themes, names of suggested candidates and possible interview 
questions. 

 
4. If presenting the candidate packets to the Board in person is not an option, we can conduct a 

meeting via Zoom or other electronic means where we would provide the Board with links to the 
candidate packets as well as the one-way candidate Spark Hire videos. 

 
5. If needed, candidate interviews can also be conducted electronically.  We know this is not ideal, 

but it can be utilized to keep the process moving. 
 

6. We realize an important part of the process is to have stakeholders meet the candidates.  If that 
is not possible due to current conditions, we suggest an electronic forum for each candidate 
whereby the community can submit questions, a moderator would then compile the questions 
into a select number (given the time allotment) of various topics, and then ask those questions to 
the candidates (i.e. 30 minute time limit, 2 minutes per question, going alphabetically by 
candidate with one candidate completing their 30 minutes followed by the next candidate).  If 
district technology allows, these forums would then be shown on the district meeting site or 
YouTube site. 

 
7. This is YOUR search.  We will work with you to devise a plan that works for you! 
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A Proposal Prepared for 
 

BBrriigghhttoonn  AArreeaa  

SScchhoooollss  

BBrriigghhttoonn,,  MMiicchhiiggaann  
 

for 
 

The Search and Selection of a 

Superintendent of Schools 
 

 submitted by 

 
Executive Recruitment & Development 

 

 

11725 Arbor Street, Suite 220 

Omaha, Nebraska 68144 

Phone: 888-375-4814/402-991-7031                                             

Fax: 402-991-7168 

Email: mail@macnjake.com                                          

Website: www.macnjake.com  
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May 11, 2020 

 

Board of Education 

Brighton Area Schools 

125 South Church St. 

Brighton, Michigan 48116 

 

Thank you for your request for information. The enclosed proposal describes the professional 

services McPherson & Jacobson, L.L.C. will provide Brighton Area Schools in ensuring your 

superintendent search secures quality leadership for the district. 

McPherson & Jacobson will work with the board to design a search that meets the unique 

needs of your school district. Our firm’s five-phase protocol allows the board to concentrate 

on the most important segments:  the interview and selection of the successful candidate. Our 

team of consultants, working in conjunction with the board and stakeholder groups you 

identify, will implement a systematic, comprehensive process culminating in the hiring of the 

most qualified candidate for your district.  

With over 125 consultants across the United States, McPherson & Jacobson has been 

successfully conducting searches for governing boards since 1991.  

Our contact information: 

  McPherson & Jacobson, L.L.C. 

  11725 Arbor St., Suite 220 

  Omaha, Nebraska 68144 

  Telephone: 402-991-7031/888-375-4814 

  Fax: 402-991-7168 

  Email: mail@macnjake.com 

We appreciate the opportunity to meet with your board to present our proposal and discuss 

our proven search process.  

Sincerely, 

Thomas Jacobson 

Thomas Jacobson Ph.D. 

Owner/CEO, McPherson & Jacobson L.L.C. 
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TThhee  MMccPPhheerrssoonn  &&  JJaaccoobbssoonn  DDiiffffeerreennccee  
  

 

“It’s About the Kids” 

• WWEE  BBEELLIIEEVVEE  every student is entitled to a high-quality education. We 

strongly believe quality education is dependent upon quality leadership. 

• OOUURR  MMIISSSSIIOONN  is to ensure your search results in quality leadership for 

education excellence. 

McPherson & Jacobson has developed a protocol that provides for high involvement of 

stakeholders, while keeping the board in complete control of the process. 

One of the hallmarks of McPherson & Jacobson, L.L.C. is the belief that the search for a 

public executive should be conducted with as much transparency as possible. We have 

designed a process, which keeps the board in complete control of the search, while inviting 

various stakeholder groups to provide input and become meaningfully involved in the 

process.  
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QQuuaalliiffiiccaattiioonnss  aanndd  BBaacckkggrroouunndd  ooff  

MMccPPhheerrssoonn  &&  JJaaccoobbssoonn,,  LL..LL..CC..  
 

Leading National Search Firm 

McPherson & Jacobson, L.L.C. has been conducting national searches for governing 

boards since 1991. The firm has placed over 750 superintendents and other officials 

in public and non-profit organizations across the United States. McPherson & 

Jacobson is one of the leading national superintendent search firms. 

 

Nationwide Network of Experienced Consultants 

McPherson & Jacobson has over 125 consultants across the nation. Over one-fourth 

of McPherson & Jacobson consultants are minorities or female. Our diverse group of 

consultants has extensive backgrounds in education and public service including 

current and former superintendents, assistant superintendents, university professors, 

and school board members. Over fifty percent have a doctorate degree. Their 

diversity and expertise ensures your search results in quality leadership for education 

excellence. 

 

Sustainability in Leadership 

Waters and Marzano review of 3.4 million students’ achievement scores found that 

Superintendents’ tenure is positively correlated with student achievement.  

Organizations using the McPherson & Jacobson protocol have enjoyed sustainability 

of leadership. Over the last five years, almost eighty percent of administrators are in 

the position for which they were hired. Over fifty percent of administrators are still 

in the position for which they were hired within the past ten years. Almost half of the 

administrators selected by governing boards within the past 15 years continue in the 

position for which they were hired. 
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EExxeeccuuttiivvee  SSuummmmaarryy  
 
McPherson & Jacobson L.L.C. provides a comprehensive search process. Below are some of 

the highlights of our process: 

 

• Our process is comprehensive and provides critical support for the most time-

consuming aspects of recruiting and screening the candidates, so the board can focus 

on interviewing and selection. 

• Transparency is a hallmark of our protocol. Stakeholder participation emphasizes the 

transparency of our process. 

• We take the entire board through a consensus decision-making process to identify the 

top criteria for the selection of the new superintendent. 

• We meet with groups to ensure broad-based stakeholder input in the selection 

process. In addition, we provide an online survey to reach out to anyone who could 

not attend a stakeholder meeting. The consultants will present a comprehensive 

written report to the board, which includes all of the comments recorded during the 

input sessions. 

• McPherson & Jacobson’s consultants actively recruit candidates that meet the 

selection criteria. If desired, we will recruit non-traditional candidates. 

• Applicant confidentiality is important to attract top candidates. Names remain 

confidential until the board selects their finalists. 

• We continue to work with your school district until a superintendent is hired and in 

place. 

• Phase V provides a continued commitment to work with your board and new 

superintendent for one year. We help you collaboratively establish annual 

performance objectives for the new superintendent’s first year. Evidence from 

previous searches shows this phase to be very positive as it fosters a good transition. 

• We are so confident of our ability to identify the district’s criteria, recruit and screen 

applicants against those criteria, and assist during the transition period, that we 

guarantee our service. If your superintendent leaves for whatever reason during the 

guarantee period, we will repeat the process for no charge except for actual expenses. 

 

Our mission is to ensure your search results in quality 

leadership for education excellence. 
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FFiivvee  PPhhaasseess  ooff  aa  SSuuppeerriinntteennddeenntt  SSeeaarrcchh  
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PPhhaassee  II  

 Using a group process with the board, identify the most important characteristics of 

the future superintendent. 

The consultants will assist the board in identifying the most important characteristics the 

board would like the new superintendent to possess. These characteristics will be used as 

a template for recruiting and selecting candidates.  

 Establish appropriate timelines and target dates for the selection process. 

The consultants will prepare a proposed calendar for the search process. Dates for 

advertising the announcement of vacancy, closing date, dates for interviewing, a target 

date for selecting the new superintendent, and a date for the new superintendent to begin 

will be determined. 

 Determine, with the board, appropriate advertising venues. 

The consultants will assist the board in determining the scope of the search. Appropriate 

media venues (professional journals, trade papers, newspapers, and websites) and 

associated costs will be presented for consideration.  

 Identify appropriate stakeholder groups. 

The board will identify the various stakeholder groups that they want McPherson & 

Jacobson’s consultants to meet with to solicit input into the process.  

 Assist the board in determining compensation parameters. 

In order to recruit and select top candidates, compensation packages need to be 

competitive. Our consultants will present data indicating what districts in the same 

geographic region and similar size are paying superintendents. Whenever possible, they 

will also present compensation information for districts that recently hired a 

superintendent. This information is provided for the board’s consideration of 

compensation parameters.  

Final compensation decisions will be determined by the board and the selected candidate. 

 Identify the point of contact for the district 

The board will identify an appropriate staff person to work with the consultants to 

coordinate the logistics of the search. This includes tasks such as assisting with 

information for the promotional brochure and coordinating details for stakeholder input 

and other meetings within the district. 
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PPhhaassee  IIII  

 Work with the district to schedule the stakeholder input meetings. 

The consultants will work with the district’s point of contact to determine the stakeholder 

input schedule and coordinate notifying the stakeholders about the meetings.   

 Meet with groups identified by the board to provide stakeholder input into the 

selection process. 

The consultants will meet with the stakeholder groups identified by the board and solicit 

their input into the selection process. Each group is asked to identify the strengths of the 

school district and community, the issues facing the new superintendent, and the 

characteristics they would like to see the new superintendent possess.  

The board chooses which groups it would like the consultants to meet with, but the most 

common groups include central office administrators, building administrators, teachers, 

classified staff, students, and community and business groups. The consultants will assist 

the board in choosing which groups it wishes to include. 

For any unable to attend a stakeholder meeting, we provide an online version of the 

questions we ask the groups. At the request of the district, the survey can be available in 

multiple languages. 

The results of the stakeholder meetings and online stakeholder input are summarized by 

the consultants and presented to the board. 

 Develop promotional literature and brochures announcing the vacancy. 

In order to attract quality applicants, it is important to promote your school system and 

community. With on-site assistance from the district, the consultants will assist in 

preparing an announcement of vacancy that highlights the strengths of your school 

system and community. Our graphic artist will prepare a professional color brochure that 

highlights the school district and community, including the board’s selection criteria, the 

board members, and the application procedures and timelines.  

 Prepare and place announcement of vacancy. 

