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Overview: 
 
The School City of Whiting Board of School Trustees (Board) contracted with Howe and 
Associates Consulting LLC to conduct a Culture and Climate analysis of the district.  The School 
Board requested listening sessions of current faculty and staff and also included were those 
who retired or resigned over the previous two years.  The purpose is to help the Board assess 
the current status and provide recommendations for the school corporation that underpinned 
the unexpected influx for requests for listening sessions by the Board in response to hiring 
decisions and board composition changes made in June 2022.  The study was undertaken as the 
district completed the first full year of face-to-face teaching in a post-COVID-19 environment 
and the recent faculty turn-over and state-wide/regional surge of staff shortages.  This study 
was conducted via group and individual interviews by and large on a self-selection process.  
 
The Board of School Trustees wanted to know how people were feeling, what were their 
concerns, how might everyone move forward together, and that the Board has concerns for 
their employees and the community it serves.  The Board wanted to ensure their attentiveness 
to interviewees’ perspectives relative to the district’s learning environment and organizational 
effectiveness. 
 
This report was limited to internal interviews that were self-selected and subjective in nature 
and therefore, has inherent bias.  It is not externally validated.  It is understood that 
interviewees provided their own perspective which also included stories and reports of events 
that occurred not to them personally, but rather “things they heard” which influenced the 
culture.  Therefore, it is recommended that the district engage in a full culture and climate 
survey that is externally validated and includes responses from all stakeholder groups and not 
limited to perspectives from a limited self-selected sampling.  This recommendation was 
provided verbally early in the process and the district has already undertaken this step. 
 
This study provided an isolated snapshot of the culture and climate and opportunities occurring 
in the summer of 2022 as school districts statewide were experiencing significant turn-over.  
This snapshot also provides further opportunity for Board reflection in the development of a 
three-year strategic plan.  The district would like to thank those who voluntarily consented to 
be interviewed.  Their perspectives, passion, recommendations and suggestions were heard 
and remain appreciated.  Consistent with assurances of confidentiality, the contents of the 
interviews were not to be included for this publication.  Rather, overall themes and 
opportunities shape the recommendations found within this report.   
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Interviews were conducted with 85 current and former employees.  The breakdown is as 
follows:   
 

Organizational Method Stakeholder Group Participants 
Howe and Associates 
Consulting LLC / Interviews 

School Board 5 
Resigned Administration 
Current Administration 

4 
#4 

Current Faculty/Staff #*21 
Retirees/ Resignations *19 of 33 
Current Support Staff 9 
Parents 20 
Community 3 

Total  ^85 
 
*The imbalance of former employees over current employees likely impacts on the validity of 
the responses as being representative of the district. 
 
#There are currently 165 employees, including administrators, teachers, and support staff. 
 
^There are 202 potential employees or former employees who could have self-selected for 
interviews.  Thus, only 20% of employees or former employees self-selected for the listening 
sessions.  Given this percentage and the fact that this occurred as school began when staff are 
generally less available or otherwise committed to opening school activities, additional surveys 
ae necessary that ensure the opportunity for all stakeholder participation and validated results. 
 
 
Summary: 
 
The School City of Whiting is nestled in the City of Whiting, a small town feeling within an urban 
setting.  Traditionally people grow up here and return to work and raise their families.  There is 
a strong sense of community within the city and school district.  Historically members of the 
immediate and extended family have been employed by the School City.  This also creates a 
more intimate community membership.  Family members and friends oversaw the education of 
their children.  Because of the small size of the schools, teachers and staff became very familiar 
with students and their parents.  Strong friendships were made as teachers relied on each other 
for support, and a family atmosphere has existed.  This is a strongly held value in the 
community and within the school district. 

 
District available funding shifted from local property tax to supported tuition and declined over 
many years and so the school district implemented an open enrollment policy.  The success of 
this policy has been important to financially sustain the faculty and staff, academic and extra-
curricular offerings.   
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Parents are appreciative that the School City of Whiting offers a safe environment, and their 
children are offered a quality educational experience.  They also appreciate the small school 
setting within neighboring larger urban schools as their children can engage in the many extra-
curricular opportunities offered by the school district.  Students would have less opportunities 
in a larger district as competition for spots on the various teams are greater. 
 
The transition to open enrollment has impacted multiple areas of the school district, including 
the culture. The district has an overall culture of trust and respect at the building level.   
Interviewees gave a perception of “we vs. they” mentality with the district.  One would have to 
delve further into this to determine causation.  However, there is a desire and willingness to 
work together that was expressed in the interviews that will lead toward the desired change 
and building trust and unity. 
 
