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Purpose

This report presents the findings of the Leadership Profile Assessment conducted by
Hazard, Young, Attea & Associates (HYA) during the months of August and September
2024 for the new superintendent of Clark County Public Schools. The data contained
herein were obtained from input the HYA consultants received when they met with
individuals and groups in either individual interviews or focus group settings and from the
results of the online survey completed by stakeholders.  The surveys, interviews, and
focus group meetings were structured to gather input to assist the Board in determining
the primary characteristics desired in the new superintendent. Additionally, the
stakeholder interviews and focus groups collected information regarding the strengths of
CCSD and some of the challenges that it will be facing in the coming years.
Characteristics were included in the profile if there were similar comments from multiple
constituent groups.

HYA and the Board intend to meet the challenge of finding an individual who possesses
most of the skills and character traits required to meet the needs of the district.  The
search team will focus its recruitment on candidates that possess the leadership qualities
congruent with the profile.

The search team would like to thank all the participants who attended focus groups
meetings or completed the online survey and the CCSD staff members who assisted with
our meetings.

Profile Development

HYA Associates collected data from multiple sources to develop the Leadership Profile
and arrive at a set of desired characteristics for recruitment and selection of the next
Superintendent of Clark County Public Schools.



Desired Characteristics

From the results of the survey, focus groups, and interviews, desired characteristics for
the next Clark County School District Superintendent emerge. Even when conflicting,
contrasting, inconsistent, and contradictory desires are reported (which is normal when
surveying disparate groups), common themes emerge that are important to most
constituents. The work of HYA Associates is to find where consensus exists. This is an
awesome opportunity for the entirety of Clark County School District, as some said, to
select a leader that will prioritize relationships, commit to sustained long-term
improvements, and commit to be with the District for years and years to come.

The “Priorities for the Future” section of the survey illustrates the common desires of
respondent groups. Extremely rare are there statements that are the top rated for EVERY
respondent group, yet CCSD’s survey results show the same top two priorities for every
constituent group - including students. The top two priorities are:

● Recruit, employ, and retain effective, diverse personnel throughout CCSD and
its schools

● Foster a unifying, positive, professional climate and culture of mutual trust and
respect among faculty, staff, and administration

Additional consensus is seen for the following priorities:
● Effectively plan and manage the long-term financial health of CCSD
● Provide transparent communication
● Communicate the rationale of the decisions
● Establish a culture of high expectations for all students and personnel
● Demonstrate a deep understanding of educational research and emerging best

practices



When juxtaposing the voices from the focus groups and the data from the survey, the
following desired characteristics emerged:

Relational, Culturally Responsive, Transformational Leadership
Validating the survey results, focus group participants above all else want a leader who
can unify the District, drive transformational change, restore trust, and rebuild the
district’s reputation. The person should be accessible, approachable, and inclusive.
There were concerns consistently expressed about an existing culture of
micromanagement, and there seems to be a lack of trust between district leadership,
school-level faculty, and staff. Parents want to be viewed as partners, but feel pushed
out of the way and not involved in decision making. Students want to feel their voices are
wanted and heard at the level of the Superintendent. Improvement can only happen when
all members of the organization and community work together.



The number one sentiment is to employ a Superintendent that knows how to encourage,
inspire, and motivate employees and the community to support schools to perform in
ways that create meaningful and sustainable student success. Across constituent
groups, there exists an expressed need for a Superintendent that can rebuild morale,
prioritize student and teacher well-being, support building level administrators, and
reduce bureaucratic burdens. The next leader must be intentional about creating an
internal and external infrastructure to effectively collaborate with a multitude of
stakeholders including the school board, unions, business community, parents,
politicians, and students.

There is a call for a Superintendent who understands and respects the needs of the
district’s diverse workforce and is capable of building strong internal relationships and
powerful partnerships with the diverse community and support organizations. In addition,
the next superintendent needs to understand the need for leadership diversity at the
school and District level and be culturally responsive. Students need to see people who
look like them in leadership roles. The faculty,staff, school administrators and District
administrators should reflect the diversity of the Clark County community.

The focus group voices and the survey are in alignment - EVERY constituent group wants
a Superintendent that will foster a unified, positive, professional climate and culture of
mutual trust and respect among faculty, staff, and administration.

Data-Driven Decision Making for Improved Academic Achievement
The term data-driven decision making is directly related to the desire of constituents to
have a stronger focus and sense of urgency to improve academic achievement. Lack of
alignment, constant changes in programming, vague reasoning, and unstructured use of
resources were words used to describe the current reality in CCSD. Staff, in particular,
shared that they are unclear how decisions are made, and they are unclear about how
curricular resources are selected and implemented. 25% of survey respondents agree or
strongly agree that CCSD makes decisions based on information from data and research.
Constituents expect to have a Superintendent with a deep understanding of education,
who can articulate a clear vision for the future and implement a strategy focused on
improving student outcomes, especially in literacy and numeracy.