McPherson & Jacobson’s staff will prepare and place the announcement of vacancy. It 

will be sent to the state school board and administrator associations, as well as media 

venues selected by the board. Additionally, McPherson & Jacobson maintains an 

interactive website (www.macnjake.com) that allows applicants to access all the 

application materials and apply on line. The website averages over 225,000 hits per 

month. 

 Develop an application unique to your vacancy that reflects the selection criteria 

determined by the board. 

McPherson & Jacobson’s staff will create an application form requiring applicants to 

describe their strengths and experiences relating to each criterion identified by the board. 

This will be one of the preliminary screening devices used by the consultants when 

assessing potential candidates. 
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 Post application information and notify interested applicants.  

McPherson & Jacobson’s staff contacts potential applicants and manages all the 

application materials using our online application software. Our office staff handles this 

task without assistance from your district. 

 Actively recruit applicants who meet the district’s needs. 

While McPherson & Jacobson does not represent candidates, we actively maintain a data 

bank of quality candidates. Once the board has chosen its selection criteria, we will send 

the information to all of our consultants across the United States, asking them to 

nominate candidates who would be a good match. We will encourage those candidates to 

apply. Some of the best candidates may not be actively seeking another position and will 

need to be recruited.  

McPherson & Jacobson stays current with trends in educational leadership by being an 

active participant and presenter at national and state education conferences. We 

participate in Job Central at the American Association of School Administrators 

conference, the National School Boards Association annual conference, and others such 

as the AASA Women’s Leadership Conference. 

 Confidentiality of Applicants 

McPherson & Jacobson proposes an open process for the search. We believe the public 

business should be done in public with transparency. We also understand the need for 

applicants’ confidentiality. Our process keeps the names of all applicants confidential 

until they are named a finalist for the position, at which time the names of the finalists are 

made public. 

If the board believes that the names of the finalists should be kept confidential until they 

make their selection, we can do that. This is your search and we will adapt our process to 

fit your unique needs.  

 Keep all applicants informed of their status in the selection process. 

During the application process, McPherson & Jacobson’s staff monitors applicants and 

notifies them of what is still needed to complete the process.  

 Communicate with all Board Members in a timely manner 

The consultants will communicate with all board members keeping them informed of the 

status of the search throughout the process.  

 

PPhhaassee  IIIIII  

 Evaluate each applicant against the selection criteria. 

The consultants will read and evaluate all of the completed files submitted by applicants. 

They will read the application form and all of the additional material in each file and 

begin reviewing against the selection criteria. 

Page 83



 Conduct reference checks. 

We understand that applicants do not submit references who will not speak highly of 

them. We begin with the references given and ask them a list of questions relevant to the 

selection criteria. After asking those questions, we ask each reference to give us the 

names of other people who can speak of the applicant’s qualifications. We then call those 

individuals and ask them the same set of questions, including asking them to give us the 

names of other people who can speak of the applicant’s qualification. We go a minimum 

of three people removed from the primary references. What we are looking for is 

consistency of answers that will verify the applicant’s strengths and weaknesses. 

In addition to contacting references, the consultants conduct an extensive Internet search 

of the applicants. 

 Pre-Interview and Video of Shortlist Applicants. 

The consultants will pre-interview applicants to be submitted on the shortlist. We will 

have these applicants submit a video which the consultants can share with the board. 

 Assist the board in developing a set of interview questions that reflect the identified 

selection criteria and characteristics. 

The consultants will present an extensive list of potential interview questions that reflect 

the selection criteria and characteristics desired by the board. The board members choose 

interview questions that reflect their criteria and priorities. 

If the board chooses to conduct two rounds of interviews, the consultants will assist in 

developing interview questions for both rounds of interviews. 

 

PPhhaassee  IIVV  

 Review candidates with the board and assist board members in determining which 

candidates they will interview. 

The consultants will present a complete list of applicants, who completed the application 

process, to the board for its review. We do not eliminate any applicants; however, a short 

list will be submitted of those applicants who we found most closely met the district’s 

criteria. The consultants will present a reference profile demonstrating the consistent 

feedback for each short list applicant.  

Upon reviewing the recommendations, the consultants will assist the board members in 

identifying which applicants they wish to consider as candidates for interviews. 

 Assist the board in determining interview procedures. 

After the board selects their final candidates to interview, the names of the candidates 

will be made public upon confirming the interviews (if the board chooses to release the 

names). During the interview process, the stakeholder groups will have an opportunity to 

meet the individual candidates. 

If the board chooses to conduct semi-finalist interviews, the candidates will only meet 

with the board. The names of the semi-finalist candidates will remain confidential (in 
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states where an executive session is allowed), and stakeholders will not meet the semi-

finalists. The finalist interviews will be conducted as described in the paragraph above. 

 Coordinate interview and visitation procedures. 

If the board chooses, McPherson & Jacobson will schedule semi-finalist interviews. 

Semi-finalist interviews are typically conducted with the board only. After the  

semi-finalist interviews, the board will select their finalists. 

If the board chooses to involve stakeholder groups in the interview process, the 

consultants will assist in establishing the finalist interview schedule that includes district 

staff, students, and community groups. A typical interview day will include a tour of the 

district and community, meeting with stakeholder groups, and a formal interview with the 

board.  

 Assist the groups identified by the board in planning for meeting each candidate 

and providing feedback to the board. 

If the board chooses to involve stakeholder groups in the interview process, 

representatives will be selected from the stakeholder groups identified by the board. The 

purpose of these groups is two-fold: 1) to promote the school district and community to 

the candidate; and 2) to form an impression of each candidate, which they will share with 

the board. The board will identify chairpersons for each stakeholder group. The 

consultants will meet with the chairpersons to discuss their roles and responsibilities. The 

consultants will also provide the chairpersons with a form to record the group’s 

consensus impressions of each candidate’s strengths and any concerns or questions the 

group may have. Each form will be sealed in an envelope and turned in to the district 

contact person.  

 Coordinate visitation procedures for the candidate’s spouse/significant other. 

We encourage boards to invite spouse/significant others to attend the interview day. The 

consultants will coordinate, with the point of contact, a portion of the interview day for 

the spouse/significant other to have an expanded visitation of the community. Tours 

typically include available housing, medical facilities, churches, recreational 

opportunities, and areas of interest unique to your community. 

 Assist the board in making final arrangements for each candidate’s visit. 

It is common practice for the district to pay interview expenses for the candidates and 

their spouse/significant others. To ensure that expenses stay within established 

guidelines, the consultants will assist the point of contact in making lodging and travel 

arrangements for each candidate. 

 Contact all finalists and schedule their interview dates. 

The consultants will contact the final candidates, notifying them they are finalists for the 

position and scheduling their interview dates. The consultants will be the contact for 

answering any questions and coordinating the candidates’ visits to the district. 
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 Notify all applicants not selected for an interview. 

Once the board has selected its final candidates, all other applicants will receive, on 

behalf of the board, a personalized notification thanking them for taking the time to 

complete the application materials and notifying them that they are not a finalist. 

 Personally contact each finalist who was not offered the position. 

Once a contract has been offered by the board and accepted, the consultants will call each 

of the other final candidates and thank them on behalf of the board for interviewing for 

the position. These candidates are not notified until an offer has been accepted. If by 

chance you lose your top candidate, we want to keep viable candidates available. 

 Conduct background checks. 

Included in the fee is a criminal/financial/credential verification background check for the 

selected candidate. For an additional fee, the board can choose background checks for all 

of the finalists.  

 

PPhhaassee  VV  

 Establish performance objectives for new superintendent. 

Working with the board and new superintendent, the consultant will assist in establishing 

two or three performance objectives the board wants the superintendent to focus on 

during the first year. These objectives are beyond the day-to-day school district 

operations. 

Once the performance objectives have been identified, board members will be asked what 

they will accept as evidence of progress towards the accomplishment of the identified 

objectives. 

The superintendent will take the information generated from this session and develop an 

action plan for achieving the performance objectives.  

 Provide a guarantee.  

If the board chooses to use our complete service, we will guarantee our process for two 

(2) years. If the person selected leaves the position, FOR WHATEVER REASON, within the 

guarantee period, we will repeat the process at no charge except actual expenses. 

We are convinced that our process of identifying your most important selection criteria, 

meaningfully involving stakeholders, screening candidates against the criteria, and 

working with you during the critical first year, will ensure your search results in quality 

leadership for education excellence. 
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TTiimmeelliinnee  
 

The timeline for the search process is established when we meet with the board, so we can 

address the unique needs of the district. However, the time from our first meeting with the 

board until the finalist is selected is typically a minimum of two to three months. 
 

Search sequence: 
 

➢ At the beginning of the search 

• Advertising decisions are made 

• The qualities for the new superintendent are identified 

• Application information is posted 

• A formal timeline is established  

• A brochure is created to advertise the district and the vacancy 

 

➢ At the time designated by the board 

• Stakeholder group meetings are held 

• A summary of stakeholder input is presented to the board  
 

➢ As applications arrive in our office 

• Applications are monitored and applicants are notified of the deadlines to 

submit their materials 
 

➢ After the closing date 

• All the completed applicant files are forwarded to the consultants 

• The consultants begin the review and pre-interview process 
 

➢ Approximately two to four weeks after the closing date 

• Consultants provide information to the board on all applicants who completed 

the process  

• Consultants present summary profiles and video interviews of qualified 

candidates to the board  

• The board selects the candidates it wants to interview 

• McPherson & Jacobson notifies each applicant not selected for an interview  
 

➢ Soon after the board selects their candidates   

• Semi-finalist interviews are conducted (if chosen by the board) 

• The board interviews its final candidates  

• The board selects their new superintendent 

• A criminal/financial/credential verification background check is conducted on 

the selected candidate 

• McPherson & Jacobson’s consultants contact each candidate who was 

interviewed to notify them of their status 
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RReessppoonnssiibbiilliittiieess  ooff  BBrriigghhttoonn  AArreeaa  SScchhoooollss  aanndd  

MMccPPhheerrssoonn  &&  JJaaccoobbssoonn,,  LL..LL..CC..  
 

