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The purpose of the study was to interview stakeholders and review documents to shed 
some light on the issues facing the Buchanan Community Schools, and, therefore, the 

Buchanan community. 

The Board of Education, supported financially by the Gateway Foundation, employed Dr. 

Michael Lindley of lindleyandlindleyllc to conduct the study. In addition to reviewing policy, 

budgets, websites, legal documents and documents provided to me there were forty-nine 

people interviewed. 

• Parents- 12

• Employees- 14

• Community- 1 O
• Board/central office- 8

• Students- 5

• *Total: 49

*some interviewees were parents and employees but were only counted once

The board did not and should not abdicate their responsibilities to be bound by any 

aspect of this report and/or recommendations. It is the intent that the report should be accepted 

in good faith as it represents a true and accurate report from the consultant. In addition the 
examples and comments herein are from your stakeholders not the consultant. 

Before I begin the report I would like to share three comments with the board: 

1. Citizens expect board members to act as their watchdogs. (MASB)
2. Faculty expects board members to serve as their advocates. (MASB)

3. There is a great deal of community pride in being a BUCK. This is a source of

strength for the board. (Consultant)

The responses are categorized into five groups: 

1. General

2. Visibility

3. Community

4. Communication

5. Transparency



General 

1. Job descriptions need to be updated annually, signed and filed. For example, the
superintendent job description was last revised in 1996. It is a supervisory and

management focused-not leadership. Furthermore there is no reference to collaboration

or being the instructional leader for the district.

2. Policies should be reviewed in their entirety over a three year period. This will keep all of
your policies up to date, communicated more effectively with stakeholders, and this

increased awareness should reduce some conflict.

3. The Professional Learning Community model is a very effective process for continuous

improvement. Unfortunately this initiative was considered top down and was met with
some degree of resistance (mainly at the high school). Had the rollout been more

collaborative and a clear understanding of the benefits it would be more firmly

implemented, teachers would feel more empowered, and students would be the better
for it.

4. There is a perception of lack of follow through by district leadership. The words "we are

working on it" was quoted several times, but either no action was taken (possibly

accepted), or there is a failure to tell your story.
5. The district website is hard to navigate which hinders clear communication.

6. The superintendent is to be commended for improving the hiring process.

7. The superintendent is trying to change the status quo and raise expectations. His

communications with the board are positive and board members report he is doing the
work of the board. It is the "how" that causes issues.

8. The superintendent has great vision; however, stakeholders do not understand why

change is being made.

9. While concerns were expressed frequently about the board, there was a lot of
agreement that the board members are good people, dedicated public servants, and

wanting to do their best. As an experienced school administrator and board member, I

can attest that this is a very involved board. y;

10. The superintendent believes he has an open door policy however he sends a mixed
message by insisting on making an appointment. While the superintendents time must

be protected an impromptu meeting shows concern, access, and a quick response is

sometimes all that is needed.

11. Several people indicated that there is a vision to move the Buchanan Community
Schools to a higher level of achievement. High level of performance should be measured

by test scores for students, job satisfaction for teachers, administrators and staff. The

ability to develop whole child (social/emotional), community satisfaction, financial

success, parent satisfaction, and developing new leaders from within (succession
planning) (Marzano and Kirtman).

12. If we applied Marzano and Kirtman's model to the current state of where the Buchanan

Community Schools are, one word comes to mind: dysfunctional. As used in this model,

"The Five Dysfunctions of a Team" (Lincioni) this consultant will take the liberty to define
TEAM as all stakeholders. (see attached next page)

13. A lack of trust is one of the prevailing themes. In an article in "Live Your True Story" they 

list thirteen simple strategies for building trust. 

a. Keep to your word and follow through with your actions.







7. What you should do when you step out-Apologize, Contrast (fix 

misunderstandings), Create a Mutual Purpose.

8. The internal management team at present is somewhat dysfunctional and could 
benefit from some team building training.Mr. Donahue is encouraged to look for 
more inclusionary practices for team members to foster the benefits of collective 
problem solving and ownership of team solutions.

9. The business office needs to be aware of their role in providing timely and clear 
communication. Changes in procurement processes, budgets, forms, etc ... 
needs some collaboration and communication BEFORE changes are made.

10. Accountability for yourself and others must include a supportive culture.As the 
leader of the district Mr. Donahue needs to be part of the solution by holding 
people accountable, providing timely feedback and the support required to assist 
personnel under his direction to be successful.

11. The superintendent needs to review specific procedures for evaluation that are 

conducive to growth. Even when some conflict might arise in the supervision of 

subordinates, face to face and timely feedback will reduce conflict. Other choices 

will increase anxiety, defensiveness, and a lack of trust.

My Group Behavior: Questions to Ask 

"Masterful Coaching", Robert Hargrove 

1. Am I willing to be influenced? Am I open to learning?

2. When advocating a position:

a. Do I reveal my thinking/my mental models?

b. Do I explain my assumptions?
c. Do I share the observable data from which I drew my conclusions?
d. Do I encourage others to explore my model/my assumptions/the data?

e. Do I listen to really hear?

f. Do I stay open?
3. When faced with another's view with which I disagree:

a. Do I ask, "What leads you to that view?"

b. Do I seek to truly understand the view?

c. Do I explore, listen and offer my own views in an open way?
d. Do I listen for the larger meaning that may emerge out of honest, open sharing

of alternative models?

Ground Rules for Effective Groups 

1. Test all assumptions, opinions and inferences

2. Share all relevant information

"Masterful Coaching" Robert Hargrove 

3. Use specific examples and agree on what key words/concepts mean

4. Explain your reasoning and intent
5. Focus on best interest and NOT on your position


