Although there was a preference for a leader with school experience, numerous
constituencies shared that a leader who understood complex organizational and
educational environments and demonstrated exemplary leadership in change
management and achieving results, in rural, urban, or suburban environments, could be
considered. There is a strong desire for data-driven practices to ensure that resources
are effectively used to improve student outcomes. There were significant desires to



identify a leader who could lead efforts to address the recruitment, employment and
retention of personnel, especially certified teachers.

The next Superintendent must make a commitment to building a collaborative relationship
with the entire school community: listening and learning, subsequently setting a
direction, and finally persuading all to participate in the realization of the goals. This
requires sustained effort, a commitment to staying the course, and data driven decision
making. There is a desire for a clear, data focused plan that all constituents can rally
around, and there is a desire for organizational focus by reducing the number of initiatives
employed at one time to allow schools to focus on execution. The next Superintendent
should look to research and best practices when adopting new strategies for
improvement and should have measures in place to ascertain the effectiveness of their
work and the work of the system. Key performance indicators, utilizing data to make
decisions, creating an evidence-based culture, and a focus on student outcomes were
descriptors used by stakeholders; this will require courageous advocacy. One of the four
most important priorities for students and parents is that the next Superintendent will
demonstrate a deep understanding of educational research and emerging best practices
and implement strategies. Stakeholders want a leader that is going to focus on improving
academic performance.

Financial Acumen and Stewardship
There is a demand for a Superintendent who will direct resources to the classroom to
ensure all students have access to a quality education, addressing disparities in
educational opportunities. All eleven board members interviewed shared that it is
important that the next superintendent have a strong understanding of finances, but it
was more important for the superintendent to ensure that there is an exceptional CFO
ensuring that finances are appropriately spent and monitored. 20% of survey
respondents agreed or strongly agreed the CCSD is fiscally responsible. In the CCSD
stakeholder survey, “Effectively plan and manage the long-term financial health of
CCSD” was the third highest rated priority. The new Superintendent must restore trust
and rebuild the district’s reputation within the state. Many stakeholders believe this
begins with creating a student focused budget in a transparent manner that balances the
interests of the community and demonstrates accountability. A new superintendent with
a strong moral compass, integrity, and a focus on strategic investments were repeatedly
highlighted. There is a call for someone who can stabilize the district, reduce
unnecessary spending, and improve educational outcomes without inflating costs. One
area that all constituents agree requires investment is the recruitment, employment and
retention of effective personnel. Multiple stakeholder groups communicated that the next
Superintendent must prioritize compensation for teachers and support professionals to
remain competitive regionally and nationally.



Political Acumen and Knowledge of CCSD
It is important to constituents that the next Superintendent has experience and proven
success delivering student growth outcomes. Most stakeholder groups understood that
there are few school districts as large as CCSD, so the next leader could emerge from a
mid-sized or large school district. It was communicated that it is important that the next
superintendent understands the complexities of Nevada’s legislature and funding
structures. If they are not from Nevada, they must demonstrate an ability to have strong
political acumen and an ability to study and navigate the political structure of Nevada.
Most stakeholders agreed that someone who understands both urban and rural schools
was desirable. Opinions are sharply divided on whether the new Superintendent should
be someone from within the district or an external candidate. Some argue that an internal
candidate has the necessary experience, connection to the community, and a nuanced
understanding of the CCSD’s complexities; others are critical of appointing an internal
candidate and want a fresh, outside perspective to address long-standing issues such as
ineffective management, instructional improvement, and diversity within district
leadership positions.

Effective Communicator
Stakeholders expressed a desire for a leader who is a clear, transparent communicator.
27% of survey respondents agree or strongly agree that there is transparent
communication from CCSD and 26% agree or strongly agree that CCSD provides a clear,
compelling vision for the future. Providing transparent communication was rated as the
fourth most important priority for the next Superintendent. An articulate communicator is
comfortable and confident with any audience, can transparently explain the direction and
decisions of the District, can formulate a compelling vision for education, advocates, and
most importantly, brings disparate groups together in a common vision for success.
Constituents want a strong, visionary, Chief Communicator who can speak with sincerity,
clarity, and be inspirational. Constituents want to understand why policies and procedures
exist and want frequent and transparent communication. Some stakeholders suggested
that CCSD continue to facilitate focus groups like those for the Superintendent search as
a strategy to open lines of communication with students, parents, employees, and the
larger community that supports education.

In summary, creating a great school district involves a combination of factors that address
both educational and community needs. The personal attributes of honesty, integrity,
ethical decision making, approachability and visibility have been woven into the five
pillars that should drive recruitment and selection.



Focus Group Protocols
The structure of the focus groups was open, allowing for participants to build upon each
other’s comments. Session participants were told that their voice would remain
confidential to allow for authentic and honest commentary. Participants were asked to
respond to the following questions:

● What do stakeholders value regarding the schools?  What strengths do they desire
to retain and build upon?

● What are the issues this District currently faces, and will face in the next three to
five years?  

● What personal and professional characteristics are expected in a new
Superintendent?

Focus Groups Participation

Fifty-one focus groups were offered for constituents to provide input, representing a
comprehensive network of constituents and partners of Clark County Public Schools.

The HYA Associates provided summaries of focus groups. These synopsis can be found
in Attachment A .