 

Event McPherson & Jacobson’s Tasks  
1st board 
meeting 

❑ The consultant guides the board in determining the following items 
o Characteristics for the new superintendent 
o The search calendar 
o Compensation parameters 
o Identify the appropriate constituent groups for stakeholder input 
o Advertising venues 

❑ The consultant works with the Point of Contact to compile: 
o Information to create the brochure announcing the vacancy 
o The list of names to be invited to the community input meetings 

After 1st 
meeting 

❑ Application link is posted online 
❑ Brochure announcing the vacancy is created 
❑ Advertising is started 
❑ Vacancy announcements are sent out 
❑ E-mails are sent to applicants registered with McPherson & Jacobson notifying 

them about the opening 
❑ E-mails are sent to consultants regarding the opening, requesting they invite 

candidates to apply for the position 
❑ Opening is posted on social media and additional venues 

During 
application 
period 

❑ Consultants recruit candidates that fit the position 
❑ Monitors applicants and where they are in the application process 
❑ Notifies applicants of the closing date for submitting their materials 
❑ Lead consultant keeps the board up to date on the search 

Stakeholder 
meetings are 
scheduled 

❑ Home Office sends out invitations to the community stakeholder meeting(s) after 
receiving the information from the consultant and the district 

Stakeholder 
meetings 

❑ Consultants facilitate the stakeholder meetings, recording the input 
❑ An online stakeholder input survey is created, the link is posted on the 

McPherson & Jacobson website and also provided to the district to post 

Stakeholder 
meetings 
completed 

❑ Consultant summarizes key themes and gives the results to the district 
❑ Copy of summary is sent to Home Office  
❑ The stakeholder input summary report is created 

2nd board 
meeting 

❑ Review stakeholder input summary report and provide copies to the district 
❑ The consultant guides the board in determining the following items 

o Interview questions 
o Length of contract, moving and interview expenses 
o Spouse/significant other’s involvement in interview process  
o District Interview Schedule  
o Candidate Daily Interview Schedule 

❑ Interview questions are sent to Home Office to be formatted  

Prior to 3rd 
board meeting 

❑ Applicant packets are reviewed by the consultants and reference checks are 
performed  

❑ Contact candidates on short list and verify their interest in the position 
❑ Meet with stakeholder group chairs to review schedule, procedures, and screen 

questions 
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Event McPherson & Jacobson’s Tasks  
3rd board 
meeting 

❑ The consultant facilitates the board’s  
o Review of the list of all applicants  
o Overview of candidates on short list 
o Selection of finalists 
o Finalizing of interview dates & schedule 
o Review of interview questions & procedures 
o Finalizing candidate & spouse/significant other arrangements 

❑ Contact finalists and schedule interview dates, review schedule, discuss 
compensation and contractual issues 

❑ Work with Point of Contact to coordinate interviews (transportation, lodging, 
interview locations, etc.) 

❑ Send Candidate Daily Interview Schedule to each finalist 
❑ Notify the applicants who were not selected to be interviewed 

Interviews ❑ Call Point of Contact after 1st interview to learn how it went 
❑ Call 1st candidate to learn their perspective and how the interview went 
❑ Suggest any possible improvements 
❑ Be available for questions 
❑ Be present at interviews if request is made by school district (additional fee for 

this service) 

Finalist 
selected and 
accepted 

❑ Call and make offer to candidate 
❑ Verify acceptance 
❑ Conduct criminal/financial/credential verification check on selected candidate 
❑ Call other finalists 
❑ Sends out letter of congratulations to candidate who was chosen 

Phase V ❑ Facilitate board and superintendent’s identification of 2-3 performance objectives 
and evidence of progress the board will accept 

❑ Consultant reviews superintendent’s plan 
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Brighton Area Schools 
 

Event School District’s Tasks  
1st Board 
Meeting 

❑ Provides consultant with the necessary information to create the brochure; 
the name of the Point of Contact; and the board member list 

❑ Reviews the brochure  

Community 
meetings are 
scheduled 

❑ Names and addresses are sent to Home Office for community member 
stakeholder meeting invitations 

❑ Notifies internal stakeholders of times and locations for stakeholder 
meetings 

❑ Posts dates, times and locations of meetings and public forum(s) and 
encourages stakeholder attendance  

❑ Publishes link to online stakeholder input survey 

3rd board 
meeting 

❑ Board decides if they wish to conduct semi-finalist interviews 
❑ Assist with lodging arrangements and welcome gifts 
❑ Arrange for spouse/significant other tour 
❑ Arrange logistics for stakeholder focus groups 

Semi-finalist 
Interviews 

❑ The board interviews each semi-finalist 
❑ The board determines the finalists to be interviewed 

Interviews ❑ One candidate per day 
❑ Board member greets each candidate upon arrival to district 
❑ Coordinates candidate’s meeting with stakeholder focus groups and 

retrieval of input forms 
❑ Informal interview-social setting 
❑ Formal interview 
❑ Spouse/significant other’s visitation is coordinated 

Meeting to 
Select 
Finalists/ 
Finalist 
selected and 
accepted 

❑ Board members meet and discuss each candidate individually 
❑ Individually rank order candidates 
❑ Read input forms submitted by stakeholder focus groups 
❑ Select minimum of #1 and #2 candidates 
❑ Contact consultant with selection results 
❑ Send interview forms and files to the Home Office 
❑ Board completes an evaluation of the search service provided by 

McPherson & Jacobson 

Phase V ❑ Superintendent creates plan with target objectives and timelines 
❑ Board adopts plan 
❑ Send copy of plan to Home Office  
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SSttaakkeehhoollddeerr  IInnvvoollvveemmeenntt  
 

Initial stakeholder input sessions 

The consultants will meet with groups identified by the board to solicit their input into the 

selection process. Each group is asked to identify the strengths of the school district and 

community, the characteristics they would like to see the new superintendent possess, and the 

issues facing the new superintendent. The results of these meetings are summarized by the 

consultants and presented to the board. The board chooses which groups it would like the 

consultants to meet with, but the most common groups include central office administrators, 

building administrators, teachers, classified staff, students, and community and business 

groups. The consultants will assist the board in choosing which groups it wishes to include. 

An online survey option will be provided to stakeholders who are unable to attend the 

scheduled meetings. 

  

Meeting the candidates 

A representative group of eight to twelve people will be selected to represent each of the 

groups identified by the board. The consultants will meet with a chairperson for each group 

to discuss their roles and responsibilities. The purposes of these groups are two-fold: one, to 

promote the school district and community to the candidate; and two, to form an impression 

of each candidate, which they will share with the board. The consultants will coach each 

group on how to conduct the meeting with each candidate and what questions they can or 

cannot ask. The consultants will also provide the chairpersons with a form in which, using 

group consensus, they will record their impressions of each candidate. The forms will be 

sealed in an envelope after meeting with each candidate and turned in to the district contact 

person. Upon completing the interview process with all candidates, the board will receive 

and open the forms from each group. 

 

Process for Obtaining Staff Input 

The consultants will meet with central office administrators, building administrators, 

teachers, classified staff, and students, to solicit their input into the selection process. Each 

group is asked to identify the strengths of the school district and community, the 

characteristics they would like to see the new superintendent possess, and the issues facing 

the new superintendent. The results of these meetings are summarized by the consultants and 

presented to the board. 

Our normal protocol is to host meetings for the teachers and classified staff in the afternoon, 

right after school dismissal to give the maximum opportunity for the staff to participate. 

Central office and building administrator meetings are scheduled at multiple locations to 

maximize the opportunities for their input. Student input sessions are not scheduled during 

class time, they are normally held during lunch breaks. 
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Process for Obtaining Parent and Community Input 

The consultants will meet with parents and community stakeholders, to solicit their input into 

the selection process. Each group is asked to identify the strengths of the school district and 

community, the characteristics they would like to see the new superintendent possess, and the 

issues facing the new superintendent. The results of these meetings are summarized by the 

consultants and presented to the board. 

Our normal protocol is to host meetings for the parents and community stakeholders in the 

evenings at multiple locations to allow as many stakeholders as possible to give their input. 

 

Process for Obtaining Online Stakeholder Input 

McPherson & Jacobson will create an online input survey to allow stakeholders to submit 

their input. At the request of the district, surveys for multiple languages can be developed 

and posted. 
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IInnvveessttmmeenntt    
 

The fee for conducting the superintendent search is $11,900 for Phases I-V. 

The total not to exceed amount including expenses is $19,550 . (Due to the current 

situation regarding the COVID-19 crisis, McPherson & Jacobson has the tools to conduct 

the components of the search process electronically. We can work with the board to 

determine the best practices as the search progresses and updated guidance regarding the 

crisis is received. If all or part of the search is conducted electronically, the expenses will 

decrease due to not having travel expenses for the consultants.) 

Included in the expenses is 

• 30 days of advertising on AASA 

• 30 days of advertising on TopSchoolJobs 

• One (1) day of stakeholder meetings 

• Consultant travel expenses for three (3) trips to the district  

• Two online stakeholder input surveys (one in English and one in an additional 

language) 

• Video interviews for five (5) candidates 

• Criminal/financial/credential verification background check for the final candidate 

• Office expenses 

 

NOTE:  

• Expenses may increase if the district chooses additional media advertising. 

• Fees and expenses will increase if the district requests additional stakeholder input 

days. 

• Interview expenses for the candidates are not included in the expenses listed. 

• There is an additional fee and expenses for the consultants to attend the interview 

sessions. 

 

McPherson & Jacobson is committed to working with the school district until a 

superintendent is identified and hired. If a second round of candidate selection is necessary, 

the only cost to the district would be the additional expenses, there is not an additional fee. 

 

Additional Services: 

 

In addition to the basic services provided, McPherson & Jacobson can provide at no 

additional charge the following services: 

• Assist the board in revising and updating the superintendent’s job description. 

• Assist the board in developing an effective contract. 

• Provide assistance in negotiating the contract with the finalist. 