The School City of Whiting’s biggest advantage is the people at all levels who will come together 
to work for what is best for students.  When asked what they liked best, what are our strengths, 
interviewees had a long list.  Included among those more frequently mentioned were the 
following: “good group of students; co-workers, good department, good comradery, freedom, 
extra-curricular opportunities, sports, community feeling, open door policy for parents and 
teachers, high academic standard.”   
 
The climate/morale was reported to be low by some who self-selected in the listening sessions.  
The COVID-19 pandemic created a significant challenge for the district, as it did for all school 
districts across the United States.   Decisions made during COVID and policies and procedures 
determined for remote learning and extra-curricular activities, specifically athletics were not 
accepted by some stakeholders.  Hard feelings resulted when decisions about operating 
procedures relative to COVID changed.  These changes occurred in response to regularly revised 
updated changes from federal and state agencies that would be released before stakeholders 
were able to absorb the prior guidance and policy decision.   Changes in decision making came 
at such a fast pace resulting in announced changes to operating procedures which did not 
permit the traditional procedures to decision-making that ensured collaboration and 
consensus.  Simply, collaboration and consensus-building decision-making procedures were not 
possible.  This also resulted in stakeholders second guessing the decisions made by leadership.  
There was a sense that anything could change and “we’re just expected to follow.”  “Academics 
no longer was the focus.”  Some reported that safety became the paramount focus for the 
district.  Some construed the decisions made about athletics appeared to be vindictive.  These 
series of decisions led to more distrust of the Board and district administration.  These 
dynamics fueled a football coaching situation which then manifested into a chasm between 
district leadership and some staff and other Board dysfunction.  The situation began with a 
football coach inappropriately expressing discontent with the superintendent in front of 
students. This Football situation was the “tipping point.”  At the same time, two board 
members engaged in unethical board behaviors that led into the filing of complaints, which was 
supported by an independent investigation.   Two board members, one of whom was married 
to a football coach, resigned during the course of the investigation.  Ultimately the independent 
investigator recommended and drafted a Board Compact as a means to resolve the district 
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dysfunction revealed in the investigation and to avoid continued departure of board ethics.  The 
Board Compact explicitly outlines the roles and responsibilities of any school board.  The Board 
Compact also parallels the Indiana School Board Association Ethics.  All board members have 
endorsed the Board Compact which has been made transparent to the public on the school 
corporation’s website.  This Board action was negatively received by some.  A further irritant 
was that a new football coach was hired from outside the district.  The individual who made the 
disparaging comments about the superintendent was interviewed for the position, but not 
selected. This whole situation was stressful to all stakeholders.  This was paired with the 
resignations of teachers and principals to place blame on the superintendent. A petition was 
developed to fire the superintendent which continued to degrade, embarrass, and hurt the 
community and especially the school district.  While there are stakeholders who are upset 
about the situation, there are others who find it appalling and embarrassing.   
 
The bottom line is the district and community must come together and unite in the best 
interest of the students.  There is no room for infighting or to engage in a “he said-she said” 
scenario.  This report focuses on strategies to bring the district and community together to 
educate children. 
 
This study provides an overview of the district.  Commendations, Opportunities, and 
Improvement Priorities are identified to assist the district on their self-improvement journey.   
 
Commendations are those areas which reflect observations and actions that have yielded clear 
results in student achievement or organizational effectiveness.    

Opportunities are those actions that will guide and direct institutions to specific areas that are 
worthy of additional attention for improvement.  

Improvement Priorities are identified to enhance the capacity of the district to reach a higher 
level and will have the greatest impact for improving student performance and organizational 
effectiveness.  

 
 
 
 
 
 
 
 
 
 
 



SCOW Culture and Climate Analysis 
 

h o w e a s s o c i a t e s c o n s u l t i n g  
 

6 

Commendations: 
 

1. The district administration has been good stewards of the district’s finances and 
provides material and resources to improve student learning and extend opportunities 
for students. 

 
The School City of Whiting has maintained a focus on fiscal responsibility in order to provide a 
variety of academic and extra-curricular opportunities.  The changes in state funding when the 
state shifted from tuition supported by local property tax to sate supported tuition negatively 
impacted state funding threatening the district’s ability to maintain current personnel and 
academics and extra-curricular programming.   (Prior to this funding change, School City of 
Whiting relied almost exclusively on local property tax with very little state support due to its 
tax base with BP.) The Board and district administration addressed this threat through an open 
enrollment plan. This successfully provided additional state funding to maintain personnel 
while providing academic and extra-curricular programs that rival those of larger school 
districts.  Currently approximately 30% of the district enrollment are students accepted via the 
open enrollment program. 
 