Survey

The online community survey was live from August 12 through September 3, 2024.
Questions were clustered around the following focus areas: Current State of the District,
Leadership Profile Attributes, Priorities for the Future, and Open Ended Comment. Those
comments are summarized by the constituent group in Attachment B. There were
respondents from every zip code in Clark County.

Survey Methodology

The survey results contained in this document are based on HYA's research. The survey
addresses district quality and leadership standards in four performance areas:

● Vision and Values (VV) - Leadership's ability to provide a clear and compelling
vision for the future, align district programs to the broader vision of the district,
and uphold high expectations for all stakeholders

● Teaching and Learning (TL) - Leadership's ability to guide educational programs,
make data-driven decisions, and implement effective instructional change

● Community Engagement (CE) - Leadership's ability to be the voice of the district,
engage with the community, and involve stakeholders in realizing the district's
vision

● Management (M) - Leadership's ability to guide operations, manage resources,
recruit and retain highly effective personnel, and create an equitable accountability
system for all employees

It is not unusual to see the administration rate the District the most favorable of all
constituent groups in all of the aforementioned quality performance areas. Community
members and former employees consistently rated the District least favorably in all
performance areas. Teachers and parents are clustered in between administrators and
community members, that is they rate the District more favorably than community
members, but less favorably than administrators.

The survey results also suggest a balanced approach and skill based for the next leader
in the areas of Vision and Values, Teaching and Learning, Community Engagement and
Management as the profile statements were equally distributed between both the
leadership pillars and constituents.



• Technology is integrated into the classroom. (TL)

• CCSD technology infrastructure is sufficient to support use of technology in the classroom. (M)

• CCSD engages with diverse racial, cultural and socio-economic groups. (CE)

• CCSD employs effective teachers, administrators and support staff in its schools. (M)

• Facilities are well maintained. (M)

• Recruit, employ, and retain effective personnel throughout CCSD and its schools (M)

• Foster a positive, professional climate of mutual trust and respect among faculty, staff, and administrators (CE)

• Effectively plan and manage the long-term financial health of CCSD (M)

• Provide transparent communication (CE)

• Establish a culture of high expectations for all students and personnel (VV)

EXECUTIVE SUMMARY

The Clark County School District - Superintendent Search Survey was completed by 13,749 stakeholders. With 
almost half of all respondents, the largest stakeholder group surveyed were Parent/Guardian of CCSD students. 
Parent/Guardian of CCSD Students represented 48.6 percent of all respondents. Nearly a quarter of respondents 
were Teacher/Licensed Professional. They made up the second most populous stakeholder group at 23.5 percent of 
all respondents. The third largest participant group were Students at 11.0 percent of all respondents.

Regarding the State of the District, the following statements were perceived to be district strengths:

The top-rated leadership profile characteristics constituents desire in a new superintendent are:

39/3/24
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State of the District Results by Constituent Group

ANALYSIS

Respondents rated statements related to the state of the district on a scale of 1 (Strongly Disagree) to 5 (Strongly Agree). 
Each statement corresponds to one of the following constructs: Vision & Values, Teaching & Learning, Community 
Engagement, and Management. Overall results are presented below; results for individual items are reported in the 
appendix.

State of the District Summary
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Leadership Profile Results by Constituent Group

Respondents were asked to select leadership statements that are most important in selecting a new superintendent. Each 
statement corresponds to one of the following constructs: Vision & Values, Teaching & Learning, Community Engagement, 
and Management. Overall results are presented below; results for individual items are reported on the next page.

Leadership Profile Summary
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Top 4

LEADERSHIP PROFILE DETAILS

Respondents were asked to select 4 statements they deem most important in selecting a new superintendent. Results by 
constituent group are presented below. Each constituent group’s top 4 most frequently selected statements are depicted by 
blue cells (reading the chart vertically); consensus is illustrated as multiple constituent groups selected the same statements 
(reading the chart horizontally).

Support 
Professionals

(1,081)

Student
(1,508)

Parent/Guardian
Of CCSD 
Student
(6,678)

Former District 
Employee

(252)

Community 
Member 

(Inclusive Of ...
(433)

Administrator 
(563)

All
(13,749)

Teacher/Licensed
Professional

(3,234)

Recruit, employ, and retain effective personnel 
throughout CCSD and its schools 50%

Foster a positive, professional climate of mutual trust
and respect among faculty, staff, and administrators 46%

Effectively plan and manage the long-term financial 
health of CCSD 34%

Provide transparent communication
34%

Establish a culture of high expectations for all
students and personnel 33%

Demonstrate a deep understanding of educational 
research and emerging best practices and implement

strategies

32%

Understand and be sensitive to the needs of a diverse
student population 26%

Be an effective manager of CCSD's day-to-day 
operations 25%

Provide a clear, compelling vision for the future
23%

Be visible throughout CCSD and actively engaged in 
community life 22%

Integrate personalized educational opportunities into
the instructional program 17%

Provide guidance for district-wide curriculum and 
instruction 16%
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APPENDIX I: STATE OF THE DISTRICT ITEM ANALYSIS
Percentages of parents, students, administrators, teachers, community members, and other constituents selecting 5 (Strongly 
Agree) or 4 (Agree) for each item are presented below.