• Schedule an on-site visitation to the finalist’s home district. 
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AApppplliiccaanntt  DDiivveerrssiittyy  
 
While McPherson & Jacobson does not represent candidates, we keep a data bank of quality 

candidates. Once a board identifies the characteristics it desires in its new superintendent, the 

consultants from McPherson & Jacobson, L.L.C. will identify and aggressively recruit, on a 

national level, candidates who match the board’s identified criteria.  

McPherson & Jacobson has over 125 consultants across the nation. Our diverse group of 

consultants has extensive backgrounds in education and public service including current and 

former superintendents, assistant superintendents, university professors, and school board 

members. Over fifty percent have a doctorate degree. Their diversity and expertise ensures 

your search results in quality leadership for education excellence. 

We use our consultant network to track the careers of successful administrators. We also 

work closely with universities, colleges, and professional organizations that represent and 

promote minority and female applicants. 

For the past five years, approximately one-third of our applicants have been female and 

almost one-fourth of our applicants have been ethnically diverse. 

In the past ten years, one-third of our placements have been women or ethnically diverse 

candidates. 
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MMccPPhheerrssoonn  &&  JJaaccoobbssoonn,,  LL..LL..CC..  CCoonnssuullttaannttss  
 

McPherson & Jacobson, L.L.C. maintains a vast cadre of professionally trained consultants 

across the United States. All our consultants are actively involved in recruiting quality 

candidates for all searches. 

All our professionally trained consultants are involved with education. Every consultant 

believes that every child in every district is entitled to the highest quality educational 

opportunities. They also believe that quality education begins with quality leadership. 

Following is a list of all our consultants, listed by state: 

 
Dr. Thomas Jacobson, CEO/Owner, McPherson & Jacobson, L.L.C., Omaha, Nebraska 

 

Dr. Steve Joel, National Recruiter, Superintendent, Lincoln, Nebraska  

 

Alabama Consultants 

 Dr. Barry Carroll, Retired Superintendent, Educational Consultant, Athens 

 Dr. Paul McKendrick, Retired Superintendent, Tuscaloosa 

Alaska Consultants 

 Mr. Shawn Arnold, Superintendent, Valdez  

 Mr. Harry Rogers, Retired Superintendent, Petersburg 

Arizona Consultants 

  Dr. William Dean, Retired Superintendent, Tucson 

  Ms. Barbara Dean, Retired from AASA, Tucson 

 Dr. Mary Kamerzell, Superintendent, Catalina Foothills School Dist., Tucson 

 Dr. Les Huth, Retired Professor, Scottsdale 

 Mr. Pat Nauroth, Retired Superintendent, Cave Creek  

 Ms. Jennifer Tanner, Board Member, El Mirage 

Arkansas Consultants 

Mr. Wayne Gibson, Board Member, El Dorado  

Dr. T. Kenneth James, Education Consultant, Greers Ferry 

Dr. Diana Julian, Professor, Benton 

Mr. Terry Julian, Retired Administrator, Benton 

Mr. Bobby Lester, Retired Superintendent, Consultant Emeritus, Jacksonville 

Dr. John H. Moore, Retired Superintendent, Magnolia 

Dr. Megan Slocum, Associate Superintendent, Fayetteville 

Dr. Tony Thurman, Superintendent, Cabot 

Mr. Andrew Tolbert, Retired Superintendent, Warren 

Mr. Mitch Walton, Professor, Searcy 

Mr. Jerrod Williams, Superintendent, Bauxite 

Dr. Kieth Williams, Retired Superintendent, Bald Knob 
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California Consultants 

Dr. Derwin “Darryl” Adams, Educational Consultant, Alta Loma 

Mrs. Janice Adams, Retired Superintendent, Benicia 

Mrs. Nicole Anderson, Educational Consultant, Vallejo 

Mr. James Bates, Retired Superintendent, Bakersfield 

Ms. Aida Buelna, Retired Superintendent, Woodland 

Mr. Robert Ferguson, Retired Superintendent, Napa 

Mr. William Huyett, Retired Superintendent, Lodi 

Mr. Benjamin “Ben” Johnson II, Former Board Member, Riverside 

Dr. Barry Kayrell, Retired Superintendent, Murrieta 

Dr. Debbra Lindo, Retired Superintendent, Escondido 

Dr. Steven Lowder, Retired Superintendent, Stockton 

Dr. Michael McCoy, Retired Superintendent, Bakersfield 

Mr. Jesse Modesto, Retired Administrator, Woodland 

Dr. Daniel Moirao, Retired Superintendent, Danville 

Mr. Dennis Murray, Retired Superintendent, Murrieta 

Dr. Marilyn Shepherd, Retired Superintendent, Friant 

Mr. Edward Velasquez, Retired Superintendent, Chino 

Ms. Teri Vigil, Board Member, Falls River Joint Unified School Dist., McArthur 

Mr. Daniel Zeisler, Superintendent, Chicago Park ESD, Grass Valley 

Colorado Consultants 

Ms. Peg Portscheller, Educational Consultant, Parachute 

Dr. Norman Ridder, Retired Superintendent, Arvada 

Florida Consultants  

 Dr. Marjorie Alexander Wallace, Retired IU Director, Palm Harbor 

Georgia Consultants  

 Dr. Michelle King, Georgia Department of Education, Atlanta 

Idaho Consultants 

  Dr. Linda Clark, Retired Educator, Boise 

  Dr. William Dean, Retired Superintendent, Post Falls 

  Ms. Barbara Dean, Retired from AASA, Post Falls 

  Mr. Edward Velasquez, Retired Superintendent, Hayden 

Illinois Consultants 

  Dr. John Closen, Adjunct Professor, Peoria 

  Dr. Lloyd Kilmer, Retired Professor, Moline 

Iowa Consultants 

Ms. Kimberly Antisdel, Retired Administrator, Grimes 

Mr. Dennis Bahr, Retired Superintendent, Webster City 

Mr. Michael Billings, Retired Superintendent, Story City 

Dr. Paul Gausman, Superintendent, Sioux City Comm. Schools, Sioux City 
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Dr. Lloyd Kilmer, Retired Professor, Le Claire 

Mr. Gary McAndrew, Former Board Member, Peosta 

Mr. Lyle Schwartz, Retired Superintendent, Story City 

Dr. Richard Sundblad, Consultant Emeritus, Urbandale 

Dr. Michael Teigland, Retired Superintendent, Indianola 

Mr. Richard Vande Kieft, Former Board Member, Cedar Falls 

Dr. Steve Williams, Consultant Emeritus, Monticello 

Kansas Consultants 

Mr. Dennis Burke, Retired Superintendent, Baxter Springs 

Dr. James Christman, Retired Professor, Pittsburg 

Dr. Craig Elliott, Retired Superintendent, Sedgwick 

Dr. Justin Henry, Superintendent, Goddard 

Mr. Von Lauer, Retired Superintendent, Sabetha 

Dr. Bradley Rahe, Retired Superintendent, Holton 

Mr. Howard Shuler, Consultant Emeritus, Topeka 

Louisiana Consultants 

Ms. Janet Dixon, Former Board Member, Alexandria 

Ms. Lorethie Dunn, Former Board Member, Bastrop 

Dr. T. Lamar Goree, Jr., Superintendent, Shreveport 

Dr. Gerald Keller, Past Superintendent/Board Member, Reserve 

Mrs. Janet Pope, LSBA Executive Director, Lafayette 

Mr. John Smith, Board Member, St. Rose 

Minnesota Consultants 

Dr. Leslie Huth, Professor Emeritus, Oak Park Heights 

Dr. Linda Madsen, Retired Superintendent, Forest Lake 

Dr. Gary Schnellert, Retired Professor, Sartell 

Mississippi Consultants 

Dr. Tom Clark, Retired Superintendent, Petal 

Dr. James Hutto, Retired Superintendent, Petal 

Mr. Ronald Walker, Retired Superintendent, Hattiesburg 

Missouri Consultants 

Dr. Randal Bagby, Superintendent, La Monte R-IV School Dist., Gravois Mills 

Mr. Destry Brown, Superintendent, Clinton 

Dr. James Christman, Retired Professor, Carl Junction 

Dr. Dennis Cooper, Retired Superintendent, Springfield 

Ms. Renee Goostree, Professor, Pittsburg State University, Joplin 

Dr. Jeanette Tendai, Retired Educator, St. Louis 

Dr. Philip Schoo, Superintendent Emeritus, Consultant Emeritus, Columbia 

Dr. Judith Sclair-Stein, Retired School Administrator, Chesterfield 
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Montana Consultants 

Dr. Michael McLaughlin, Educational Consultant, Butte 

Mrs. Sharla Anderson Johns, Retired Administrator, Victor  

Nebraska Consultants 

Dr. Mike Cunning, Retired Superintendent, Hershey 

Mr. Alan Ehlers, Superintendent, Madison 

Dr. Jerry Ehlers, Consultant Emeritus, Retired Superintendent, Ainsworth 

Dr. Randall Gilson, Superintendent, Blair 

Dr. Derrick Joel, Superintendent, Raymond Central, Raymond 

Dr. Mike Lucas, Superintendent, Westside Comm. Schools, Omaha 

Mrs. Jane McDaniel, Former Board Member, Plattsmouth 

Mr. Glen Morgan, Retired Superintendent, Fremont 

Dr. Randy Nelson, Consultant Emeritus, Retired Superintendent, Seward  

Dr. James Ossian, Professor Emeritus, Wayne State College, Wayne 

Dr. Aaron Plas, Superintendent, Lakeview Community Schools, Columbus  

Mr. Darren Tobey, Superintendent, Broken Bow 

Dr. Rob Winter, Retired Superintendent, Grand Island 

New Jersey Consultants 

Dr. Ralph Ferrie, Jr., Retired Superintendent, Brick 

Dr. Candis Finan, Retired Superintendent, Summit 

New Mexico Consultants 

Mr. Vernon Asbill, Retired Superintendent, Artesian    

New York Consultants 

Dr. William Christensen, Superintendent, Sidney Central, Binghamton 

Dr. John Gratto, Professor, Plattsburgh 

Dr. Martin Handler, Superintendent, Pine Planes, Elizaville 

North Dakota Consultants 

Dr. Cory Steiner, Superintendent, Northern Cass School District, Hunter 

Ohio Consultants 

Dr. Renee Willis, Superintendent, Richmond Heights, Willoughby Hills 

Oklahoma Consultants 

Dr. Robert Neel, Retired Superintendent, Norman 

Oregon Consultants 

Dr. Douglas Nelson, Retired Superintendent, The Dalles 

Pennsylvania Consultants  

Dr. Marjorie Alexander Wallace, Retired IU Director, Waterford  

Dr. Candis Finan, Retired Superintendent, Matamoras  
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South Dakota Consultants 