2. The district supports and is supported by a close relationship with the community and 
there is a feeling of family throughout the district. 
 

All stakeholders commented on the atmosphere inherent in the district.  The feeling of family 
and community permeates throughout.  The School City has a strong working relationship with 
the Mayor, the City Council and Calumet College.  There is frequent, open communication and 
support between the institutions.  The district supports the various festivals in the community 
and teachers and staff are proud of their volunteering and engagement in supporting these 
community events.  A local business has embraced the school district by providing a grant for 
an emotional support dog.  Calumet College currently utilizes the school district’s athletic 
facilities for their programs.   
 
The school district also partners with the School City of Hammond for various educational 
opportunities that include the Area Career Center and Special Education Program.  Students 
earning a C or above can enroll in the Area Career Center to develop trade skills.  Special 
Education students are offered opportunities in Hammond that extends the opportunities for 
students in the School City of Whiting that would not otherwise be available due to the size of 
the district, number of students in various disabilities, and level of funding. 
 
A feeling of family was expressed throughout the interviews.  People tend to support each 
other, and many have become life-long friends.  A close relationship exists between district 
administration and the teacher’s association resulting in smooth negotiations. 
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Opportunities: 
 

1. Review and strengthen policies and procedures that that create an environment 
where students demonstrate and/or have opportunities to develop 
empathy/respect/appreciation for differences in abilities, aptitudes, backgrounds, and 
cultures. 
 

Open enrollment and the change of demographics within the City of Whiting has resulted in an 
increase in social-economic and racial diversity.  Interviewees expressed concern regarding 
behaviors and comments made toward students of color, as well as open enrollment students.  
Interviewees stated these did not appear to be on purpose but there was a need to be more 
aware of the culture.  It puts a spotlight on student-teacher and student-student interaction.  
Awareness of cultural differences, behavior expectations and subsequent consequences are an 
area to address.   
 
The isolation imposed by the COVID-19 pandemic has increased the sense of isolation, anxiety 
and stress, and decreased motivation and tolerance seen in all aspects of American life.  
Interviewees expressed the observation that students and staff returned from the pandemic 
“changed.”  Consider developing expectations, programs, and professional development to 
address these evolved needs. 
 
Many interviewees spoke about the discipline system and zero tolerance.  They spoke of the 
desire for restorative justice, not just punishment.  Some interviewees expressed concern that 
the disciplinary policy and procedures were too strict while others felt it was too lenient; thus 
consensus about the discipline policy was lacking.  They also expressed the fact that a district-
wide policy was difficult as what is expected and what will change behavior for a 6-year-old is 
different than that for a 16-year-old.  Consider establishing a collaborative committee to review 
the policies and procedures. 
 

2. Review the current academic programs to ensure the implementation and monitoring 
of equitable opportunities to develop skills and achieve the content and learning 
priorities established by the system. 

 
Several interviewees expressed a concern in the number of dropouts since COVID and 
suggested a need for extra support in critical content areas for student success, particularly in 
math.  This support is needed at the elementary, middle and high school levels.  Interviewees 
shared their observations of students returning from on-line learning and how long it has taken 
to get them to understand the procedures of school and then to “catch up” on their academics.  
They expressed a desire to provide more support to struggling students and students who fell 
behind during the pandemic. This is consistent with national data about learning loss due to 
COVID. 
 
Advanced placement and dual college credit courses at the high school have been added to 
increase the rigor and opportunities for students.  Interviewees expressed the need for career 
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and technical courses for students who may not find success in the advanced courses.  Consider 
reviewing data regarding student achievement to determine course offerings that address all 
students needs regarding their educational future and career planning as well as remediation 
and support. 
 

Improvement Priorities: 
 

1. Implement and monitor a systematic and systemic process for collaboration, and 
collaborative analysis of data, and decision-making to improve instruction, student 
learning program evaluation, and organizational effectiveness. 

 
The middle school and high school principal positions have had administrative turn-over and 
changes with 3 high school principals in the past 4 years and 3 middle school principals in the 
past 4 years. The constant change in building leadership has resulted in a feeling of instability.  
It is difficult to build strong relationships, teachers are “constantly having to prove themselves” 
and it is difficult to have consistency in procedures and programs.  
  