All
(13,749)

Administrator 
(563)

Community 
Member 

(Inclusive Of ...
(433)

Former District 
Employee

(252)

Parent/Guardian 
Of CCSD Student

(6,678)

Student
(1,508)

Support 
Professionals

(1,081)

Teacher/Licensed
Professional

(3,234)

OVERALL

Please rate the overall quality of education in 
CCSD.

22% 35% 10% 11% 23% 30% 23% 15%

VISION AND VALUES

CCSD provides a clear, compelling shared 
vision for the future.

26% 54% 9% 15% 26% 29% 32% 20%

CCSD is heading in the right direction. 24% 52% 11% 12% 25% 24% 29% 18%

CCSD has high performance standards for all 
students.

28% 50% 11% 18% 25% 37% 30% 28%

CCSD makes decisions based on information 
from data and research.

25% 53% 9% 23% 22% 30% 31% 23%

CCSD is working to close achievement and 
opportunity gaps.

32% 66% 18% 26% 28% 34% 35% 35%

TEACHING AND LEARNING

CCSD provides a well-rounded educational 
experience for all students.

28% 44% 11% 13% 30% 33% 32% 23%

Teachers personalize instructional strategies 
to address individual learning needs.

42% 44% 21% 38% 37% 45% 42% 55%

CCSD schools are safe. 34% 53% 20% 24% 34% 27% 38% 35%

The social and emotional needs of students 
are being addressed.

32% 52% 12% 21% 30% 26% 38% 37%

Students are on track to be ready for the next 
grade and ultimately college and career 
ready.

25% 31% 8% 12% 28% 35% 24% 14%

Technology is integrated into the classroom. 73% 82% 47% 65% 70% 74% 73% 83%

COMMUNITY ENGAGEMENT

CCSD engages the community as a partner to 
improve the school system.

29% 47% 14% 18% 30% 27% 37% 25%

There is transparent communication from 
CCSD.

27% 32% 9% 11% 34% 27% 27% 14%

CCSD engages with diverse racial, cultural and 
socio-economic groups.

48% 66% 33% 41% 44% 58% 52% 50%

MANAGEMENT

Facilities are well maintained. 43% 38% 25% 31% 50% 34% 44% 37%

CCSD is fiscally responsible. 20% 36% 10% 12% 21% 25% 25% 11%

CCSD employs effective teachers, 
administrators and support staff in its schools.

44% 57% 30% 35% 42% 42% 45% 49%

Employees are held accountable to high 
standards.

40% 48% 17% 37% 34% 40% 43% 53%

CCSD technology infrastructure is sufficient to 
support use of technology in the classroom.

49% 59% 24% 42% 48% 51% 51% 51%
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APPENDIX II: LEADERSHIP PROFILE ITEM ANALYSIS
Respondents were asked to select 4 statements they deem most important in selecting a new superintendent. Results are 
presented below by constituent group.

All
(13,749)

Administrator 
(563)

Community 
Member 

(Inclusive Of ...
(433)

Former District 
Employee

(252)

Parent/Guardian 
Of CCSD Student

(6,678)

Student
(1,508)

Support 
Professionals

(1,081)

Teacher/Licensed
Professional

(3,234)

50% 56% 47% 58% 51% 30% 48%Recruit, employ, and retain effective 
personnel throughout CCSD and its 
schools

54%

46% 73% 42% 62% 34% 34% 52%Foster a positive, professional 
climate of mutual trust and respect 
among faculty, staff, and 
administrators

70%

34% 28% 35% 31% 32% 27% 40%Effectively plan and manage the 
long-term financial health of CCSD

42%

34% 45% 39% 38% 28% 28% 34%Provide transparent communication 46%

33% 39% 45% 40% 38% 23% 32%Establish a culture of high 
expectations for all students and 
personnel

27%

32% 21% 22% 24% 37% 37% 23%Demonstrate a deep understanding 
of educational research and 
emerging best practices and 
implement strategies

26%

26% 22% 24% 20% 27% 37% 21%Understand and be sensitive to the 
needs of a diverse student 
population

21%

25% 21% 24% 24% 24% 22% 32%Be an effective manager of CCSD's 
day-to-day operations

26%

23% 29% 33% 22% 24% 28% 22%Provide a clear, compelling vision for 
the future

17%

22% 20% 24% 24% 21% 28% 28%Be visible throughout CCSD and 
actively engaged in community life

21%

17% 7% 12% 11% 22% 24% 12%Integrate personalized educational 
opportunities into the instructional 
program

11%

16% 10% 13% 13% 19% 18% 13%Provide guidance for district-wide 
curriculum and instruction

14%
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APPENDIX III: CUSTOM ITEMS

This section includes custom survey items. The first record in the each cell is response count. The second record in the cell is 
the response percent per role.

Select your zip code.