Mr. Jack Broome, Retired Superintendent, Burke 

Dr. Henry Kosters, Retired ASBSD Asst. Executive Director, Pierre  

Dr. Robert Mayer, Retired Professor, Sioux Falls 

Dr. Augustine (Gus) Scully, Retired Professor, Rapid City 

Texas Consultants  

Dr. Donald Mathis, Educational Consultant, Cypress 

Utah Consultants  

Mr. J.T. Stroder, Superintendent, Grand County School District, Moab 

Washington Consultants  

Dr. Robert Clark, Interim Superintendent, Sequim  

Dr. Steven Lowder, Retired Superintendent, Vancouver 

Dr. Nathan McCann, Superintendent, Ridgefield 

Mr. Michael Parker, Retired Superintendent, Orondo 

Mr. Richard Parker, Former Board Member, Everett 

Mr. Richard Stewart, Retired Superintendent, Ferndale 

Wisconsin Consultants  

Dr. Brian Hanes, Retired Superintendent, Oostburg 

Mr. Damian La Croix, Superintendent, Suamico 

Wyoming Consultants  

Mr. David Barker, Superintendent, Platte County School Dist. #2, Guernsey  

Dr. Chuck Grove, Retired Superintendent, Pinedale 
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MMccPPhheerrssoonn  &&  JJaaccoobbssoonn,,  LL..LL..CC..  RReeffeerreenncceess  
(last five years of searches) 

 

Note: All searches listed are for school superintendents unless otherwise noted 

 

District City Year Enrollment  

Alaska    

Valdez City Schools Valdez 2017/18             650  

    
Arizona    
Tucson Unified School District--General 

Counsel 
Tucson 2015/16        48,000  

Tucson Unified School District--Internal Auditor  Tucson 2016/17        48,000  

Peoria Unified School District #11 Glendale 2017/18        37,000  

Dysart Unified School District Surprise 2017/18        25,000  

Kyrene Elementary School District No. 28 Tempe 2015/16        18,000  

Sunnyside Unified School District No. 12 Tucson 2014/15        17,400  

Liberty Elementary School District Buckeye 2017/18          3,500  

Salt River Schools--Dir. of Human Resources Scottsdale 2017/18          1,000  

    
Arkansas    

Van Buren School District Van Buren 2014/15          5,900  

Marion School District Marion 2016/17          4,113  

Jacksonville-North Pulaski School District Jacksonville 2014/15          4,000  

Pine Bluff School District Pine Bluff 2015/16          4,000  

Hot Springs School District Hot Springs 2014/15          3,689  

Batesville School District Batesville 2016/17          3,372  

Harrison School District Harrison 2016/17          2,800  

Watson Chapel School District Pine Bluff 2014/15          2,721  

Star City School District Star City 2015/16          1,645  

Highland School District Hardy 2016/17          1,571  

DeWitt School District DeWitt 2017/18          1,335  

Fountain Lake School District Hot Springs 2015/16          1,300  

Harrisburg School District Harrisburg 2017/18          1,300  

McGehee Public Schools McGehee 2016/17          1,186  

Smackover-Norphlet School District Smackover 2018/19          1,150  

Newport School District Newport 2018/19          1,100  

McCrory School District McCrory 2018/19             665  

East End School District Bigelow 2017/18             650  

East End School District Bigelow 2014/15             622  

Magazine School District Magazine 2014/15             520  

Foreman School District Foreman 2017/18             509  

Concord School District Concord 2018/19             440  
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District City Year Enrollment  

California    

Elk Grove Unified School District Elk Grove 2014/15        62,000  

Glendale Unified School District Glendale 2015/16        26,200  

Hemet Unified School District Hemet 2015/16        21,000  

Conejo Valley Unified School District Thousand Oaks 2014/15        19,500  

Ventura Unified School District Ventura 2016/17        17,000  

New Haven Unified School District Union City 2018/19        12,000  

Roseville Joint Union High School District Roseville 2017/18        10,300  

Berkeley Unified School District--Executive 

Director for Special Education Berkeley 2017/18        10,000  

Saugus Union School District Santa Clarita 2017/18        10,000  

El Monte Union High School District El Monte 2014/15          9,500  

Alisal Union School District Salinas 2015/16          9,000  

Calexico Unified School District Calexico 2017/18          8,966  

Benicia Unified School District Benicia 2014/15          5,000  

Soledad Unified School District Soledad 2016/17          4,870  

Albany Unified School District Albany 2018/19          3,714  

Richland School District Shafter 2016/17          3,504  

Parlier Unified School District Parlier 2017/18          3,435  

Nevada Joint Union High School District Grass Valley 2017/18          2,600  

Golden Valley Unified School District Madera 2017/18          1,950  

Anderson Union High School District Anderson 2018/19          1,800  

Alpine Union School District Alpine 2015/16          1,700  

Compass Charter Schools (formerly Academy of 

Arts & Sciences)--CEO Search Thousand Oaks 2015/16          1,600  

Denair Unified School District Denair 2017/18          1,500  

Lakeside Union School District Bakersfield 2014/15          1,310  

Sonora Union High School District Sonora 2017/18          1,000  

Pollock Pines Elementary School District Pollock Pines 2015/16             800  

Newcastle Elementary School District Newcastle 2014/15             796  

Penn Valley Union Elementary School District Penn Valley 2014/15             700  

Sausalito Marin City School District Marin City 2015/16             524  

Sierra-Plumas Joint Unified School 

District/Sierra County Office of Education 
Loyalton 2018/19             425  

Fort Sage Unified School District Herlong 2016/17             310  

Oasis Charter Public School--Executive Director Salinas 2018/19             250  

Johnstonville Elementary School District Susanville 2016/17             212  

Cold Spring School District Santa Barbara 2016/17             175  

    
Colorado    

Thompson School District R2-J Loveland 2017/18        16,000  

Morgan County School District Fort Morgan 2017/18          3,300  

Clear Creek School District RE-1 Idaho Springs 2018/19             765  
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District City Year Enrollment  

Georgia    

Fulton County Schools Atlanta 2018/19 93,500 

Troup County School System La Grange 2018/19        12,300  

    

Idaho    

Coeur d'Alene Public Schools Coeur d'Alene 2016/17        11,000  

Lake Pend Oreille School District Ponderay 2018/19          3,500  

    
Illinois    

Rock Island-Milan School District #41--

Elementary Principal Rock Island 2018/19          6,300  

East Dubuque School District #119 East Dubuque 2015/16             718  

Scales Mound Community Unit School District 

#211 
Scales Mound 2014/15             245  

    
Iowa    

Waukee Community School District Waukee 2018/19        11,000  

Marshalltown Community School District Marshalltown 2015/16          5,085  

Ottumwa Community School District Ottumwa 2015/16          4,595  

Western Dubuque Community School District Farley 2014/15          2,991  

Marion Independent School District Marion 2018/19          1,932  

Webster City Community Schools Webster City 2017/18          1,800  

Center Point-Urbana Community School District Center Point 2015/16          1,543  

West Liberty Community School District West Liberty 2016/17          1,307  

Cedar Rapids Community School District Cedar Rapids 2016/17          1,300  

Clear Lake Community School District Clear Lake 2015/16          1,200  

PCM Community School District Monroe 2014/15          1,100  

Monticello Community School District Monticello 2015/16          1,096  

West Burlington Independent School District West 

Burlington 
2018/19          1,000  

Cherokee Community School District Cherokee 2014/15             940  

Sibley-Ocheyedan Community School District Sibley 2018/19             850  

West Branch Community School District West Branch 2017/18             844  

Belmond-Klemme Community School District Belmond 2015/16             801  

North Cedar Community School District Stanwood 2015/16             800  

MMCRU Schools (Marcus Meridian Cleghorn 

Remsen Union) 
Marcus 2017/18             800  

Colfax-Mingo School District Colfax 2014/15             746  

North Kossuth CSD & North Union CSD    

(shared supt) 

Swea 

City/Armstrong 
2015/16             743  

Ogden Community School District Ogden 2017/18             700  

AGWSR Community Schools Ackley 2017/18             624  

PCM Community School District--Principal 

Search 
Monroe 2014/15  
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District City Year Enrollment  

Kansas    

Lawrence Public Schools USD 497 Lawrence 2015/16        11,716  

Lansing Unified School District 469 Lansing 2015/16          2,600  

Ottawa USD 290 Ottawa 2017/18          2,386  

Independence USD #446 Independence 2014/15          2,000  

Chapman USD 473 Chapman 2015/16          1,065  

Burlington USD 244 Burlington 2015/16             854  

Caney Valley USD #436 Caney 2014/15             810  

Wellsville USD 289 Wellsville 2017/18             782  

Lyndon USD 421 Lyndon 2016/17             400  

Stafford USD 349 Stafford 2016/17             200  

    
Mississippi    

Jackson Public Schools Jackson 2017/18        27,062  

Madison County School District Ridgeland 2017/18        13,225  

Gulfport School District--Middle School 

Principal 
Gulfport 2018/19          5,500  

Starkville Oktibbeha Consolidated School 

District 
Starkville 2016/17          5,200  

    
Missouri    
Hazelwood School District-Director of 

Technology 
Florissant 2018/19        18,000  

Hazelwood School District--Director of Finance Florissant 2018/19        18,000  

Francis Howell School District Saint Charles 2015/16        17,000  

Webster Groves School District Webster Groves 2015/16          4,500  

Willard Public Schools Willard 2016/17          4,500  

    
Montana    

Shepherd School District #37 Shepherd 2016/17             750  

    
Nebraska    
Learning Community of Douglas and Sarpy 

Counties--CEO Omaha 2015/16  
Grand Island Public Schools Grand Island 2015/16          9,607  