District leadership currently meets with building administration weekly to support principals.  
This is especially important when there are new leaders.  Ensure building leaders know and 
understand district goals and processes for them to make informed decisions is a component of 
support.  Consider developing a system from central office that provides intentional 
experiences, trainings, and agreed upon outcomes that cultivate and improve leadership skills, 
effectiveness and empowers building leadership and teachers to make building level decisions 
aligned to district goals and priorities.  Any system employed needs to focus on identifying, 
supporting and promoting successful administrative practices that empower building level 
administration. 

 
2. Collaboratively develop and implement a district-wide 3–5-year strategic plan that 

includes a purpose statement defining beliefs and expectations, vision, skills, 
resources, incentives, results, and measurable action plan.  

 
Little focus on systemic change over the past several years has occurred, including the period 
immediately prior to COVID.  Professional development and programs stalled as COVID-19 
realities set in and everyone felt anxious and stressed.  Most expressed a desire to meet the 
needs of students by focusing on the whole child (social, emotional, and academic).  All those 
interviewees expressed an interest and support for the district to engage in the strategic 
planning process. 
 
 
 
 
 
 



SCOW Culture and Climate Analysis 
 

h o w e a s s o c i a t e s c o n s u l t i n g  
 

9 

The district has a vision/mission statement and core values that are posted on their website but 
does not operationally drive the work of the district.  Revisit and update the core values, 
mission and vision statements and develop a strategic plan.  Consider at least 3 pillars to focus 
the strategic plan: 
 

a.  Student growth and achievement 
a. Student improvement 
b. Student achievement 
c. Graduation rate 
d. Attendance  

b. Culture and Climate 
a. Communication and Transparency:  Timely, clear, consistent, and frequent 

communication 
b. Visibility 
c. Relationships and trust:   
d. Empathy:  students will foster the ability to compassionately understand and 

share the feelings of another person 
e. Inclusivity:  schools will cultivate inclusive learning environments through 

policies, programs, practices, and procedures that welcome, celebrate, and 
empower all students 

f. Annual exit and stay interviews  
c. Resource Allocation 

a. Funding (which includes pursuing a referendum) 
b. Professional Development:   promote collaboration and collegiality to improve 

learner performance and organizational effectiveness 
c. Attract, Prepare, and Retain qualified administrators, teachers, and support staff 

who support system’s purpose and direction 
d. Salaries and Benefits 
e. Safety and building and grounds maintenance 

 
Interviewees expressed a desire for more positive visibility and a relationship with district 
administration and school board that highlights successes occurring within buildings.  
Communicating in a constantly changing COVID-19 environment was challenging.  The need for 
on-going pro-active communication remains a focal point even after the pandemic has waned.   
 
While several of those interviewed expressed a desire for increased monetary compensation, 
others shared that it’s more than money.  Major incentives for them were a desire to be a 
collaborative partner in decision-making, to have continuous learning, be innovative and at the 
forefront of instructional approaches and continued student success, acknowledgement with 
time. 
 
Interviewees expressed a desire for exit interviews.  Consider implementing annual exit and 
stay interviews that will provide information on the culture and climate in a pro-active fashion.  
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The School City utilizes a variety of communication avenues to inform parents and community. 
These avenues include newsletters, social media, robo calls, announcements on the web page 
and at school board meetings.   Consider developing a system to engage stakeholders in 2-way 
communication.  Consider an Ambassador Program. 
 
Communication, collaboration, and commitment (3C’s) are the hallmarks to ensuring a 
successful implementation of the strategic plan.  Communication and collaboration have been 
expressed throughout this report.  Commitment from all stakeholders will lead to a successful 
outcome as all stakeholders have ownership in the process and are committed to working 
together toward the desired results. 
 

3. Develop, implement and monitor resource management that includes long-range 
planning and use of resources for school safety and building and grounds 
maintenance. 
 

Building and grounds maintenance and appearance and safety issues were mentioned as lack of 
pride and safety concerns. Interviewees expressed issues with buildings as well as desks and 
chairs and that work orders had been put in place for lengthy amounts of time, are yet to be 
resolved.  This is not just an issue of pride and safety; it is also an issue of accountability and 
consistency. 
 