380

3.3%

16

0.1%

106

0.9%

15

0.1%

204

1.8%

283

2.5%

271

2.4%

238

2.1%

48

0.4%

22

0.2%

62

0.5%

27

0.2%

101

0.9%

113

1.0%

172

1.5%

13

2.6%

1

0.2%

4

0.8%

0

0.0%

12

2.4%

16

3.2%

13

2.6%

3

0.6%

1

0.2%

0

0.0%

2

0.4%

4

0.8%

5

1.0%

13

2.6%

5

1.0%

14

3.8%

0

0.0%

0

0.0%

0

0.0%

7

1.9%

9

2.5%

9

2.5%

15

4.1%

2

0.6%

2

0.6%

0

0.0%

3

0.8%

2

0.6%

0

0.0%

6

1.6%

2

1.0%

0

0.0%

0

0.0%

1

0.5%

5

2.4%

5

2.4%

6

2.8%

1

0.5%

1

0.5%

1

0.5%

1

0.5%

0

0.0%

0

0.0%

1

0.5%

1

0.5%

181

3.2%

7

0.1%

53

1.0%

8

0.1%

83

1.5%

139

2.5%

128

2.3%

118

2.1%

18

0.3%

8

0.1%

32

0.6%

8

0.1%

33

0.6%

27

0.5%

75

1.3%

26

2.4%

2

0.2%

12

1.1%

1

0.1%

7

0.6%

19

1.8%

20

1.8%

19

1.8%

11

1.0%

3

0.3%

1

0.1%

4

0.4%

11

1.0%

2

0.2%

20

1.8%

38

4.2%

0

0.0%

14

1.6%

2

0.2%

17

1.9%

20

2.2%

16

1.8%

21

2.3%

1

0.1%

2

0.2%

10

1.1%

3

0.3%

9

1.0%

10

1.1%

15

1.7%

106

3.7%

6

0.2%

23

0.8%

3

0.1%

73

2.5%

75

2.6%

79

2.7%

61

2.1%

14

0.5%

6

0.2%

16

0.6%

5

0.2%

41

1.4%

60

2.1%

50

1.7%

89002

89004

89005

89007

89011

89012

89014

89015

89018

89019

89021

89025

89027

89029

89030

All
(11,551)

Administrator
(496)

Community 
Member 

(Inclusive Of 
...

(365)

Former 
District 

Employee
(211)

Parent/Guardian
Of CCSD Student

(5,607)

Student
(1,088)

Support 
Professionals

(902)

Teacher/Licensed
Professional

(2,882)
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Select your zip code.

340

2.9%

186

1.6%

33

0.3%

1,066

9.2%

25

0.2%

174

1.5%

4

0.0%

389

3.4%

2

0.0%

267

2.3%

157

1.4%

227

2.0%

28

0.2%

48

0.4%

94

0.8%

85

0.7%

118

1.0%

21

4.2%

13

2.6%

2

0.4%

87

17.5%

2

0.4%

6

1.2%

1

0.2%

18

3.6%

0
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10

2.0%

6

1.2%

11

2.2%

1

0.2%

1

0.2%

1
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4
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1
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12
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3
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0
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0
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4
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0

0.0%

15
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0.8%

4
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4
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2
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0
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0
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3
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0
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9
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0
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10

4.7%

2
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3

1.4%

2

1.0%

2

1.0%

1

0.5%

0

0.0%

1

0.5%

165

2.9%

92

1.6%

3

0.1%

111

2.0%

17

0.3%

111

2.0%

0

0.0%

229

4.1%

1

0.0%

159

2.8%

85

1.5%

131

2.3%

16

0.3%

27

0.5%

55

1.0%

41

0.7%

68

1.2%

26

2.4%

20

1.8%

1

0.1%

0

0.0%

0

0.0%

10

0.9%

0

0.0%

36

3.3%

0
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Attachment A: Synthesized Notes from all Interviews and Focus Groups

I. Student
The student focus groups identified several priorities for district
leadership. Students appreciate their supportive teachers and diverse
extracurricular activities but seek a leader dedicated to college readiness
and visible within schools, not just in an office. They want a
superintendent who is inclusive, sensitive to the diverse needs of
students, sensitive to the diversity in the district and community, hires
faculty, staff and administrators who look like them, addresses bullying
and mental health issues, and demonstrates teaching experience,
empathy, and technological proficiency. Students emphasized the need
for more effective anti-bullying measures and a fair, consistent approach
to discipline. Students expressed wanting to be valued and heard
regarding their education. They want someone to actually listen to them.
They also called for the creation of meaningful end-of-year surveys to
prompt actionable change. Overall, they seek a compassionate,
accountable leader who values equity, diversity and fosters a supportive,
responsive environment.

II. Parent
During several parent engagement sessions, participants outlined essential
qualities and challenges for selecting a new superintendent. Parents
stressed the importance of a leader who values and supports teachers,
addresses issues such as low morale, fiscal responsibility, mental health
resources, and school safety. Parents expressed concerns about a leader
who is an advocate for diverse students and families including
race/ethnicity, family structures, work schedules, community values and
parents as partners in education. They also highlighted concerns about
rapid district growth, education quality, and rebuilding community trust. Key
attributes for the new superintendent include integrity, transparency, strong
commitment to student outcomes, and the ability to engage effectively with
the community. Parents want a superintendent to be part of the community
and visible.