Hastings Public Schools Hastings 2018/19          3,740  

Waverly School District 145 Waverly 2016/17          1,920  

Crete Public Schools Crete 2015/16          1,800  

Seward Public Schools Seward 2016/17          1,406  

Fairbury Public Schools Fairbury 2014/15             901  

Broken Bow Public Schools Broken Bow 2014/15             810  

South Central Nebraska Unified #5 Fairfield 2017/18             681  

Arlington Public Schools Arlington 2018/19             660  

Chase County Schools Imperial 2017/18             620  
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District City Year Enrollment 

Nebraska (continued)    

Gibbon Public Schools Gibbon 2016/17             598  

Centura Public Schools Cairo 2017/18             486  

Yutan Public Schools Yutan 2014/15             477  

Doniphan-Trumbull Public School Doniphan 2017/18             465  

Superior Public Schools Superior 2017/18             435  

Southern Public Schools Wymore 2016/17             395  

Pawnee City Public Schools Pawnee City 2015/16             297  

Axtell Community School Axtell 2016/17             264  

Creek Valley Public Schools Chappell 2014/15             252  

Potter-Dix Public Schools Potter 2014/15             191  

    
New Hampshire    

Manchester School District Manchester 2018/19        13,803  

    
New Jersey    

Colts Neck Township Schools Colts Neck 2014/15             969  

Harding Township School New Vernon 2014/15             330  

Unity Charter School--Director of Schools Morristown 2014/15             205  

    
New Mexico    

Carlsbad Municipal Schools Carlsbad 2016/17          6,410  

    
North Carolina    

Charlotte-Mecklenburg Schools Charlotte 2015/16      145,363  

Dare County Schools Nags Head 2016/17          5,500  

    
Ohio    

Indian Hill Exempted Village School District Cincinnati 2018/19          2,000  

    
Oklahoma    

Seminole Public Schools Seminole 2019/20          1,700  

    
Oregon    

Bend-La Pine Schools Bend 2014/15        17,300  

Reynolds School District Fairview 2017/18        11,200  

Springfield Public Schools Springfield 2018/19        10,700  

North Bend School District North Bend 2018/19          2,300  

    
South Carolina    

Jasper County School District Ridgeland 2015/16          3,000  
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District City Year Enrollment 

South Dakota    

Rapid City Area School District 51-4 Rapid City 2015/16        13,320  

Harrisburg School District Harrisburg 2018/19          4,700  

Sisseton School District 54-2 Sisseton 2016/17             925  

    
Utah    
Park City School District--Chief Academic 

Officer 
Park City 2018/19          4,700  

Park City School District--Chief Operations 

Officer 
Park City 2018/19          4,700  

Park City School District--Director of Talent 

Management 
Park City 2018/19          4,700  

    

Virginia    

Culpeper County Public Schools Culpeper 2014/15          8,001  

    
Washington    

WSSDA--Executive Director Olympia 2015/16  
Seattle Public Schools--Director of Enrollment 

Planning 
Seattle 2014/15        52,999  

Clover Park School District Lakewood 2018/19        12,885  

Tahoma School District No. 409 Maple Valley 2017/18          8,200  

Tumwater School District Tumwater 2014/15          6,700  

Longview School District No. 122 Longview 2014/15          6,320  

Shelton School District Shelton 2014/15          4,115  

Othello School District No. 147 Othello 2015/16          4,000  

Ellensburg School District #401 Ellensburg 2017/18          3,300  

Tukwila School District Tukwila 2018/19          2,934  

Blaine School District Blaine 2018/19          2,200  

Port Townsend School District Port Townsend 2015/16          1,214  

Tonasket School District Tonasket 2014/15          1,200  

Chimacum School District Chimacum 2014/15          1,100  

Mabton School District Mabton 2017/18          1,000  

Coupeville School District Coupeville 2017/18             980  

Kalama Schools Kalama 2014/15             950  

Chief Leschi Schools Puyallup 2014/15             890  

Chewelah School District Chewelah 2017/18             815  

San Juan Island School District Friday Harbor 2014/15             750  

Quilcene School District Quilcene 2017/18             650  

Kittitas School District Kittitas 2014/15             600  

Kittitas School District Kittitas 2016/17             600  

Ocosta School District Westport 2016/17             600  

Mossyrock School District Mossyrock 2015/16             530  

Soap Lake School District #156 Soap Lake 2017/18             490  

Brighton School (Nobel Learning Comm.)--

Head of Schools 

Mountlake 

Terrace 2018/19             383  

Kittitas School District--Secondary Principal Kittitas 2014/15             350  
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District City Year Enrollment 

Washington (continued)    

McCleary School District McCleary 2017/18             325  

McCleary School District (grades PreK-8) McCleary 2014/15             290  

Kittitas School District--Elementary Principal Kittitas 2014/15             250  

Crescent School District Joyce 2015/16             250  

Thorp School District Thorp 2017/18             170  

Wishkah Valley School District Aberdeen 2014/15             140  

Skykomish School District Skykomish 2015/16               45  

    

Wisconsin    

West Bend School District West Bend 2017/18          6,909  

DeForest Area School District DeForest 2015/16          3,625  

School District of Fort Atkinson Fort Atkinson 2016/17          2,900  

Clinton Community School District Clinton 2014/15          1,101  

Bristol School District No. 1 Bristol 2015/16             770  

 
 

Page 106



	

© 2020 The Bryan Group Resources, LLC.  All rights reserved. 1 

BRIGHTON AREA SCHOOLS SUPERINTENDENT SEARCH 
PROPOSAL (5/11/20) 

 
The Bryan Group, LLC; 955 Apollo Way, Incline Village, NV 89451; 

Website: tbgleaders.com. 
 

Submitted by: 
• Ross Morse, BA, CSM, Senior Consultant; 

rossmorse@tbgleaders.com; Cell: 603-496-4594 
• Tony Ferreira, M.Ed., Senior Consultant; 

tonyferreira@tbgleaders.com; Cell: 508-493-2518 
• William R. Bryan, Ph.D., CEO; billbryan@tbgleaders.com ;  

Cell: 401-965-8345 
 
Overview 
 
The Bryan Group, LLC (TBG) very much appreciates the invitation to submit a 
proposal for the Brighton Superintendent Search. Our team looks forward to bringing 
our expertise, research-based process, and leadership competencies to finding your 
next district leader. 
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1.  THE BRYAN GROUP, LLC (TBG) BACKGROUND 
 

History (Please see Mr. Morse’s, Mr. Ferreira’s and Dr. Bryan’s bios in Attachment A: 
TBG Search Team.) 
 

The Bryan Group, LLC (TBG) is an education and business consulting firm that is 
relatively new to the search arena.  The TBG process exceeds its competitors in its 
capabilities due to the skills and experience of its founder, Bill Bryan, who brings to the 
Superintendent Search process over 40 years conducting empirically based, applied 
motivation and competency research in every sector for the purpose of identifying the 
difference between top versus average and poor leaders. 
 
TBG consists of Bill Bryan, Ph.D., founder and CEO, and 14 highly skilled staff 
(education and business) who are located in California, Connecticut, Florida, Maine, 
Massachusetts, Minnesota, Nevada, New Hampshire, New Jersey, and South Carolina.   
 

Experience (Please see the TBG website, TBG Leaders, https://tbgleaders.com/)  
Founder Bill Bryan has spent his career applying competency research to almost every 
talent management function – particularly executive search - to enhance leader and 
organization performance.  Through his work he has developed measurable top 
performer competencies and tools to identify the best person for leadership positions in 
education, business, government, military, and non-profit sectors.  Thoroughly schooled 
in organization development and performance management best practices, e.g., 
strategic planning, TBG introduces rigor to the search process in terms of determining 
candidate best fit for a specific district.  These practices have been successful with a 
host of U.S. school districts from small (Pittsfield, NH) to large (Philadelphia, PA), and 
clients in other sectors.  Of note are lengthy client engagements reflecting deep 
customer satisfaction with services.  A sample of other sector clients includes : 
Anheuser-Busch, AT&T, Citicorp, CKE Restaurants, Entergy Corporation, Exxon, 
Hewlett-Packard, IBM, Johnson & Johnson, Kidder Peabody, Major League Baseball, 
Mobil, New York Life, the New York Stock Exchange, Southwestern Bell, the U.S. Navy, 
the YMCA of the USA, and the University of Rhode Island.   
 
Prior to forming TBG, Bill supported a number of businesses and school districts in 
conducting searches for key leadership positions.  The full formal TBG search process 
was initiated when engaged by the New Hampshire School Boards Association 
(NHSBA) to conduct all of the searches requested of them by their member districts 
(100+) in NH.  TBG is also in the process of leading a head of school search for the 
Tahoe Expedition Academy in California. TBG is partnering with the Cooperative 
Educational Services (CES) in Connecticut. CES is a sophisticated provider of 
educational support services with a polished traditional search service, but came to 
TBG to enhance their search process by adding our behavioral science technology for 
CT districts. Several searches will be starting shortly with CES. 
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2.  TBG SEARCH METHODOLOGY 
 

Overview 
 
The rigorous process described below has proven its ability to generate high-quality 
candidates in a reasonable amount of time, as long as a firm timeline is established up 
front.  During the entire process, communication to key stakeholders is ongoing, 
confidentiality is maintained, and candidates are provided with updates on their status.   
 