Culture 
 
There are two cultures in a school district:  the culture in the school building and the culture in 
the school district.  Culture consists of values, beliefs, attitudes and behavior that we share and 
use daily.  It describes how we work and how people see themselves at work.  It drives 
decisions, actions and performance.  Culture can be positive or negative.  It can be purposeful 
or haphazard.  The best cultures are developed with intention, and everyone works to ensure 
they are lived.   
 
Some of the culture attributes are found in the School City of Whiting Core Value statements.  
These core values are important as they describe the way we will work together to achieve the 
district’s mission.  In essence, values help describe the culture either as it is or as we hope it to 
be. 
 
When asked what values the district should be focusing on to move forward, interviewees 
shared a long list of values.  The top values expressed were students’ first, honesty, trust, 
respect, integrity, responsibility, accountability, empathy, collaboration, supportive, 
commitment to students, care and compassion, empowerment of others, quality education, 
sense of community, care, relationships, work as a team, transparency, 2-way communication, 
professionalism, and oiler pride.  A collaborative discussion needs to begin on what the district 
values. 
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The current School City of Whiting culture was reviewed through 12 attributes.  Each attribute 
is defined in Appendix A.  The attributes include: 
 

1. Respect and fairness 
2. Trust/Integrity  
3. Change/Adaptability  
4. Results Orientation   
5. Teamwork  
6. Employee Engagement  
7. Responsibility/Accountability  
8. Learning Opportunities   
9. Meaning/Purpose   
10. Communication   
11. Decision Making  
12. Goals/Strategy   

 
Climate: 
 
The National School Climate Center (2007) identifies a positive school climate as one that 
includes: 
 

• Norms, values, and expectations that support people feeling socially, emotionally and 
physically safe 

• People are engaged and respected 
• Students, families, and educators work together to develop and contribute to a shared 

school vision 
• Educators model and nurture attitudes that emphasize the benefits and satisfaction 

gained from learning 
• Each person contributes to the operations of the school and the care of the physical 

environment 
 
Climate/morale is the way people feel about the environment.  Morale is impacted by lack of 
growth, lack of clarity, leadership changes, leadership problems, or by the company’s 
reputation or image.  Several of these causes have impacted the climate and resulted in the 
current morale reported by this sample group.  Again, the Board is committed to conduct 
further study with a more representative group using a validated survey to more accurately 
measure morale and climate.   
 
Yet, some interviewees said, “I don’t think we’re broken beyond repair.”  “If we work together, 
we can turn things around.”  Still others expressed not only a love of the job, but of the 
community and district and felt very supported and respected by district administration. 
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Culture and climate can and should be addressed as part of the strategic plan initiative.  Growth 
is identified in resource allocation and professional development.  Clarity is attained when 
systems and procedures are clearly outlined.  Leadership changes can be addressed by 
attracting individuals who are a good fit for the district and preparing them to confidently lead 
and make decisions for their building.  The entire district should consider working on 
relationships with each other and unifying through collaborative discussions on what’s best for 
students.  The district’s reputation rests on the actions they take to move from their current 
reality to their future vision.  “The issue is the future.”  “All parents are ready to roll up their 
sleeves.”  “I don’t want to fight, I want to reset the tone,” “To see people upset and feeling at 
odds is disconcerting.  I want to help.” “It’s not as horrible as what has been put out on social 
media.  What’s out there isn’t the whole story. 
 
 

According to the National School Climate Center (2007), a positive school climate includes: 
 

• Norms, values, and expectations that support people feeling socially, emotionally and 
physically safe 

• People are engaged and respected 
• Students, families, and educators work together to develop and contribute to a shared 

school vision 
• Educators model and nurture attitudes that emphasize the benefits and satisfaction 

gained from learning 
• Each person contributes to the operations of the school and the care of the physical 

environment 
 

Opportunities to impact Culture and Climate: 
 
1. Collaboratively engage stakeholders in the development of core values, a vision/mission 

and strategic plan that will guide the district and is not dependent upon a change of 
building leadership.  Be sure to fully communicate these, make them visible throughout 
the district, and a component of the norms for meetings. As part of the strategic 
planning process consider the following: 
 

a. Empower building leadership by determining system priorities and developing a 
systemic and systematic approach to instruction, professional development, and 
evaluation for the educational component.  Review the academic program to 
provide for remediation, extension, and balance between advance placement 
and career and technical education and special education support.  Build into the 
system annual climate surveys and exit interviews.  Also include all logistics and 
operations components in the approach as they impact the educational 
program.   
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b. Develop expectations and processes for collaboration among all employees at 
their various levels of responsibility.  Set norms for appropriate behavior when 
collaborating and levels of decision making so participants understand if they are 
listening, providing suggestions, contributing to the decisions, or making the 
decisions. 
 

c. Provide continued support for employees through professional development so 
they can continue to hone their skills and talents.  Consider mentors for new 
administrators. 

 
d. Develop a communication plan for the district that includes plans for the school 

board that provides training in communication.  Include in the training the 
development of a plan for communication with staff and community. 

 
e. Develop a communication plan for the superintendent that provides weekly staff 

updates, weekly Board updates on what is happening in the district and what 
goals are being worked on. 