Parents emphasized the need for strong relationships with stakeholders and
the Board of Trustees. The superintendent must be committed to
inclusivity, and have a personal investment in the district, such as enrolling
their own children in the schools. They also expressed concerns about the
impact of security forces in schools, preferring a more supportive
environment. Additionally, they want a leader who prepares students for real
life and improves consistency in behavioral expectations across schools.



The discussion revealed varying opinions on whether the superintendent
should be local or from outside the district, and whether they should have
an education or business background. It was commonly discussed that the
new superintendent should be prepared to take on the unique challenges of
a large metropolitan school district like Vegas. Common priorities included
better recruitment and retention of teachers, improved transparency in
budgeting, and increased local control for rural schools. Specific strategies
suggested include tailored recruitment programs, streamlined volunteer
processes, and equitable funding for rural schools.

III. Licensed
Participants in the focus groups emphasized several key attributes and
challenges for selecting a new superintendent. They called for a leader who
demonstrates clear communication, respects and values all staff levels,
unites the district and enforces consistent policies across schools. Key
concerns include addressing pay scales, supporting veteran teachers,
enhancing community engagement and holding faculty, staff and
administrators accountable to the policies and procedures set forth.

The ideal superintendent should have recent classroom experience, respect
for all staff, and be accessible and inclusive. They should prioritize teacher
morale, retention, and provide stability while addressing challenges like
teacher shortages and administrative inefficiencies. Participants also
stressed the need for a superintendent who understands diverse student
needs, understands diversity in the district and communities served and
fosters both centralized policies and local autonomy.

Concerns discussed included the district's size, the need for
decentralization, and effective fiscal management. Participants advocated
for transparency in budgeting, reducing administrative costs, teacher
autonomy and reallocating funds to direct educational needs. They also
highlighted the importance of competitive salaries for teachers and
incentives to retain high-quality educators.

IV. Support Professionals and School Police
Participants in these focus groups emphasized several essential qualities
and priorities for the new superintendent including the importance of
cultivating a culture where all staff, students, and community members feel
valued. There is a strong demand for equitable pay for support staff,
emphasizing their value and the need for a respectful, inclusive work
environment. The ideal superintendent should have substantial experience
with large organizations and a broad educational background, with key
attributes including transparency, effective problem-solving skills, and a



deep understanding of the community, especially marginalized groups.
Timely training for support staff is essential to uphold high standards and
effectively meet role demands. In addition, creating and supporting career
pathways to grow and advance in the organization by providing access and
opportunities for growth and salary advancement.

Engagement with the community is vital, particularly in closing achievement
gaps, and having a personal connection, such as having children in district
schools, is seen as advantageous. The superintendent should also have
experience in managing large budgets and demonstrating strong financial
stewardship. Additionally, there is a call for curricula that focus on real-life
skills to better prepare students for future success. The need to foster
positive relationships between the board and the superintendent is crucial
for achieving district goals and creating a productive environment. Some
short and long term challenges were discussed including anticipating
ongoing issues like safety, addressing declining student enrollment, board
dysfunction and the need for effective employee and stakeholder
management.

V. Administrators
Participants concentrated on defining the ideal qualities for the next
superintendent of the Clark County School District. The top priorities
identified include consistency, climate, culture, and unification. The
superintendent should cultivate a supportive culture within the school
community by leveraging partnerships with local businesses, engaging
higher education, local and state legislators and actively involving parents
and community members. Administrators expressed the lack of
representation of people of color in school and district administrative
positions. The new superintendent needs to have strategies to be
open-minded in supporting qualified people of color in leadership roles. The
ideal candidate must grasp local nuances, champion innovation, and
address the diverse needs of students, particularly English Language
Learners (ELL) and Black students, aiming for CCSD to be a leader in
educational innovation both in Nevada and nationally. CCSD is not a one
size fits all, nor can there be a cookie-cutter approach to addressing the
issues and foster innovation. Clear organizational structures, consistent
curriculum and instructional expectations, and transparent operations are
essential, alongside maintaining a positive staff climate and culture, which is
crucial for student success. Additionally, the superintendent should
empower principals to address their specific school needs and focus on
unifying various employee groups. The superintendent needs to trust the
administrators to do the job and address those who are not.



VI. Community
Community focus groups identified several challenges facing the district,
including insufficient resources, teacher retention issues, inequities,
achievement gaps, and an overemphasis on testing. Additional concerns
involve rigid bureaucratic structures, low educator morale, negative media
portrayals, and problems with special education and technology
implementation. Future priorities include establishing performance-based
pay, improving management of disruptive students, ensuring district-wide
equity, building a positive relationship with the Board of Trustees and
addressing the size of the district and principal decision-making. Desired
qualities for a new superintendent encompass advocacy for academic
excellence, community engagement, budget transparency, and a
commitment to diversity and inclusion, particularly regarding black male
leadership at the school and district levels. Stakeholders emphasized the
importance of approachable leadership that focuses on building trust,
addressing systemic challenges, improving recruitment and retention of
diverse staff, and fostering a supportive and inclusive educational
environment.