TBG runs an entire search using Zoom and employs teleconferencing to enhance the 
candidate evaluation process. This use of technology significantly reduces travel 
expenses, allows Search Committee (SC) members to “attend” the meetings from any 
location and creates a digital record of all proceedings. This use of remote meetings has 
reduced meeting cancelations (e.g., due to weather) and increased SC meeting 
attendance.  All candidate interviewing is done using Zoom and archived for viewing by 
SC members who cannot attend interviews and by Board members to assist them in 
making a final decision.  In the current situation of COVID-19 “sheltering in place,” TBG 
has designed an online substitute for on campus Meet & Greet activities that allows the 
community to have input before a final decision is made.  We also facilitate SC member 
reference checking using Zoom. 
 
TBG is the only search firm that employs valid behavioral science to the search process 
based on decades of applied leader competency research. This is evidenced in the 
identification, and quantification of role, competency, leadership style and derailer 
selection criteria.  This is complemented by the employment of the Guided Storytelling 
Interview (GSI).  (Attachment B: TBG Guided Storytelling Interview) This is a highly 
sophisticated form of interviewing that generates valid and valuable information on 
people’s needs, wants, desires, and their competencies/ knowledge skills, talents and 
often masked failure factors. The GSI provides behavioral data through questions 
designed to ensure predictive validity, setting itself apart from typical interviews.   
 
It is possible to customize the process to best meet district needs. TBG has three 
versions of its unique and proven search process:  

• District Driven Search - the SC is a full partner with TBG in executing all the 
search activities. 

• TBG Driven Search – Brighton gets all the benefits of TBG’s behavioral science 
approach with TBG driving the majority of the activities. 

• TBG Abbreviated Search – This approach is employed where TBG search 
activities are curtailed to some degree due to specific circumstances. 

 
TBG will support the search committee with a significant level of guidance in the 
process, to include setting performance criteria, application screening, and conducting 
other screening activities such as interviews and reference checks. With an anticipated 
superintendent start date of early August, this specific process will benefit from a TBG 
Driven Search. 
 
All of the elements in the search steps outlined below will be driven by TBG. The quality 
and outcome of the process will yield the best candidate for Brighton.  The depth and 
breadth of the SC involvement is dependent on the time availability and commitment of 

Page 109



	

© 2020 The Bryan Group Resources, LLC.  All rights reserved. 4 

SC members.  The quality and outcome of the process will yield the best candidate for 
Brighton.  The depth and breadth of the SC involvement is dependent on the time 
availability and commitment of SC members. This will dictate modifications to the level 
of engagement of the SC in each step to meet the needs of Brighton’s SC and expected 
August start time for the selected superintendent. The kick off meeting with the Board 
will clarify SC members time commitment and role, scope of project steps based on 
Brighton’s tight timeline, process responsibilities, candidate sourcing options, and 
number of finalists the Board wishes to see.  
 

Major Search Elements 
 

PHASE I: Creating a Strong Search Committee Foundation 
PHASE II: Identifying Superintendent Performance Criteria 
PHASE III: Sourcing Qualified Candidates 
PHASE IV: Screening Candidates 
PHASE V: Preparing Candidate Recommendations for the Board 

 
PHASE I: Creating a Strong Search Committee Foundation 
 

1. Forming the search committee (SC) and developing it into a high-performing 
team with clear goals, expectations, roles, operating norms, team charter, search 
activity project plan, and timeline.   

2. Identifying community engagement needs and providing the SC with guidance in 
the development and use of interviews, focus groups, surveys, and/or community 
forums to gather relevant stakeholder input.   

3. Developing a project communication and buy-in plan to keep key stakeholders up 
to date and to foster community building and buy-in for the process and final 
candidate recommendations. 

 
PHASE II: Identifying Superintendent Performance Criteria 
 

4. Conducting community data collection activities, e.g., surveys, focus groups, and 
individual interviews.  TBG provides guidance, examples, and protocols. 

5. Establishing detailed and measurable superintendent performance criteria that 
accurately reflect your district’s unique characteristics and needs.  The criteria 
include detailed descriptions and measures of role, competency, and leadership 
style proficiency. It also includes the creation of a derailer/failure factor model. 
These are attributes that will lead to failure for anyone in the position.  
(Attachment C: Sample Performance Criteria) It also includes the identification of 
fit requirements – with the leadership team, board, parents, students, faculty, 
community, etc. – and any specific experience requirements as well as specific 
credentials, e.g., degrees and certifications. 

6. Evaluating the senior management team’s capabilities against the superintendent 
performance criteria (as a group). No one has all the “right stuff,” and 
understanding candidate competency assets and deficits in light of the team’s 
strengths and limitations is an essential element in the final selection decision-
making process 
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PHASE III: Sourcing Qualified Candidates 
 

7. Providing the SC with guidance in the creation of a job posting that incorporates 
the performance criteria, a description of district attributes that will appeal to job 
seekers, and application requirements with regard to documentation.  If the 
Board feels there are one or more potentially qualified internal candidates, they 
can be screened immediately once the performance criteria have been 
established.  If the screening results are positive and the Board feels the 
candidate can do the job, the search can end at that point, saving significant 
costs. 

8. Furnishing the SC with targeted candidate sourcing options to include 
networking, proven job posting websites, newspaper placements, association 
newsletters, The TBG candidate pool, and candidate research that includes 
identifying and contacting potential high-quality candidates not currently seeking 
a new position (optional).  Should formal candidate research be required, the 
costs of this for a particular position will be included in the overall search fee.  
(The client pays travel, copying, and position postings expenses at cost.) TBG 
will create a marketing flier unique to the Brighton position to be used in 
candidate recruitment. 

 
PHASE IV: Screening Candidates 
 

9. Training SC members to screen application materials for the presence of the 
detailed and measurable performance criteria.   

10. Guiding and training SC members in: the Guided Storytelling InterviewTM (GSI) 
technique; conducting the short teleconference interview (60-75 minutes); and 
scoring to identify and evaluate the demonstration of role, competency, and 
leadership style performance criteria.  Semifinalists are determined. 

11. Conducting the full Guided Storytelling Interview (GSI) with the semi-finalists.  
This is a three-hour teleconference interview that is recorded and scored with the 
SC for the demonstration of the performance criteria. SC selects the finalists. 

12. Guiding scheduling activities for finalist visits to Brighton to meet with key 
stakeholders a formal “meet & greet.” 

13. Supporting the SC with guidance on conducting visits to candidate home sites.  
This includes an agenda of activities and evaluation protocol that will provide 
further insight into candidate capabilities. This may not be possible because of 
the current COVID 19 restrictions. 

14. Training the SC on how to conduct GSI-based internal and external reference 
checks to generate information that can be scored against the performance 
criteria, and in particular, the derailers/failure predictors. 

PHASE V: Preparing Candidate Recommendations for the Board 
 

15. Guiding the SC in the integration and analysis of all the performance data 
gathered from the screening of application materials, short interview, long GSI 
interview, site visit, and reference checks. It includes the leadership team 
capabilities fit assessment conducted earlier. 

16. Assisting in ranking the finalists and packaging supporting information for 
recommendations to the Board. 

17. Providing the Board and SC with guidance on background checks. 
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18. Attending the presentation of candidate recommendations to the Board by the 
SC, to respond to any questions the Board may have about the process that led 
to the SC recommendations.  (Optional – the SC may not see this as necessary.) 

 
Conclusion 
As can be seen from the steps above, a quality search takes time and commitment. Our 
team at TBG makes this experience as engaging and insightful as possible for your 
search committee throughout the process. Every search committee member acquires 
valuable insights and skills pertaining to leadership and capacity-building that can be 
applied to future candidate searches and other areas of work beyond the search.  This 
approach has the added benefit of a higher level of community engagement and buy-in.  
(Attachment D: TBG Search Advantages) 
 

3. TIMELINE 
 
Overview 
If the Board agrees to the major search elements being TBG driven, a realistic and tight 
timeline is reflected in the chart.  The sourcing of candidates will be the primary 
determinant of how fast the process can be concluded. The lighter shade of green 
shows the importance of communicating with all shareholders throughout the process.  
The blue boxes allow for the posting to remain open until finalists are selected. 
 

Week 
Major Activities 

5/25 6/1 6/8 6/15 6/22 6/29 7/6 7/13 7/20 7/27 8/3 

1. Project Kickoff            
2. Create SC/ Role Clarity            
3. Communication Plan            
4. Community 

Engagement 
           

5. Superintendent Perf. 
Criteria & Job 
Description 

           

6. Job Posting            
7. Sourcing Candidates            
8. Candidate Screening            
9. Board Interview of 

Finalists  
           

10. Board Hiring and 
Contracting Activities  

           

11. Start Date and 
Onboarding Activities 

           

 
 

4. FEES 
 
Overview 
The fees stated assume that TBG is being hired to engage in the search activities 
described above.  However, TBG is flexible and open to modifying the proposal based 
on the Board changing the activities or scope of the project.  Since TBG’s fees are 
based on the actual level of effort required to conduct the activities, as the number and 
scope of activities change, so will the fee. 
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Fee Chart 
 

MAJOR STEPS/ACTIVITIES FEE COMMENTS 
1. Kickoff, Create SC and 

Role Clarity, and 
Communication and 
Community Engagement 
Plan 

$3,000 • Establishing a good project foundation for the process is 
essential to meeting the timeline 

• Communication and community engagement ensure 
stakeholder buy-in for the process and its outcome 

2. Community Engagement 
Activities 

$7,000 • Assumes SC requests individual interviews, focus 
groups, and survey 

• The cost is based on the scope of activities requested by 
the SC 

• The quality data collected will be used as input to 
develop the profile and job description 

3. Ideal Candidate Profile, Job 
Description, and Job 
Posting  

$3,500 • TBG’s process creates a unique and valid profile, job 
description and posting based on unique needs of 
Brighton 

4. Sourcing Candidates $7,000 • Deep candidate sourcing is built into this fee and will be 
required if traditional sourcing methods (networking, job 
site web posting, etc.) does not produce enough 
qualified candidates. 

• If deep candidate research to find passive candidates is 
not required, the fee will be reduced by half for this item. 