 
2. Engage in a referendum to provide necessary funding for the number of faculty/staff to 

successfully implement a robust curriculum with the support for remediation and 
extension.  This will assist with maintaining lower class sizes and ensuring that teachers 
have a reasonable preparation schedule.  In addition, the referendum would provide 
funding to enable larger increases on base salaries in addition to stipends that have 
been offered.  Interviewees identified this as an area that would show they are valued. 

 
3. Address the issue of safety in maintenance of building and grounds with a consistent 

expectation. 
 

4. As a superintendent of a small school corporation, many functions that are typically 
distributed to more central office staff falls onto the superintendent and assistant 
superintendent.  As referendum opportunities are considered, the Board and central 
office need to examine central office functions.  Central office functions need to ensure 
that sufficient staff are employed to ensure the superintendent’s time can be protected 
from assuming administrative tasks instead of being able to be more visible and engage 
in setting the vision, developing relationships, supporting and mentoring, and 
communicating.   
 

5. A positive partnership between the school board and district administration is 
advantageous to the effective functioning of the school district.  Therefore, it is 
important the board continue to honor the board compact to ensure continued 
progress on climate and culture. 
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Conclusion: 
 
One interviewee expressed clearly what was communicated throughout the district: “We have 
an amazing school district.  “We have a great district. “Interviewees expressed the desire to 
work together for the benefit of the students now and in the future.  Maintaining the division is 
not conducive to the district, the city, the students, or the individuals within the district.   
 
Begin with the collaborative development of a strategic plan that addresses the issues outlined 
in this report.  There are so many committed individuals within the district and community that 
believe in each other.  An opportunity has presented itself to begin afresh and become the 
district everyone envisions. 
 
When looking at culture, decide what attributes to keep and which deter from a positive 
culture and climate and those characteristics that need to be worked out of the organization.  
Plan to communicate an inspiring culture to all.  Be consistent in creating experiences and 
stories that align with the desired culture and measure it in six months. 
 
Howe and Associates was pleased to provide this insight through interviews and analysis with 
recommendations.  The School City of Whiting is a wonderful school district.  Many positive 
aspects were highlighted throughout the interviews, including people who work hard, go above 
and beyond, believe in the district and students; a supportive community; students who care 
about learning; resources; technology; teach to the whole child; and professional development.  
It has been our honor to be a part of your journey. 
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Appendix A 
 

Cultural Attributes: 
 

1. Respect and fairness:  Do employees feel they are treated fairly and respectfully and 
are policies implemented consistently without favorites? 
 

2. Trust/Integrity:  Do leaders live the values of the organization?  Is communication 
transparent and do employees feel trusted to do their jobs? 

 
3. Change/Adaptability:  When change occurs, is there enough time to implement, is 

there effective communication about the change, and do those affected have input? 
 

4. Results Orientation:  Are people held accountable to achieving the district’s results 
and are there incentives that encourage the expected behaviors. 

 
5. Teamwork:  Are there clear expectations and do people collaborate well and take 

ownership for the processes? 
 

6. Employee Engagement:  Are employee talents and contributions valued as the key 
factor in the success of the district and is there an engaging environment? 

 
7. Responsibility/Accountability:  Do we encourage people to take risks and allow 

them to make mistakes or do we have a “blame” culture?  Do we do what we say we 
will do? 

 
8. Learning Opportunities:  Do we provide professional development opportunities for 

our employees to grow?  Do we encourage employees to take on new projects? 
 

9. Meaning/Purpose:  Is our mission important to our employees and do they 
understand how they contribute to the overall mission? 

 
10. Communication:  Do we provide frequent, consistent and transparent 

communication and explain the “why” behind changes? 
 

11. Decision Making:  Do employees know who to work with to get a decision made and 
what level of authority they have in the district? 

 
12. Goals/Strategy:  Are the district goals and strategies clear, meaningful, and aligned? 

 