The community also emphasized the need to develop partnerships with
higher education, local businesses, industry and local government to create
a partnership for applied workforces.

VII. Clark County Black Caucus Collaborative
The Clark County School District (CCSD) superintendent search focus
group meeting, sponsored by the Clark County Black Caucus and various
community organizations, emphasized the need for a superintendent who
understands diversity, equity, and inclusion (DEI) at all levels and
dimensions.

Participants highlighted the importance of community engagement, fair
policies, and addressing historical biases. They stressed the need for a
superintendent who is locally connected, understands the unique
challenges of Clark County, and prioritizes DEI, parent involvement, and
teacher retention. The Superintendent needs to address the lack of diversity
in CCSD leadership, specifically the low number of black male principals
and administrators. The new superintendent will need to evaluate
disciplinary policies that disproportionately impact students of color.
Prioritize restorative justice practices over punitive suspensions and
expulsions. Improve recruitment and retention of diverse teachers to better



reflect the student population. Increase salaries to become more
competitive.

The superintendent needs to be a person who can strengthen partnerships
with community organizations and ensure their input and expertise is
utilized. The superintendent should collaborate rather than see these
groups as adversaries. Review and update curriculum to incorporate the
histories and experiences of all students, and ensure multicultural education
is integrated across subjects.

Participants stressed the importance of a fair and inclusive process for
selecting the next superintendent. The need for a superintendent who
understands the importance of parent rights, quality education, and equity.
Participants call for a superintendent who will address the current issues in
CCSD, promote community partnerships, and prioritize the needs of all
students.

Finally, participants discuss the need for a superintendent who understands
the unique challenges of Clark County, including cultural diversity and
historic funding constraints. An emphasis is placed on the importance of
community partnerships, employee retention and a superintendent who
prioritizes mental health, social workers and restorative justice practices.

VIII. Elected Officials
Elected officials' focus groups highlighted essential attributes and strategies
for the next superintendent, emphasizing a background in business
administration and ethical leadership, along with the ability to foster strong
community relationships. Key qualities include inclusion, transparency,
consistency, and a commitment to addressing diversity in staffing. The need
for a unified district and effective change management, particularly in
retaining experienced educators, was underscored, along with a preference
for a bottom-up organizational approach. Strategies for building trust and
collaboration involve prioritizing open communication, responsiveness to
community concerns, and addressing diversity needs in staffing at all
levels. The elected officials expressed that the superintendent needs to be
open-minded and receptive to input from constituents and build
collaborative relationships with elected officials. Decisions need to be made
in the best interest of the students to promote student achievement
academically so they contribute positively to the community. In addition, the
superintendent must be able to balance competing interests and stand



strong against various cliques with interests which conflict with the vision
and mission of the school district.

IX. Rural Schools
The community meeting emphasized the necessity for the new Clark
County School District (CCSD) superintendent to balance centralized
policies with local flexibility. Key points included a strong demand for
increased autonomy for schools, particularly in rural areas, to better
address their unique needs regarding budgets, staffing, and curriculum. The
students in the rural community need opportunity and access to diverse
programming to enhance achievement academically and ensure that their
students are prepared for college and careers.The superintendent should
implement tailored strategies for recruitment and retention for faculty and
staff in rural areas, including incentives for teachers and improved special
education support. Increased transparency in school budgets and
enhanced communication between the district office and local schools were
highlighted, alongside empowering School Organizational Teams (SOTs)
with greater decision-making authority and ensuring equitable funding for
rural schools.

X. Teachers Union
The teachers union representatives emphasized the importance of the new
superintendent having strong relationships and a collaborative approach
with both the teaching staff and the broader community. They highlighted
the district's diversity, both in terms of student demographics and
geographic regions, and stressed the need for the superintendent to be
adaptable and responsive to these varied academic and social-emotional
needs of students. Retaining and supporting teachers, especially new and
veteran educators, was a major priority, with the union representatives
noting challenges around compensation, professional development, and
feeling valued.

The union also pointed to their own ability to advocate for and secure
funding from the state legislature as a unique asset that could benefit the
district if the superintendent was willing to partner effectively. Overall, the
union representatives conveyed a desire for a superintendent who would
listen to and empower teachers, rebuild trust with the community, and make
data-driven decisions focused on improving student achievement and
outcomes through a comprehensive, collaborative approach.



XI. City of Henderson
The constituents for the City of Henderson emphasized the importance of
community input and outlined the protocol for the focus group. Key issues
raised included the need for a superintendent with classroom experience,
strong leadership, the ability to address declining test scores, the ability to
improve and close achievement gaps, mental health issues, and
administrative inefficiencies. Participants stressed the importance of
community involvement, diversity and inclusion of students and families,
curriculum reform and the utilization of cost-saving measures. The group
wanted to recommend oversight of the process and community input in
some way due to a lack of trust in the Board solely conducting the process.

Based on the conversation, the key characteristics expressed for the ideal
superintendent include:

● Classroom experience - The superintendent should have spent
significant time (at least 5-10 years) as a teacher to understand the
challenges teachers face.