5. Candidate Screening $12,500 • Assumes 15-20 applicants 
• Assumes that the Board/HR is conducting reference and 

background checks, although TBG available to provide 
advice. 

• Includes close application analysis to identify 6-8 quarter 
finalists, short GSI interview (60 - 90 minutes) to select  
3-4 semi-finalists, and Long GSI interview (3 - 3½ hours) 
to identify candidate(s) to present to the Board 

• Board is provided with guidance and protocols for online 
Meet and Greets and conducting their interviews of the 
finalists 

6. Contract Negotiation and 
Signing 

N/A • Assumes this is Board only, although TBG available to 
provide advice 

TOTAL $33,000 
 

• If deep candidate sourcing is not required the total cost 
is reduced by $3,500 

• If the extent of the community engagement is less, there 
are savings in this area 

• If a qualified internal candidate is identified after the 
establishment of the performance criteria and job 
description and before much investment in sourcing and 
screening others candidates has begun, the total cost is 
reduced by $19,000 

• Sourcing media cost is estimated to be $3000 which the 
district bears 
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Fee Schedule 
 
Fees are due in three equal payments. This does not include media sourcing costs 
which Brighton is responsible for when incurred.   

• First payment is due upon the start of the search process.  
• Second payment is due at the end of the application screening. 
• Final payment is due when a contract is signed, or when the decision to hire an 

interim is made because an adequate candidate willing to sign a contract was not 
identified. 

 

5. GUARANTEES 
 
Contract 

• TBG will fulfill all the requirements outlined in the agreed upon and final contract.  
This includes producing the stated deliverables in accordance with the specified 
timeline (as long as BRIGHTON has fulfilled its obligations re: agreed upon 
accessibility to data and people and communications related to same). 

 
Continued Services 

• TBG agrees to continue the search process within the contracted period of 
service until a suitable candidate is found.   

• Should the end of the contracted period be reached without a qualified candidate 
in hand willing to sign a contract, TBG will conduct a second round of sourcing to 
find a suitable candidate or interim with charges only being for expenses.  

• Should the candidate leave the position, for whatever reason, within a year of 
having signed a contract, TBG will conduct a second search for expenses. 

 
Use of TBG Proprietary Search Related Materials/Documents 

• TBG grants Brighton the unrestricted use within the district of selected 
proprietary TBG materials/documents for a period of three years from the start of 
the search. 

 
Maintenance of Applications and Confidentiality 

• All parties who have access to candidate materials and evaluations are required 
to sign a confidentiality/non-disclosure agreement as soon as the project starts. 
The majority of candidates do not want their job search to be public until they 
make finalist status. 

• TBG holds on to all applicant materials, to include interview results and videos. 
• All these materials are destroyed at the point the finalist is identified and agrees 

to a contract.  The final evaluation of the candidate selected is preserved and 
used as feedback to facilitate the transition process re: establishing performance 
expectations and a PD plan for the new superintendent (optional). 

Communications 
• TBG agrees to respond to district emails and calls within 24 hours (sooner, if 

possible). 
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TBG Recruitment Activities 
• TBG agrees not to actively recruit any candidate it has placed with the district for 

a period of five years from the time of a contract being signed. 
 

6. CURRENT SEARCH HISTORY & REFERENCES 
 
Barrett Christina, the director of the New Hampshire School Boards Association 
(NHSBA) has selected TBG to do all their searches.  Speaking with Mr. Christina is 
recommended to get his rationale and level of satisfaction with TBG services for his 
client districts.  As noted, we are in the early stage of partnership with the Cooperative 
Educational Services (CES) in Connecticut to enhance their superintendent search 
process. It is expected several searches will be starting shortly with CES. 
 
Barrett Christina, Executive Director, NHSBA bchristina@nhsba.org; 603-228-2061  
 
COMPLETED SEARCHES 

NH SAU 6 (Claremont & Unity): Superintendent - March 2019 
NH SAU 13 (Freedom, Madison, Tamworth): Superintendent - April 2019 
NH SAU 14 (Epping): Superintendent – February 2020 
NH SAU 43 (Newport): Superintendent – February 2020  
NH SAU 4 (Newfound): Superintendent – April 2020 
NH SAU 7 (Colebrook, Columbia, Clarksville, Pittsburg, Stewartstown): 

Superintendent - April 2020. 
NH SAU 79 (Gilmanton): Part-Time Superintendent - April 2020.  

 
ACTIVE SEARCHES 

Tahoe Expedition Academy (TEA), Truckee, CA: Head of School  
CES – three searches in Connecticut to start shortly. 
 

7. SUMMARY 
 
The Bryan Group is the only firm that applies behavioral science to the search process.  
This is based on over forty years of empirical applied competency and motivation 
research focused on identifying what skills and competencies top versus average and 
poor performing leaders demonstrate across multiple sectors.  When combined with the 
Guided Storytelling Interview, this leads to a much higher level of precision and 
accuracy when identifying what capabilities candidates possess and removes a 
significant amount of personal bias from the screening process.  The potential of 
“selection remorse” is much lower since the confidence in making a good decision is 
much higher. (Attachment E: Making a Good Hire)  

 

TBG runs an entire search using Zoom and employs teleconferencing to enhance the 
candidate evaluation process. The Search Committee and TBG will establish role, 
competency, and leadership style proficiency measures that have predictive validity 
regarding future performance.  The research-based criteria are customized to meet 
Brighton’s needs. The TBG process accurately anticipates a candidate’s potential for 
excelling as a superintendent in the unique culture of Brighton.  
  

Page 115



	

© 2020 The Bryan Group Resources, LLC.  All rights reserved. 10 

ATTACHMENT A: TBG SEARCH TEAM 
Overview: Ross, Tony, and Bill bring many years of leadership and organization 
experience and expertise to ensure the BRIGHTON superintendent search will be 
successful. 
 

 
As the former publisher/editor of a local community paper, he brings an analytical eye to 
organizational development to educational leadership through the perspective of the 
community it serves. 
Ross has a BA in Communications: Public Relations/Advertising from Emerson College, 
Boston, MA, and continues his personal development in project management through 
the University of New Hampshire. Most recently, Ross has received certification as an 
Agile Scrum Master (CSM), honing his skills as a servant leader, facilitating process 
improvement methodologies and the self-organizing of development teams. 
	

	
Throughout his career, Tony has worked collaboratively and closely with 
superintendents, principals, faculties, and community groups. Tony has served as a 
coach/consultant to a number of significant initiatives including Smaller Learning 
Communities grants with Plymouth North and Plymouth South High School in Plymouth, 

Tony Ferreira is a TBG Senior Consultant.  
 

He has over two decades of experience as a 
secondary school Principal in Massachusetts. His 
professional interests include leadership, school 
culture, performance assessment, and inquiry-based 
teaching. Tony is known for working collaboratively 
with faculty to improve student’s higher-level thinking 
skills, writing skills, and mathematics skills using 
data-based decision making. In recognition of his 
extraordinary track record, the Massachusetts 
Secondary School Administrators Association 
named him Massachusetts Middle School Principal 
of the Year in 2003. 

Ross Morse is a TBG Senior Consultant and 
Community Engagement Advisor.  
 
He has spent the better part of the last six 
years supporting continuous improvement 
processes within the Pittsfield, NH School 
District. In the role of community liaison, Ross 
facilitated community conversations to guide 
stakeholders through the decision-making 
processes of a transforming district toward 
competency-based education and the 
community supports necessary to ensure 
successful outcomes. 
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MA; school change coaching with large high schools in the New England Network for 
Personalization and Performance (The i3 NETWORK); School Improvement Grant 
(SIG) work with schools in need of improvement in Yonkers, NY and Albany, NY; and 
advisory work in White Plains, NY. Tony has coached administrators in conducting the 
New York State APPR Teacher Evaluation program in Yonkers, NY. 
Tony has contributed to the improvement of learning for students and educators alike in 
secondary schools through a variety of positions and initiatives. He produced a cable 
television program on homework, was a strong member of the National Association of 
Secondary School Principals’ Principal Preparation Task Force, and he was appointed 
by the Governor of Massachusetts to the Commission to Study Middle Level Education. 
Tony was a contributing editor for Changing Role of the Middle Level and High School 
Leader: Learning from the Past-Preparing for the Future (NASSP, 2007) and a 
contributor to Best Practices of Award-Winning Secondary School Principals (NASSP & 
Corwin Press, 2006).Tony holds an BA from Bowdoin College, an M.Ed. from Rhode 
Island College, and has completed a Certificate	of	Advanced	Study	from	the	
University	of	Massachusetts-Boston	in	Dispute	Resolution.	
	

 

Bill is a speaker at the local and national level on effective leadership, team 
development, and competency-based assessment. For over 40 years he has engaged 
in applied competency and motivation research to determine what differentiates top-
performing leaders from average and poor performers. This has led to the development 
of many performance enhancement programs for various client systems, and a new 
approach to executive search.  
He has held positions at five universities: American University (HR development), 
Bryant University (counseling), New England College (Ed.D. Leadership and 
dissertation advisor), Providence College (psychology and counseling), and the 
University of Rhode Island (labor relations, organization development, and advisor to 
the Executive MBA Program). Bill received a BA in Psychology from Dartmouth College 
and a Ph.D. in Clinical Psychology from The George Washington University. 
  

Bill Bryan, Ph.D. is the founder and CEO of the 
Bryan Group, LLC.  
 
He is a former military officer and clinical 
psychologist who worked with children, 
adolescents, and families and consulted to 
schools. He has worked as a performance 
improvement consultant with Fortune 500 
companies, the military, non-profits, and 
educational organizations, to include schools and 
districts in 13 states. He is the co-founder of the 
Center for Secondary School Redesign as VP for 
Leadership and Organization Development. 
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ATTACHMENT B: TBG GUIDED STORYTELLING INTERVIEW 
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ATTACHMENT C: SAMPLE SELECTION PERFORMANCE CRITERIA 
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ATTACHMENT D: TBG SEARCH ADVANTAGES 
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ATTACHMENT E: TBG MAKING A GOOD HIRE 
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