● Visionary leadership - The superintendent should be a visionary who
can motivate, unify and collaborate with various stakeholders like
teachers, administrators, parents, legislators, higher education,
elected officials and the community.

● Curriculum and instruction expertise - The superintendent should
have deep knowledge of curriculum, instruction and research-based
best practices with a proven track record of increasing student
achievement. Incorporate more project-based learning, Career and
Technical Education programs and true engagement activities like in
the magnet school programs in the non-magnet schools.

● Financial management skills - The superintendent should understand
the district's finances, revenue sources, expenditures and be able to
identify cost-saving measures. Review where the money is being
spent and ensure financial stability and efficiency.

● Ability to stand up to unions and the school board - The
superintendent should be willing to make tough decisions and not be
overly influenced by unions or the school board.

● Commitment to the local community - The superintendent should be
from the local area and have a deep understanding of the diverse
needs of the students and the community.

● Emphasis on student mental health and reading proficiency - The
superintendent should prioritize addressing the mental health crisis
and reading deficits among students.



XII. Chamber of Commerce
Chamber representatives commented that the strengths of the District are
the magnet school concept and high expectations in that program; they
want to see the magnet approach applied to all schools. The chamber
further commented on the diversity of the district as a strength. Parents are
a strength when used as partners. The business community is a strength
and can be used as a partner in education. Teachers and staff are the
strength of the district.
Characteristics and Aspects for the next Superintendent include:

● Strong business acumen and budgeting skills to effectively manage
the large, complex school district budget and operations.

● Extensive experience in the education field, with a background as
a teacher and administrator to understand classroom needs.

● Ability to rebuild trust and improve relationships with the Board of
Trustees, community, local businesses, and government/political
stakeholders.

● Creativity and an “out-of-the-box” mindset to address current
challenges facing the district to increase student achievement and
prepare students to transition to the world of work, college and
careers.

● Commitment to the local community and a long-term vision, not
viewing the role as a stepping stone.

● Truly be part of the community and engage with the business
community, parents and community organizations.

● Focus on aligning curriculum and learning experiences to prepare
students for the local workforce and economy while closing student
achievement gaps.

● Emphasis on supporting special education, mental health, and
empowering parents as advocates for their children.

The chamber thought some consideration should be given to the
co-superintendent model with complementary skill sets in education
leadership and business/operations management.

The group had a recommendation for the interview process due to the lack
of trust in the Board of Trustees to include a community panel during the
interview process (5-7 member panel) in order to build community trust in
the Board. The community panel may provide input to the Board (similar to
the NSHE model).



Attachment B: Summary of Comments Provided in Survey by Constituent Group

Administrator: Administrators emphasize the importance of experience and familiarity with the
district. Many support the promotion of internal candidates who understand the unique
challenges of the district. Someone who demonstrated a proven track record of improving
student achievement and closing achievement gaps. They express concern about bringing in
outsiders with little understanding of CCSD's history. Leadership, trustworthiness, and the ability
to lead through challenging times are common themes in their comments.

Community Members (including business, elected officials, organizations, etc.): Community
members stress the importance of strong, decisive leadership from the start. They are looking for
a Superintendent who can drive transformational change, restore trust, and rebuild the district’s
reputation. Additionally, there is an emphasis on the need for a leader who is courageous in
advocating for students and the District, promoting a relevant curriculum to the real world and
one who can balance the diverse interests of the community, be transparent, and demonstrate
accountability.

Former District Employees: Former employees express a deep concern for the direction in which
the district is heading, citing poor decision-making and mismanagement. They call for a
Superintendent with a strong moral compass, integrity, and a focus on reform. The need for a
decisive and experienced leader who can restore faith in the district is repeatedly highlighted.

Parent/Guardian of CCSD Students: Parents emphasize financial accountability, especially
regarding administrative salaries and severance packages. They want a Superintendent who
prioritizes students, student achievement and the delivery of quality instruction over
administrative excess. There's also a call for someone who can stabilize the district, reduce
unnecessary spending, and improve educational outcomes without inflating costs.

Students: Students express concerns about the district's treatment of staff and the continuous
introduction of new, unproven ideas. They highlight the need for a Superintendent who respects
the staff and focuses on creating a supportive learning and work environments for both students
and teachers. Someone who can improve instruction and increase student achievement with
engaging instruction. There is a desire for stability and leadership that genuinely considers the
needs of students and the voice of students in the decision-making process.



Support Professionals: Support staff are concerned about the potential appointment of someone
from outside the state, reflecting concerns about bringing in leaders unfamiliar with the district's
challenges. They call for a Superintendent who understands and respects the needs of the
district’s diverse workforce and is capable of building strong internal relationships. In addition,
building professional growth pathways to support the advancement and retention of quality
support professionals.

Teacher/Licensed Professionals: Teachers seek a trustworthy, experienced leader who can
navigate the district through its current challenges. They emphasized the importance of clear
communication, transparency, honesty, and a deep understanding of education. Many express
the need for a Superintendent who can rebuild morale, prioritize student and teacher well-being,
and offer a clear vision for the future.



Attachment C: Climate and Culture Review completed by Public Consulting Group
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